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Marking Criteria:
 We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
	QUESTION 1
 i. What does Human Resource Department do?
The primary function is to ensure the company complies with all relevant legislation; protecting a company from liability while helping to maintain an engaged and happy workforce which contributes to financial results.  Human Resource Department link a company’s management with the employees who are in effect all its internal customers. The HR department deals with all the issues of managing people in the organisation, EG. employee relations, payroll, benefits, and training. That is, it supports employees from initially attracting them through onboarding and across the whole employee lifecycle.
ii. Outline the objectives of Human Resource Management in an organization.
Talent Attraction and Retention advise on recruitment strategy, help define roles, administer recruitment process and successfully onboard and inboard employees to ensure integration and retention.     
Ensure Benefits and Compensation are administered this includes Payroll 
Processing and employee benefit administration ensuring compliance. More strategically includes compensation modelling, along-side industry trend reporting and market reviews.
QUESTION 1 contd.
Develop and Embed Standards that govern how employees interact on the job. This may include production of policies and procedures alongside the legal requirements to create a productive workplace and minimises churn and risk. Accountability is the norm and human rights are respected.
Employee Development provide frameworks to help employees set and achieve individual career development goals, leading to increased job satisfaction and retention.
Internal Communication ensure the goals and expectations of company are socialized across the business, EG this may be by newsletters to employees. 
Reporting /Analytics provide timely insights for senior management to ensure proactive decision making with minimum risk.   
iii. What are the benefits of clear recruitment process?
Competitive Advantage employing the right people for your business is the most important part of your organization. It is essential to have a good recruitment process to attract the right people. 
Brand Management builds a positive image across the market, including customers, competitors and peers. 
Efficiency ensures that time spend on recruitment activities within the business is focused and timely, ensuring cost/value ratio maintained.  
iv. Is there a need for human resource management specialists and if so, what should their role be? 
Yes, 
Employee Advocates – Employees have personal and family responsibilities. Human Resource specialists ensure that a central role is struck between work and family pressures. A human resource specialist plays a central role to ensure that organizational policies incorporate policies aimed at reducing tension between work and employee’s family issues. 
Change Agents - Change is a constant operational paradigm in the business world today, the pace of which is ever increasing. This may be change occurring at geopolitical level (EG Brexit) economic level (Banking Crisis) or in technological environment (Internet penetration) which affect the organisation. HR ensures that employee’s skills are enhanced, and training provided to meet business demands 
QUESTION 1 contd.

in line with the mission and values of the organization. This ensues the organisation retains the competitive edge in attracting and retaining valuable talent and expertise in the numbers and locations needed.  Human resource specialists are the key to a successful outcome of organizational change.
Strategic and Business Partners – HR Specialists work with the organisation’s leadership and management teams to ensure the human resource policies agenda supports the organisation, and is aligned to the mission, values and objectives within the Human Resource Management strategic plan (HRM plan)

How is this role evolving?
Strategic Planning – this will become the new core competence. Organisations need to be equipped to face a new reality, professionals must keep current with the best practices to cultivate a diverse workforce and advising company leaders on the importance of diversity for the company’s bottom line—and its positive image.
Outsourcing / AI/ Gamification - will increase removing some of the traditional administrative work load.  
Analytics and Big Data – HR will increasingly use to augment value.
Remote workforce/ less homogenized – managing this will be the new norm with contractors and freelancers making up a large percentage of total.
Employee Self Service -will be ever increasing with increased reliance on apps and mobile communications.  







v. Outline the ethics of HRM as relating to the organization and the individual employee. 
HRM Ethics for the organisation is the moral obligations of the employer towards the employees to maintain equality and justice.   The Organisation and its managers are responsible for the effects of their actions on others. 
Ensuring Civil and Employment rights. EG. Job security, feedback from tests, openness and consultation.
HRM Ethics towards individual employees is where HR ensures that employees are not treated simply as a means for organisational purposes without their full and consent. A duty of care regarding, safety in the workplace as well as respect, fairness and honest processes which treat all employees equitably. Protect from discrimination and harassment.  

vi. What is the relationship between personal effectiveness and people management?
Personal Effectiveness requires the development of self-knowledge and the application of this apply to day to day behaviour in your own job and in leading and managing others. People Management is built on the same theory and process; often providing frameworks for application across employee population. People Management is a complex interaction between a range of personal and professional qualities and experiences. At the heart of it is the model of learning is rooted in personal effectiveness and being able to reflect, enable and enhance understanding to inform actions. 










QUESTION 2
 What are the main functions of Human Resource Management? 
Talent Acquisition – advises on methods, screens, interviews and hires qualified candidates. This may also include proactive planning with creation and maintenance of external or alumni talent pools. Hiring process may include psychometric testing and assessment centre management. Onboarding programme design and facilitation.
 
Employee Relations – Facilitates the relationship between employees and management by promoting communication and fairness. Will also handle disputes between employees and management, as well as disputes between the company and unions if applicable. Case management may involve investigation, report writing, preparation for and attendance at disciplinary hearings both internally and where needed at employment tribunals.    

Compensation and Benefits – Compensation planning, peer analysis internally and market analysis. Job level reviews for salary benchmarking. Performance management   Administers payroll and employee benefits programmes as well as ensuring pension rights EG. autoenrollment UK. Ensures communication of benefit eligibility and monitors employee eligibility (EG. checks absences) Liaise with 3rd party providers in service provision.  Salary planning across the organization.  

Governance and Legal Responsibility – Interpreting and ensuring employment law is being upheld dependent on specific jurisdictions. EG. Employment Rights Act UK / Disability rights. GDPR – in line with legislation.

Organisational Development – system, process and tools review for fit for purpose.EG Workforce planning for project needs, talent management programmes and software to support.    

Training and Development – This may be provided internally or externally and helps to develop the internal population widening their expertise and developing employee engagement. EG – leadership training for newly promoted supervisors. 
QUESTION 3
How many opportunities of staff development can you think of? 

Mentoring – both for junior staff and reverse mentoring for senior staff eg with new graduate hires.
Training – Blended methods -self service allowing all employees to access internal and external content for skills development in both technical and other skills. EG red vector . In house and External accredited.  
Job Shadowing – structured time allowing employees to work alongside a colleague from a different department with debrief at end.
Learning events – EG lunch and learn, senior staff presenting updates around their specialist areas – EG contract law.
Coaching – feedback on the job.
Presentation Opportunities – EG to a school, university, professional body/conference. 
Secondment – EG could be a lateral transfer or location change.
Special Team Assignments – eg process review and change.  
Voluntary Work – develop additional skills 
Knowledge Networks -active engagement or simply passive review of new information. 














CASE STUDY
Tony works in Big Star, a city hotel. He is a full- time employee and has been working there for the last three years. But he is not happy with his job. He says that his pay is poor and he has to work on the weekends.

QUESTION 1
What does his statement suggest about the motivation of this hotel worker?
His motivation is low and he is disengaged. Sometimes an employee says they are unhappy with pay but this can be symptomatic of feeling underappreciated in their job.  


QUESTION 2
Identify and explain two possible ways in Tony’s his motivation could be improved
MEETING with EMPLOYEE:
Research market and gather information prior, point out areas in the documentation that conflict with his statements but also acknowledge whatever accurate assertions the employee has made. Work towards closing the gap between what the employee perceives about the company or industry and what is true.
Explain in detail how the company came to his salary and what the employee could do (if anything) to earn a bonus or salary increase. Tell the employee what you could offer in lieu of a salary EG. financial support for educational courses or training.
Advise that you have put a note in the employee's file that you and the employee discussed the salary issue, so the employee feels confident that compensation concerns won't be swept under the rug.

Positive Feedback / Mentors / Training :
Talk to his line management and ensure that positive feedback for the employee is being provided whenever it is appropriate.  Recognizing the employee's talents and efforts may help him feel like the positive work atmosphere compensates for pay that is a little low. 
Talk to him about a mentor and plan a career path supported by training . 
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