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Human Resource Management Elements and Functions
Question 1
A) Functional Areas of HR
Some of the functional areas of the Human Resource Department in an organization include the recruitment, selection, and compensation of the employees. An efficient organizational recruitment process minimizes the amount of work to be done by the HR department when looking for replacements if the recruited individuals are inefficient in the long run. Recruitment promotes the organizational strategy by providing a pool of probable candidates from which qualified individuals who can effectively work towards the organization’s strategies can be selected. The recruitment process is followed by selection, where HR picks individuals based on their qualifications and suitability for a particular position. Effective selection implies that HR will spend less time looking for suitable replacements. Additionally, the organizational strategies will be promoted since its operations will not be unnecessarily disrupted as is the case if HR has to frequently look for alternatives to replace ineffective employees due to faulty selection processes (Dias, 2012). Creating an adequate compensation system for the employees supports HR by minimizing conflicts and resentment regarding the deserved pay or benefits that the employees think they deserve (Dias, 2012). Additionally, the organizational strategies are supported if the employees feel well-compensated and are therefore more motivated to work towards the organization’s strategic objectives (Dias, 2012).
As such, the HR department should create certain goals for its recruitment, selection, and compensation processes to enhance its outcomes in these three functional areas. For the recruitment process, HR should aim to identify exceptional candidates who would be suitable for a particular position (Blakely-Gray, 2017). Additional goals include the optimization of the organization’s recruitment systems for future efficiency (Blakely-Gray, 2017). For the selection process, HR should aim to effectively differentiate the most suitable individuals from the other suitable candidates based on their compatibility with the job requirements. By achieving these goals, HR would create a more consistent recruitment system in identifying well-qualified individuals for a particular position in the organization (Reddy, 2021). These goals and outcomes promote organizational success by ensuring that the organization employs a well-qualified workforce which enhances the human capabilities at the organization’s disposal. In the compensation process, HR should aim to acknowledge the employees’ requirements in determining their payment (Dias, 2012). This would promote organizational success by making the employees feel valued by the organization, thereby motivating them to meet the organization’s objectives.
B) Effectiveness of HR at my current Company
One of the most impressive employee initiation programs used by the Human Resource department at my previous workplace entailed providing a ‘mentor’ to each new employee who was responsible for guiding the new employee in their first two months at work. The initiation program targeted employee training as well as the employee relations functional areas of the HR department. The new employees were assigned to a relatively senior employee in their department who was required to interact with the new employee both in and out of work to make them feel comfortable while training them on their job requirements. The HR department specified that, within these first two months, the mentor would be partly accountable for any mistakes made by their mentee. Additionally, the most effective mentors would be given a ‘Mentor of the Year’ award, which also came with impressive cash rewards. The program was effective in motivating the senior employees to actively take up roles in mentoring new employees. Additionally, the interaction with the new employees in and out of work solidified the mentor-mentee relationships, which fostered positive work relations. This initiative supported the organization’s strategies by creating a positive working environment built on quality workplace relations. 
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Question 2
A) Job Analysis
Several years ago, I was once hired as a store manager at a local store in my neighborhood. A store manager is required to supervise and manage the day-to-day operations in the store. The store manager assumes the top-most level of responsibilities among the other employees while serving as the main connection between the owners and the subordinates. The store manager plans appraisals, and monitors the job results for the employees, and enhances their performance (TopResume, 2020). Furthermore, the store manager is included in the recruitment, selection, and orientation of new employees in the workplace (TopResume, 2020). A store manager should be able to effectively communicate with the store owners, the customers, and the other employees to ensure that they are understood. A store manager is also required to have sufficient educational background, and additional managerial experience may be advantageous (Betterteam, 2019). Additional skills required by a store manager include an exceptional ability to multi-task, team-playing capabilities, as well as efficient delegating capabilities (TopResume, 2020). 
B) Job Description
The position of the store manager, therefore, exists as the final point of the chain of command among the store employees. As a store manager, one is tasked with the reconciliation of the financial records of the store, as well as incorporating practices to meet the objectives of the store owners. This requires sufficient financial education, as well as communication, delegation, and coordination capabilities. The store manager is required to report to his workstation daily, especially before the others report. Nonetheless, the store manager may be exempted from reporting on various days specified in the contract agreement with the organization. However, a store manager is often required to work for longer than the rest of the employees, sometimes including late nights or weekends. A store manager will be provided with a private office as his work station, and some of the job demands will entail patrolling around the store as part of the supervisory roles. Regarding the compensation, the store manager is provided with a monthly salary as well as other allowances stipulated by the organization. There may also be additional benefits depending on performance.
C) How Job Analysis Protects the Organization from Legal Issues and How it Promotes Recruiting and Compensation Decisions
By conducting a job analysis, the organization can effectively specify the job requirements and working conditions which will be communicated to a suitable candidate during the organization’s recruitment process (Dias, 2012). These conditions will be outlined in the work contract which the employee will sign without any coercion, which implies that their consent is acquired. This eliminates legal issues concerning informed consent (David, 2011). As such, the organization can be protected from legal issues which may arise if an employee pursues legal action if he feels that the working conditions are not what he expected. Additionally, in legal proceedings where the misconduct of an employee is in question, the company may be implicated if it did not conduct an adequate job analysis and therefore hired an unqualified individual, which led to the misconduct (David, 2011). This would also expose the organization’s recruitment and selection strategies to legal scrutiny.
As such, an effective job analysis enhances the organization’s recruitment and decision-making processes regarding suitable candidates for a particular position. By conducting an effective job analysis, the organization determines the specific qualifications to be identified in the potential candidates who will then be selected to fill the vacant positions. In this sense, the organization spends less time deciding who to select from a group of various suitable candidates. Additionally, a job analysis will enable the company to create effective compensation systems which will minimize the confusion regarding what the employees feel entitled to regarding their payment (David, 2011). Therefore, the job analysis will serve as the benchmark for deciding any additional compensation that the organization may choose to offer an employee based on exemplary performance above the job requirements (David, 2011).
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Question 3
A) Difference between Job Satisfaction and Employee Engagement\
While job satisfaction refers to the contentment one feels regarding the working conditions, employee engagement relates to when an individual is dedicated to achieving the organizational objectives based on their incentive (Reynolds, 2016). Consequently, an individual may be contented with the working conditions but is not willing to exert additional effort in meeting the organizational objectives (Reynolds, 2016). Employee engagement, therefore, requires the innate belief that the organizational objectives are important to an individual, which will provide the internal motivation required to pursue the organizational objectives (Reynolds, 2016). This motivation is essential to employee retention because individuals are motivated to stay in an organization whose objectives are relevant to them. Additionally, employee engagement promotes employee retention because their dedication will enhance their organizational performance, which will motivate them to further by creating positive work experiences (Dias, 2012).
Various personal and organizational factors contribute to employee engagement and job satisfaction. Regarding the personal factors, an individual needs to feel valued by the organization to be contented with the working environment and therefore become dedicated to achieving the organizational goals (Dias, 2012). Other personal factors related to the ability of an employee in sustaining a positive work-life balance through proper time management. Additional personal responsibilities may complicate the creation of this balance, which may minimize employee satisfaction and engagement (Dias, 2012). Regarding the organizational factors, the organizational culture may positively contribute to employee satisfaction and engagement if it promotes adequate communication between the organization’s management and its employees as well as among the employees, thereby fostering positive work relationships (Dias, 2012). Effective organizational rewards systems may also motivate the employees to work harder in achieving the organizational objectives, thereby enhancing engagement (Alhmoud & Rjoub, 2019).
B) Evaluation of my Job Satisfaction and Engagement
I was once employed at a company for several years because I felt valued by the organization. Fundamentally, I was given work responsibilities that matched my skillset and did not overwhelm me, thereby enabling me to sustain a positive work-life balance. Additionally, my supervisor frequently asked for my opinions regarding the working conditions, after which he made efforts to address some of the grievances I presented to him. I also had a personal attachment to most of my workmates due to the environment of free and open communication that the company encouraged. As such, I was satisfied with my work circumstances and responsibilities. Due to this satisfaction, I felt that the organization recognized my value and was keen to respond to my needs, which enhanced my engagement. Additionally, the rewards system utilized by the organization motivated me to put extra effort into the workplace. Ultimately, I felt that the organization had earned my loyalty, which led to my decision to stay for long in the organization. 
C) Factors that contributed to my Resignation
At the job where I had the shortest tenure, I resigned several weeks after a major shift in the company’s management. To impress the investors, the new management imposed unreasonable deadlines and workloads on most of my colleagues and me, which often forced us to skip meals and break times to meet the new work demands. Additionally, I was forced to work during the weekends, which meant that I could barely enjoy any of my hobbies or hang out with my friends as I usually did. Although we complained, the management promised to address our grievances, but they did not. After making several losses, the human resource manager also informed us that everyone’s salary would be reduced as part of the cost-cutting measures, except for the salaries of those in management. This announcement was abrupt, and none of our feedback was collected regarding how the decision. In my opinion, the organizational management’s reaction to our grievances was under their control. As such, I would have stayed if the management had paid attention to our grievances and promptly addressed them. 
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Question 4
A) Evaluating Employee Retention
As the HR Manager in an organization, I can evaluate employee retention by assessing various metrics. For starters, I can calculate the ratio of the number of the current employees to that of compared to the number of employees who were originally employed within a specific amount of time (Insight For Professionals, 2020). This calculation provides a mathematical figure that can be statistically relevant in determining the frequency with which the employees left the organization. Additionally, this ratio can be used to determine the likelihood of the employees leaving the organization, with a higher ratio indicating a lesser probability of employees departing from the organization. To obtain this ratio, I will have to analyze the employee records to extract the accurate numbers of employees who left and the current ones which will be used in the calculation. This metric, however, does not incorporate the reasons why the employees left the organization.
Additionally, I can determine how certain leaders in the organization influence employee retention by calculating the fraction of the number of employees left out of those who stayed under specific managers (Insight For Professionals, 2020). This metric is essential for evaluating the effectiveness of the organization’s leadership in promoting employee retention. It can also help to weed out mediocre organizational management. To determine this, I will be required to compare the ratio of the employees retained to that of the employees who left under different organizational leaders (Insight For Professionals, 2020). Since employee contentment precipitates employee loyalty and better organizational retention as a result, I can also measure whether the employees are contented with their working conditions (Insight For Professionals, 2020). To obtain this metric, I will collect adequate employee feedback regarding their working conditions through questionnaires as well as open discussions. Additionally, I can target the newly employed individuals to assess their opinions regarding the working environment in the organization and how it may influence employee retention (Insight For Professionals, 2020).
B) Relationship between Organization’s Total Reward System and Employee Retention
In a total rewards system, an organization provided tangible and intangible forms of rewards to exemplary performance from its employees (Alhmoud & Rjoub, 2019). An organization’s total rewards system may influence employee retention by impacting the employees’ incentive to stay in the organization (Alhmoud & Rjoub, 2019). Furthermore, it creates a sense of friendly competitiveness among the organization’s employees as they strive to attain the rewards. This competitiveness can positively contribute to employee relationships among themselves by enhancing the exchange of organizational knowledge in a bid to improve individual performance. Such positive relationships create a helpful working environment that enhances employee contentment and retention as a result. However, the competition due to the need to attain the rewards may lead to unnecessary jealousy and resentment among the employees since they perceive the other employees as rivals. Additionally, employees may be resentful towards the organizational management if they are not rewarded or if they feel that the organizational reward does not match the effort that they expended in their exceptional performance (Alhmoud & Rjoub, 2019). These may negatively influence employee retention since the employees may not feel valued by the organization.
To evaluate the total rewards system in my organization to ensure that it is beneficial to employee retention in the organization, I will collect employee feedback regarding the existing total rewards system and how it can be improved (Dias, 2012). More specifically, I will determine whether they perceive the rewards system as fair and efficient and the most significant weaknesses of the system according to them. I will also focus on whether the rewards provided as part of the rewards system meet the needs and desires of the employees. From this information, I will identify the most relevant rewards that can be provided by the organization (Dias, 2012). I can also evaluate whether the organizational revenue used in funding the employee rewards is efficiently used or if it can be channeled towards other factors which can improve employee retention such as improving the working conditions of the organizational employees (SHRM, 2021). 
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