
                                                                                                                                
 
 

 

                                                Human Resource Management Institute (HRMI) 
                                             Edexcel BTEC HND in Business – HRM | Management 
 
Unit No/Title:   Unit 21 / Human Resource Management             Unit Code: K/601/1264 

 
 
Assignment No: 1/1                                      Assignment Title: Human Resource Management 

 
 
Grading Opportunities Available 

Outcomes/ Grade 
Descriptors 

LO 
1.1 

LO 
1.2 

LO 
1.3 

LO 
2.1 

LO 
2.2 

LO 
2.3 

LO 
3.1 

LO 
3.2 

LO 
3.3 

LO 
4.1 

                    
 

Date of Issue: 4th April 2016                          Date of submission:  2nd May 2016   
 
Student ID:                                        Signature:                                                        Contact No:  
 
Submission Status: Please  Date of Submission: _________________ Received by: ________________ 

  Submission Status: Please  

1st 
Submission 

 Redo 
Submission 

 Late 
Submission* 

*Receipt No:  
……………… 
 

 
Outcomes/Grade Descriptors Achieved (Please Tick) 

Outcomes/ Grade 
Descriptors 

LO 
1.1 

LO 
1.2 

LO 
1.3 

LO 
1.4 

LO 
2.1 

LO 
2.2 

LO 
2.3 

LO 
3.1 

LO 
3.2 

LO 
3.3 

           

 
Comments 

Assessor:    Signature: ____________________  Date: __/__/__  
IV Comments: 

IV:   Signature: ____________________  Date: __/                                                           
 
 
Unit No/Title: Unit 21 / Human Resource Management              Unit Code: K/601/1264 

  

Outcomes/ Grade 
Descriptors 

LO  
4.2 

LO  
4.3  

M1 M2 M3 D1 D2 D3 

 v         

Outcomes/ Grade 
Descriptors 

LO  
3.4 

LO 
4.1  

LO 
4.2  

LO  
4.3 

M1 M2 M3 D1 D2 D3 

           

 

 

Grade 

Pass Merit Distinction 

 



       

  2 | P a g e  
Pearson BTEC Level 5 in Business - Management / HRM 

Unit 21: Human Resource Management  

  

 

Assignment No: 1/1                       Assignment` Title:  Market Environment and Organizational Behaviour        
 
 
 

 
Statement of Authenticity: 
 
 
I /we certify that this is my /our own work. The work has not, in whole or in part, been presented 
or published elsewhere. Where material has been used from other sources it has been properly 
acknowledged. If this statement is untrue I / we accept that I / we have committed an assessment 
offence. 

                                                                                                                                     
………………………………………………………….. 
Registration Number 

 ……………………………………………. 
Signature 

 

  



       

  3 | P a g e  
Pearson BTEC Level 5 in Business - Management / HRM 

Unit 21: Human Resource Management  

  

 

Table of Contents 
  

List Of Tables & Figures ........................................................................................................ 5 

Introduction ........................................................................................................................... 6 

Lo 01 ..................................................................................................................................... 7 

1.1 Distinguish Between Personnel Management And Human   Resource Management .. 7 

1.2 The Function Of The Human Resource Management ................................................. 9 

1.3 The Role And Responsibilities Of Line Managers ...................................................... 10 

1.4 The Impact Of The Legal And Regulatory Framework ............................................... 11 

Lo 02 ................................................................................................................................... 13 

2.1 The Reasons For Human Resource Planning. .......................................................... 13 

2.2 The Stages Involved In Planning Human Resource Requirement ............................. 13 

2.3 The Recruitment And Selection Process In Two Organizations ................................. 14 

2.4 The Effectiveness Of The Recruitment And Selection Techniques  ........................... 14 

Lo 03 ................................................................................................................................... 16 

3.1 The Link Between Motivational Theory And Reward ................................................. 16 

3.2 The Process Of Job Evaluation And Other Factors   Determining Pay ...................... 18 

3.3 The Effectiveness Of Reward Systems In Different Contexts .................................... 19 

3.4 The Methods Organizations Use To Monitor Employee Performance ....................... 20 

Lo 04 ................................................................................................................................... 23 



       

  4 | P a g e  
Pearson BTEC Level 5 in Business - Management / HRM 

Unit 21: Human Resource Management  

  

 

4.1 The Reasons For Cessation Of Employment With An Organization .......................... 23 

4.2 The Employment Exit Procedures Used By Two Organizations................................. 23 

4.3 The Impact Of The Legal And Regulatory Framework. .............................................. 24 

Conclusion .......................................................................................................................... 24 

References ......................................................................................................................... 26 

 

  



       

  5 | P a g e  
Pearson BTEC Level 5 in Business - Management / HRM 

Unit 21: Human Resource Management  

  

 

List of Tables & Figures  
 
Figure 1 - Human resource role ............................................................................................ 8 

Figure 2 - Human resource process (Armstrong, 2008) ....................................................... 14 

Figure 3 - Maslow’s Hierarchy of ......................................................................................... 17 

Figure 4 - Herzberg two factor theory .................................................................................. 17 

Figure 5 -Job Evaluate process ........................................................................................... 18 

Figure 6 - Job evaluation methods ...................................................................................... 19 

Figure 7 - Reward system (Armstrong, 2009) ...................................................................... 20 

Figure 8 - Checklist method ................................................................................................ 21 

Figure 9 - 360 degree evaluation method ............................................................................ 22 

 

Table 1 - Difference between Personnel Management and Human Resource Management . 9 

  



       

  6 | P a g e  
Pearson BTEC Level 5 in Business - Management / HRM 

Unit 21: Human Resource Management  

  

 

Introduction 
 
The success of any organization relies upon the satisfactory and determination of its 
workforce. Consequently, people become the most valuable asset of any organization. 
Managers should be recognized the capability of the human resource and the company 
should acquire those talents and provide proper training and development and should take 
necessary action to retain them in order to overcome the challenges of present business 
environment. The concept human resource management is first known as the Personnel 
Management.  
 
The study will discuss the total life circle of the employee by identifying the importance of 
human resource practices. Under that it will be discussed the functions of human resource 
management such as HR planning, recruiting, Training and development, compensation and 
benefits, performance management, organisation development, health and safety, employee 
motivation and employee relation and implement of those practices for better outcome. 
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LO 01 

1.1 Distinguish between personnel management and human   
resource management 

 
Although both terms concentrate on people Management, Human Resource Management is 
far different from Personnel Management.  
 
According to Flippo (1984), personnel management can be identified as a process of 
planning, organizing, directing, and controlling of the procurement, development, 
compensation, integration, and maintenance people for the purpose of contributing to 
organizational, individuals and social goals.” 
   
Storey (1995) defined HRM as a distinctive approach to employment management which 
seeks to achieve competitive    advantage through the strategic deployment of a highly 
committed and capable workforce, using an array of cultural, structural and personnel 
techniques.  
 
The evolution of this concept, human resource management, can be recognized under three 
stages such as period before industrial revolution, period of industrial revolution and post 
industrial revolution. 
 
Period before industrial revolution  
 
Period before the industrial revolution had not practice any formal activities. The society 
based on agriculture and there were limited products. Communication channel were limited. 
Number of particular specialties was constrained and was generally carried out inside a 
village or community with the help of apprentices and the master craftsmen.  
 
Period of industrial revolution (1750 to 1850) 
  
With the beginning of Industrial revolution, economy changed from agriculture based to 
industry based. Individuals changed in the way they earned their living. It was made possible 
by the substitution of human exertion and aptitudes by the work machine. Industrial facilities 
were the places of production based on wage labour and fixed capital. Factories enormously 
extended production and as a result, new class of workers and managers. This period can 
be considered as the beginning of personnel management with the following tasks. 
–          Wages and salaries of the worker 
–          Maintaining worker’s records and 
–          Worker’s housing facilities and health care 
The workers of this period were required to work long hours for less wage. As a result of that 
labours across the world decided to establish the labour union. This is the beginning of 
labour unions. Industrial relation department has emerged in order to deal with these labour 
unions. 
 
Post Industrial revolution  
 
The concept human resource management saw a noteworthy advancement after 1850. 
During this period, different studies released by giving new meaning and importance for the 
human resource management. Different theories as introduced in this era can be recognized 
as follows.  
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Principle of scientific management was introduced by Taylor by paying more attention 
worker’s training, maintaining wage uniformity and mainly focuses on the productivity. 
 
Hawthorne studies, conducted by Elton Mayo & Fritz Roethlisberger (1927 to 1940). – 
Observations and findings of Hawthorne experiment shifted the focus of Human resource 
from increasing worker’s productivity to increasing worker’s efficiency through greater work 
satisfaction. 
Douglas McGregor Theory X and Theory Y (1960) and Abraham Maslow’s Hierarchy of 
needs ( 1954) – These studies and observations led to the transition from the administrative 
and passive Personnel Management approach to a more dynamic Human Resource 
Management approach which considered workers as a valuable resource. 
Based on organization scope, Human resource role has been changed periodically as 
mentioned below, 
 

 
Figure 1 - Human resource role 

 
Difference between Personnel Management and Human Resource Management can be 
briefly identified as follows; 
 
 

Personnel Management Human resource Management 

Traditional approach of managing people 
and mainly focused on personnel 
administration, employee welfare and 
labor relation. 
 

Consider people as a resource that can be 
developed and mainly focused on talent 
acquisition, development, motivation and 
maintenance. 

Consider people as a input for achieving 
required output 
 

consider people as a valuable asset for 
achieving required output 

Less concentration on employee’s future 
potentials and provided less training and 
development 

Identifies employees potentials , areas for 
improvement and consider training and 
development opportunities as an essential 
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 requirement 

The top management made decisions 
according to the rules and regulation of 
the organization. 
 

Employees required participating in decision 
making.  

Focuses only on increasing production 
while satisfying its employees 
 

HRM focuses on effectiveness, culture, 
productivity and employee's participation 

Cost effective in the short term Cost effective in the long term and concern 
developing employees as an investment.  

A routine function 
 

A Strategic function. 
 

Table 1 - Difference between Personnel Management and Human Resource Management 

1.2 Assess the function of the human resource management in    
contributing to organisational purposes 

 
The main purpose of each and every organization is to increase the profitability. The 
organization should satisfy its customers in order to increase its profit. In order to satisfy its 
external customers, organizations should satisfy its internal customers/employees. A happy 
and healthy employee will make good decision and positively contribute to the organizational 
goals and objectives. The success of an organization depends on the way they attracting, 
training, motivating and retaining its valuable work force. 
 
There are some key functions can be recognized under human resource management 
(Huselid & Becker, 2011)  
 
Human resources planning ensure that the organization has the right number of qualified 
employees at the right place at the right time while recruitment and selection playing vital 
role in attracting most appropriate people. The functions such as training and development 
and performance management help to develop the knowledge, skills and abilities in order to 
perform better. Proper management of rewards, employee relation and health and safety 
practices ensure the loyalty and commitment of the employee towards the organization and 
ultimately it helps to retain the best talents. (Armstrong, 2006) 
 
The main goal of human resource management is to maximize the productivity of an 
organization by optimizing the effectiveness of its employees. Good human resource 
management practices can create more satisfied employees who work harder to satisfy the 
external customers of the organization which ultimately it helps to increase the overall profit 
and the productivity. 
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1.3 Evaluate the role and responsibilities of line managers in 
human resource management 

 
 
The Line manager is the person who is directly responsible for managing the work of 
someone else in a company. They play a vital role in human resource management. 
 
According to Whittaker & Marchington (2003), HR professionals share the responsibility of 
managing employees with the line managers. He further discussed that the responsibilities 
are progressively decentralized and delegate to line managers.  
 
Cunningham & Hyman (1995) highlighted that line managers responsible for day to day HR 
activities such as performance appraisal, training and development, motivate team to 
achieve organizational goals, responsible for on the job training and individual pay awards. 
 
According to Hutchinson & Purcell (2003) the way that human resource practices which are 
developed by HR experts and which are implemented by line managers can be recognize as 
an important determinant of deciding success or failure of those practices. He further 
explained that the  implementation of HRM practices by line managers is more critical than 
designing or developing as it directly affect to the behavior of the employee, their motivation 
and satisfaction.  Therefore, it can be determined that the line managers play a critical role 
with the employee attitudes and behaviors.  
 
 
 McDonald (2013) identified the reponsibilities of line managers as follows; 
 
1 Employee engagement – Responsible for supervising the subordinates while creating 

the appropriate organization culture. Line managers further responsible for obtaining the 
commitment and the loyalty of the employee by gradually motivating them while ensuring 
their job security and the career growth.  

2 Performance appraisal - Performance will be assessed and rated by directly line 
managers. And behaviors are assessed and rated by direct line managers. 

3 Disciplining Employees – Line managers ensure the discipline of the respective team at 
the workplace. Further line managers are required to follow the policies  and procedures 
which are introduced by the HR professionals 

4 Performance related pay- the line managers responsible for   determining the pay rates 
based on employee records.  
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1.4 Analyse the impact of the legal and regulatory framework on 
human resource management 

 
The employment relationship in Sri Lanka is based on the employer – employee relationship, 
which over the years has gained protection under the law. Basically there are 12 acts related 
to employment can be recognized under Sri Lanka law. 
 
 
 
1 Wages boards ordinance No 27 of 1927 
 
The wages boards ordinance is a major instrument that creates and regulators the tripartite 
wage fixation machinery in Sri Lanka. The wages board ordinance is an instruments for, the 
regulation of wages and other emoluments of persons employed in trade, the establishment 
and constitution of wages boards, other purposes connected with or incidental to the matters 
foresaid. 
 
 
2 The shop and office employee’s act No15 of 1951 
  
This act covers the shop and office employees in Sri Lanka. This includes leave, regulations 
on employee health and comfort. 
 
3 Factories ordinance act No 45 of 1942 
 
This act ensures the protection of the employees while ensuring their health and safety and 
the welfare in the factory.  
 
 
4 Workman’s compensation act 19 of 1934 
 
This act is to ensure the payment of compensation to workmen who are injured in the course 
of their employment. 
 
5 Employee’s provident fund act No 15 of 1958 
 
Ensure retiring benefits to employed person by means of contributory provident fund and are 
based on the principle that superannuation of employees is the joint responsibility of the 
employee and employer. (Employee 8% and employer 12%) 
 
6 Employees trust fund act No 46 of 1980 
 
This also a retiring benefit .Employers are required to contribute a percentage 3% of the 
earning of an employee. 
 
7 Payment of gratuity act No 12 of 1983 
 
Earlier, gratuity was not a payment legally due to given as a token of goodwill for the service 
rendered. But today it’s a compulsory payment.  
 
8 industrial disputes act No 43 of 1950 
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This Act ensure the prevention, investigation and settlement of industrial disputes 
 
9 Termination of employment of workmen act No45 of 1971 
 
This act introduced special provisions on the termination of the services of workmen in 
certain employments by their employers. Employer should follows the rules and regulations 
of act when they decide to terminate the employee  
 
10 Trade union ordinance No 14 of 1935 
 
Rules and regulations for establishing trade union discuss under this act 
 
11 The employment of women, young person and children act No 47 of 1956 
  
Various restrictions in employment of women, young person and women have been imposed 
by the above act.as an example, children cannot be employed unless in a family concern, 
young people cannot be employed 9 hours a day inclusive of break for rest/ meals 
 
 
12 Maternity benefits act No 32 of 1939 
 
Maternity benefits provide under the shop and office act and maternity benefits ordinance.   
Maternity benefits for shop and office employees are prescribed in the shop and office 
employees act and maternity benefits for wages boards are prescribed in the maternity 
benefit ordinance. 
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LO 02 

2.1 Analyze the reasons for human resource planning in       
Organizations. 

 
Purpose of Human resources planning is to identify the current and future human resources 
needs of an organization in order to achieve its goals effectively. The Human Resource 
planning can recognize as a major component of human resource management as it creates 
high value to the organization by ensuring the right number of qualified people to the right 
job at the right time. Bulla and Scoh (1994) defined human resource planning as a process 
of ensuring that the HR requirements of an organization are clearly identified and plans are 
made in order to for satisfy those identified requirements. 
 
Reasons for using human resource planning in organizations is, to ensure the continued 
smooth operation of the organization by providing required manpower , to recruit and select 
the most suitable person to fill the  vacancies , to identify the skill requirements for various 
levels of jobs and provide proper training to perform best. Ultimately, human resource 
planning ensures the proper utilization of human resource.  
 

2.2 Outline the stages involved in planning human resource    
requirement 

Human resource process 

 

 Compare  

                                                        With  

                                                   

 

               If none 

 

  

  

 

 
 
 
 
 
 
 

Analyze organizational 
objectives and plans  

Human resource 
demand 

Human resource 
supply 

Variance End 

If surplus If shortage 

Decisions Overtime 
Recruitment, Training & 
Development, Pay & 
productivity etc.. 

Decisions, Retirement, 
Redundancy, Natural 
Wastage, and 
Recruitment freeze  
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Figure 2 - Human resource process (Armstrong, 2008) 

 
The process of human resource can be identified as follows, 
 
The first step is analyzing organizational objectives and plans. The next most important thing 
is forecasting future HR needs. Assess current HR supply in order to avoid over staffing or 
under staffing. A comparison between the existing workforce and the projected workforce 
demand helps to identify the gap between workforce demand and supply. If there is any 
surplus, organization can take decisions like retirement, redundancy etc... But if there is any 
shortage organization and should create an action plan to fill the shortage. The final step of 
the process is review, control and evaluates the human resource planning effort. 
 
 

2.3 Compare the recruitment and selection process in two 
organizations 

 
The two organizations   have taken for this evaluation is MAS Holdings and Penguin 
Sportswear 
 
Penguin Sportswear, gives priority for their existing employees in order to fill the identified 
vacancies. If there is no appropriate person then they advertise the vacancy to attract 
external talents. .    HR department will shortlist the candidate based on highest qualification 
once they receive the applications.  

 
The first interview conducts by the HR department together with line managers. The second 
interview will be called only for staff category and it will conduct by the general manager of 
the company.  (Diane, 2004) 
 
MAS Holdings is calling applications from both internal and external candidates at once in 
order to fill the identified vacancy. As soon as they received the applications HR department 
shortlist the applications based on highest qualification. Selected candidates required to face 
for an exam. Those who successfully completed the exam have first interview with line 
mangers and selected candidates will be interviewed by HR manager and the other 
department heads.  

2.4 Evaluate the effectiveness of the recruitment and selection 
techniques in two organizations 

 
The both Penguin Sportswear and Mas Holdings ensure that they recruit the most 
appropriate person to the identified vacancy. Penguin Sportswear gives their priority for their 
existing employees by ensuring their career advancement. This concept helps the 
organization to motivate their existing employees while gaining their loyalty and attachment 
to the organization. Ultimately, it helps to retain the best talents but MAS Holdings select the 
suitable person by using both internal and external recruitment methods. This allows the 

Review and Feedback 



       

  15 | P a g e  
Pearson BTEC Level 5 in Business - Management / HRM 

Unit 21: Human Resource Management  

  

 

company to select the best possible person for the job while motivating their internal 
candidates to perform well in order to gain career advancement. 
 
On the other hand if the company decided to recruit external talents, it’s an excellent 
opportunity to attract the qualified candidates with new knowledge.  
  
However, effective recruitment and selection process ensure the right person to the right job 
on right time. The proper management of all these techniques allows coming new knowledge 
into the organization while retaining the existing knowledge which ultimately ensure the 
effectiveness of the organization. 
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LO 03 

3.1 Assess the link between motivational theory and reward 

 
In this competitive business environment, most of the organization has to pay more attention 
on hiring the most suitable workforce with right skills and attitudes. But retaining the existing 
talents has become a critical challenge than hiring. Employee motivation plays an 
challenging role in order to retain talents while increasing their performance in order to 
achieve organizational goals and objectives effectively and efficiently.  
 
According to Slocum and Hellriegel (2007), motivation can be recognized as an internal drive 
to accomplish a particular goal. He further explained that the motivation represents the 
forces acting on or within a person that cause the person to behave in a specific, goal-
directed manner and the motives of employees affect their productivity.  
 
On the other hand, reward can be recognized as something that employees may receive 
based on their performance. Reward can be financial such as benefits, performance pay, 
incentives, and allowances or non-financial such as recognition, good working environment, 
promotions, autonomy etc. (Armstrong, 2006). Malhotra (2007) defined rewards as the all 
types of financial return, tangible services and benefits an employee receives as part of an 
employment relationship. There is no doubt that each and every employee expects some 
level of reward after completing required task. 
  
Rewards basically can be recognized under two categories such as extrinsic and intrinsic 
rewards. Shanks (2007) highlighted that extrinsic rewards are external things that the 
organization can provide for employees to increase their productivity. He further discussed 
that the intrinsic rewards are internal to the individual and could be less tangible.  
 
According to Malhotra (2007) rewards play a critical role in gaining the commitment and the 
loyalty of employees which ensures effective performance and workforce stability. 
 
There are several theories about motivation introduced by human resource experts 
 
According to Maslow’s Hierarchy of needs emphasis that human needs exists at a number of 
difference levels. From basic psychological needs such hunger to higher level needs such as 
self-development and self-fulfillment.  
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Figure 3 - Maslow’s Hierarchy of 

 
Organizations  those who practice the Maslow’s theory, try to motivate their subordinates by 
allocating them more attractive work, more opportunities ,recognitions , autonomy in order to 
satisfy their self –actualization needs and other levels will also be satisfied according the 
requirements of the employees in each level. Some people can satisfy giving financial 
rewards while others satisfying with non-financial rewards. 
 
According to Herzberg two factor theory, the man lives two levels, physical level and 
psychological level. Several factors lead to employee satisfaction while others lead to 
dissatisfaction. The satisfiers are called motivators and the dissatisfies are called hygiene 
factors. 

 
Figure 4 - Herzberg two factor theory 
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However, according to above explanations, it can be identified that there is a direct link 
between motivation and rewards. Therefor good management of rewards led for higher 
motivation which ultimately ensure the organizational productivity.   
 

3.2 Evaluate the process of job evaluation and other factors   
determining pay 

 
Armstrong (2006) highlighted that the Job evaluation is a systematic process of defining the 
respective worth or size of jobs within an organization in order to establish internal 
relativities. In the other words job evaluation can be recognized as a systematic comparison 
done in order to determine the worth of one job relative to other.  
 
It establishes the size (how big is the job) and value (the contribution a person has made) of 
the jobs in an organization. Therefore, job evaluation is a process of responsibility 
determining the worth of each job to be performed, ranking a grading each job. The main 
advantage or the objective of the job evaluation is to determine the pay structures or salary 
scales.  
 

 
Figure 5 -Job Evaluate process 

After analyze the job by using job description and job specification, assign relative value or 
score to each job. Then assign money rate of pay to each according to the definite system or 
scale. Finally classify all employees under proper job title based upon the content of the 
work they actually perform. 
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Job evaluation methods can be recognized as follows. 
 

 
Figure 6 - Job evaluation methods 

 

The other factors determining pay can be recognized as follows 
The pay, which allocates for work, can be impacted by different variables and it makes some 
contrast between the roles and the organization. Identified factors are: 
Size of the organization, 
Seniority of the employee 
Skills and experience of the employee 
Depend on the industry or the sector 
Profitability of the organization, 
Performance of the employees 

3.3 Assess the effectiveness of reward systems in different 
Contexts 

 
According to Bratton and Gold (2003), reward system can be recognized as mix of extrinsic 
and intrinsic rewards which are provided by the employer. Both extrinsic and intrinsic 
rewards can be identify as follows, 
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Figure 7 - Reward system (Armstrong, 2009) 

 
Extrinsic rewards which are tangible rewards that employee receives for their good 
performance, such as bonuses, salary raise, gifts, promotion, compensation and 
commissions. Intrinsic rewards are inclined to give personal satisfaction to an employee, 
such as information, feedback, recognition, trust and relationship. 

According to Raymond A (2004), proper reward systems can be recognized as a positive 
strategy of motivation. Purpose of giving is to enhance the performance while gaining their 
loyalty and encourage on quality of work, group work, confidence, and leadership. After the 
employees are rewarded they become motivated and they will try to develop their 
performance even better and ultimately it will help not only to retain talents but also to attract 
new talents. 

 
Salary increment is the most important factor. When the employees feel that the can get fair 
payment according to their performance the try to work better.    
Although the rewards are some kind of a cost to the organization, employers can earn loyal 
employees those who dreams to see the success of the organization and work hard to 
achieve desired objectives. 

3.4 Examine the methods organizations use to monitor employee 
performance 

 
Flippo (1984) identified that the performance evaluation is a process of evaluating the 
performance of employees while sharing that comments with them and identifying methods 
in order to improve their performance. 
 
Several methods use to evaluate performance can be recognized as follows; 
Straight ranking method 
 
This is one of the traditional and simple techniques of performance appraisal. According to 
this method the appraiser ranks the employees from the best to the poorest based on their 
overall performance. This method might be useful for a comparative evaluation. 
 
Checklist method 
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According to this method, the superior who evaluate the subordinate will have checklists and 
ask to mark it based on the performance of the employee. This method can be identified as 
a very fast simple method.  
 

 
Figure 8 - Checklist method 

Self-evaluation 
 
The self-evaluation method, the employee asks to evaluate his or her own performance. One 
of the benefits of this is that a manager have an opportunity to compare the self-evaluation 
to the manager's own appraisal and see the areas where there is a discrepancy in an 
understanding of employee performance. This opens up conversation between the manager 
and the employee that can be beneficial to employee development 
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360 degree evaluation method  
 

 
Figure 9 - 360 degree evaluation method 

 
In 360 degree performance monitoring method, there are four parties such as manager, 
peers, others (customers) and subordinate involve in evaluating the employee. Those parties 
will be asked to monitor and give their feedback on the employee’s performance.  
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LO 04 

4.1 Identify the reasons for cessation of employment with an 
organization 

 
Cessation of employment can be defined as the employee leaving the organization for his 
personal reasons or the organization decides to terminate the employee for any reason. 
There two kind of cessation can be identified under this. 
 
Voluntary termination 
 
The employee decide to resigns from the current employment based on his or her personal 
reason such as getting a new job, retirement 
 
 Involuntary termination 
 
The employer decides to end the contract of employment with the respective employee. 
Three types of termination can be recognized under this.  
-Poor performance 
 
Poor performance is one of the biggest reason for employee termination. The employee who 
failed to fulfill their job requirement can be identified under this. (Fombrun,1994).Before firing 
for poor performance, an employer ought to make a point to have kept records that the 
individual had been informed with respect to execution inadequacies, was given a sensible 
measure of time to remedy the insufficiencies, and that the representative neglected to make 
the improvements.. 
-Termination for Just Cause 
 
This happens when a person’s involved in a serious violation of the organizational policy or 
the individual has acted in a way that significantly endangers fellow employees. When 
terminating for just cause, an employer should make sure to thoroughly document the 
employee’s actions leading to the dismissal. 
 
Conduct justifying termination includes but not limited to: 

 Theft 
 Dishonesty 
 Use of intoxicating substances at work or being intoxicated at work 
 Insubordination 
 Discriminatory conduct towards others 
 Harassment (sexual and otherwise) 
 Restructuring or economic reasons 

 
If the termination is the result of restructuring in an organization, or downsizing as a cost-
saving measure, make sure that this is transparently the case. In many cases employers 
have given restructuring as a reason for dismissal and then advertised to fill the exact same 
position. This can result in costly lawsuits. 
 

4.2 Describe the employment exit procedures used by two 
Organizations 
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Exit procedure of MAS Holdings can be recognized as follows. 
 
Employees ask to submit their resignation through line managers or the immediate superior 
.Once an employee submitted his or her resignation to the line manager he forward the letter 
of resignation to the HR department.  
As soon as the HR department received the resignation letter the exit procedure will process 
and the determine the last working day of the employee and inform it to the department 
head.HR department conduct an exit interview in order to recognize the real reason for 
leaving and the information will help to improve the organization if there is anything to 
change.  
 
Line managers ask to replace another person and if there is no appropriate person , then 
decide to recruit new one. 
  
Penguin Sportswear will inform its employees at the stage of recruitment, that if any one of 
the company need to leave they should submit his or her letter of resignation before one 
month of the last working date. Organization tries to retain the person if there is no any 
unavoidable reason to leave. If the employee has any acceptable reason, then they will train 
the new employee to replace the position. .  
 
 

4.3 Consider the impact of the legal and regulatory framework on 
employment cessation arrangements. 

 
Sri Lanka government has introduced termination of employment of workmen act No45 of 
1971 in order to ensure the job security of the Sri Lankan workforce. According to this ,  no 
employee will be terminated from employment without any fair reason. Employer should 
follows the rules and regulations of act when they decide to terminate the employee  
 
According to the provisions of the act, methods of termination can be recognized as follows. 
1 Termination by the employer on disciplinary grounds 
2 Non disciplinary termination 
3. Retirement 
4 Death 
5 Frustration of contract and impossibility of performance 
6 Resignation, vacation or abandonment  
7 Constructive terminations 
 
No employee can be dismissed or terminated because of his gender, race, ethnicity, 
nationality or color or any physical conditions like being disabled or pregnant or any kind of 
those.  

Conclusion 
   
Hiring skilled and knowledgeable people for a job is very important for the organization in 
order to take competitive advantages. But retention is the most important thing than hiring. A 
happy and healthy employee always will make good decision and positively contribute to the 
organizational goals and objectives. 
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Good human resource practices ensure the right talents with right attitudes. Proper human 
resource planning ensure the most qualified person to most appropriate place at the right 
time while recruitment and selection trying to attract the most qualified and competent talent.  
 
Proper rewards management system encourage its employees to perform well and it also 
helps to gain the loyalty of the employees towards the organization. Training and 
development process of the company ensure the proper career development of the 
employees which ultimately ensure their job satisfaction and the job security.  
 
The study further discussed about the legal background of the employment and the 
termination of employment 
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