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HRM   Policy Analysis

introduction

Woolworths supermarket in Australia where consumers can purchase their day to day groceries and other items they need in their daily life. Along with Coles, Woolworths is one of Australia's biggest retailers and makes up 80% of Australia's Australian Retail. Since the time of its founding, Woolworths has set up about 981 retail branches. The business also provides consumers with the facility of online shopping, and customers can purchase their regular groceries by sitting inside the convenience of their homes. Woolworths strives to introduce fresh and creative innovations to keep its clients and staff happy with its activities. This report would concentrate on reviewing the company's human resource policies and would also focus on creating new Hr policies and practices That will include all of the concerns and challenges that were current in the previous system (Lee, 2018).
1. External and internal policy analysis 
To work out the challenges in the company's current strategy, the domestic and foreign conflict review of the Woolworth Hr strategy was carried out:
Internal issues analysis 
Woolworths' corporate target is value maximization and customer loyalty. The organization makes sure to supply its consumers with the highest quality goods to attract customers for a long time. The organization often employs trained and professional workers for the position and provides them with sufficient preparation and orientation before starting their job. Special instruction is offered to the customer service personnel on procedures for communicating with clients and managing any customer concerns. However, by hiring more seasoned and professional HR administrators, the company's Human Resource Department needs improvement. They will be able to trace the right applicants for the job. To keep them happy, the company also provides its workers with competitive pay and bonuses and gives them financial incentives for their extraordinary results. The company's organizational culture is to hire workers from throughout the region (Capano, 2020). The Woolworths corporation should not follow the culture of employee outsourcing. Outsourcing jobs from other nations offers the organization a chance to attract more experienced and trained employees who are more competent for the job. If anyone has done an incredible job, he is offered a bonus or promotion to remain inspired. The company's employees are handled ethically. From time to time, administrators are often provided training to handle the workers while using better techniques. By eliminating plastic bags and instead of selling consumers' clothing bags, the organization conducts its business under corporate social responsibility (Gash, 2015).
External issue analysis 
The Woolworths company's external review was carried out to examine any concerns regardless of the external conditions that need a change in its HR strategy. One of the biggest problems is the government's Australian legislation for recruiting workers for the job. The legislation expects businesses to handle workers reasonably, and the law rejects discrimination in the workplace at recruiting and placement.
The government's recruiting and hiring program enforces employers to supply the required workers with positions right for the work and provide them with proper preparation and preparation before the commencement of the job and on-the-job learning. There are also rules on firing the employee from the position, and if an unfair dismissal takes place in the sector, the employee will sue the corporation for compensation. The organization should provide the employee for firing with a warning. There are also rules on the contract of employment, if the agreement is still valid, the worker can not leave the job, and the employer can not discharge the worker from the job (Marie, 2016).
The company's economic factors are also an external consideration that affects the company's HR strategy. When there is no industry on the market at the time of contraction, and very few consumers are willing to buy the firm's goods, the company limits the workers to decrease its total payroll expense.
1. High Priority Issues 
Employee segregation is one of the critical problems to be resolved with the current strategy since the team is consistently hiring Australian citizens so that the new HR policy will fix this question of employer prejudice. The organization should hire employees from any ethnicity ethnic heritage.


2. Policy Problem
The concerns with the present legislation are there is little specified in the worker proper protection policy, and all workers should be handled morally regardless of the country or legal context with which they are.

 Policy Development
1. Overview 
This strategy is built for Woolworths company's recruiting and screening of the job's best applicants. The proposal outlines all the procedures that the HR workers would take throughout the recruiting and selection process. This current PolicyPolicy also solves the concerns that were found in Woolworths' previous HR strategy. For effective recruiting and selection of workers in the company, this PolicyPolicy was implemented. The workers must be hired equally based on merit. The system is primarily generated for the company's employees and HR personnel. This strategy is essentially designed to engage and select to meet the Woolworths company's employee bias dilemma. The HR supervisors and all the workers participating in the recruiting process must hire the right employees for the company at the time of selection and recruitment, no longer where they are from. The company's workers should all be handled equally and ethically. The company can also provide activities for the health and welfare of personnel. All safety devices should be provided to all workers to do their jobs (Gavrel, 2015) effectively.
2. Scope
 This new recruiting and hiring strategy extend to all employers stepping into the recruitment process and the HR supervisors and all other team members.

3. Policy statement
I. To add a change to the organization, the corporation must select workers from the most extensive available pool.
 II. The business seeks to hire and employ employees from various backgrounds and cultures with varied abilities and talents to increase its level of operation.
III. The organization is also focused on supplying workers from diverse fields with career openings for advancement in the employees' human resources department. 

4. Legislation
The Australian government regulations are used in this Human Resource Strategy, and the company's Human Resource Department shall comply with the work laws at the time of the recruiting process. It is essential to consider all people who have applied for a job in the business legally. Employment dependent on merit should be granted to them, and neither applicant should be prioritized but for his credentials and experience. To handle its workers ethically and equally, the firm should adhere to the ethical code of ethics. The organization must also comply with human rights legislation (Al-Kassem, 2017).
Process 
The recruiting and selection process consists of various stages that the Human Resource Department must undertake as the recruitment and selection process is carried out. The following are these phases:




Flow chart of Recruitment and Selection Process


Source: ( author)



· Identification of the need for hiring
First of all, if there were any jobs available or if any staff member were to leave the organization soon, there will be a need to hire staff in his position. The need for recruitment would be established. It is the Human Resource Manager's job to start the recruitment process to recruit new employees for the accomplishment of the vacant role. Permission to begin the recruitment process must be obtained from the director of the organization (Vincent, 2019)
.• Job summary description
The next move is to note down the vacant position's job description. In the company's work description, the job position and the employee's roles are described. The job title is a text that is a crucial document in the process of recruiting. The HR manager writes the role summary of the current job role. The expertise, credentials, and experience necessary for the position are all listed in that form.
· Advertisement of the vacancy
The work position announcement is performed both internally and publicly in the organization. The team members who are eligible and needed to be promoted to the new role are then asked to apply for that job position in the internal job advertising, and then they can be taken for that job role if they are qualified.
However, to recruit the right applicants for the job, external job recruitment is carried out on the firm's website, in print media, and on media platforms. Besides well as indeed.com and several other related blogs, the company also advertises the position announcement on separate career search websites. In the advertising, the job description and the credentials and skills needed for the job are all listed. The salaries and benefits given to the employees by the employer are also named in the job advert so that the applicants know all the specifics of the job before considering the application (Nawaz, 2019)
· Request and shortlisting 
In the selection and shortlisting stage, the applicants' applications will be accepted by the company. Human resource professionals select the candidates on the grounds of their qualifications, skills, and experience. Some measures are often carried out to shortlist the qualified talent for interviews, such as written tests. The letters of invitation to engage in the talks are submitted by applicants who have the necessary qualifications and have already passed the written examination.
· Selection and Interview
They are asked to come in for an interview once the applicants have carried the practical examination, and they also have the appropriate skills and qualifications. There is a squad of human resources managers during the interview who conduct a study. In the meeting, the managers ask the applicants different types of questions. The candidates who pass the interviews successfully are then chosen for the job.
• New staff appointment
The selected candidate shall be called on the work environment after choosing the best candidate for the position, and a guaranteed job notice must be given to him. Both the employer and the candidate must sign an employment contract before joining the job.
• Fair possibilities
Fair chances to apply for the position are offered to both team members and applicants who have been chosen for the job. The quota for disabled people who may apply for the position must still be open, and the employer must fulfill any specific conditions they seek.
5. Accountabilities
All supervisors, the recruitment and selection board, and the resource team are responsible for following every recruitment process stage and implementing this recruitment policy. The recruiting committee functions must be split between the numerous employees who are involved in the recruiting process (Rimmer, 2020)
6.Measures of Evaluation
The HR policy's effectiveness will be evaluated through the use of the company's performance review framework. The performance of each staff member will be assessed from time to time. Worker reviews would also be acquired, and the human resources department's overall success would be evaluated every quarter, and then improvements in the recruitment and hiring strategy would be made if necessary (Mindia,2O2O)
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