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Human Resource Management (HRM) in its simplest form is the localised management of individuals within an organisation (Mick Marchington et al., 2021). Taking into consideration the employees needs and enabling them to become a corporate citizen by changing their behaviour and attitudes to that which is apparent and beneficial to  individuals and the organisation as a whole.
Hitka et al., 2019 assert HRM is a continuous activity and has many functions with the organisation and these include, recruitment and selection, performance appraisal, dealing with grievances and disputes, making the workplace a diverse and inclusive network.
Currys PLC has faced numerous HRM challenges over the past ten years. Its shortcomings have been published in the media and as a result the company has not met organisational objectives. Supermarkets and online retailers have encroached into their business environment. Furthermore, its reputation as Britain’s largest consumer electronics store has been tarnished. Consumers have complained about poor staff product knowledge, bad layout of stores and management issues.
Major changes which have impact on HRM are higher levels of digital literacy amongst the population, Brexit and the global pandemic, where government policies and in most cases political rivalry amongst countries have ultimately changed the dynamics of the working environment.  Also the changes in demographics, societal values and changes in working habits, patterns and trends has put pressure on HR department in Currys to become more agile.
This report will look into diversity and inclusion issues which the company is facing. Often the leadership of the organisation has come into question and recommendations will be provided on how this challenge can be overcome. Also looking into the future of HRM in Currys is critical for its success. Change management and embracing new technology to reach out to customers and to simplify and make the full use of HR architecture will be vital for sustainability and future development of the business. 
Traditionally HRM was seen as admin support (Yeung and Ulrich, 2019). Now it a strategic partnership of management teams in the organisations. Strategic Human Resources is now the norm as business realised the work force is an asset of the company and gaining the loyalty, allowing them to grow and motivating them is  sine qua non of every business who wants to gain a competitive advantage over their rival.
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Curry’s is an UK consumer electronics distributor who started business in 1884. They employ 35,000 people and operate in seven countries. Their company consolidated account show a loss of £173M for 2021 (Dixons Carphonewarehouse,2021) .They  have recently merged together with longstanding business partners. This merger means that the company has many challenges to face such a cultural dimensions, workplace practices, norm and values within each company need to be aligned to the strategic aims of the business. 
Currys strengths include its presence in major shopping complex with its super warehouses, its competitive prices and strong logistical capabilities. The business has been impacted by the global pandemic and had to quickly adapt to technology and new working patterns. As a result change management and strategic management of company resources have been crucial to survive in such unpredictable and turbulent times.
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According to Rice (2015) and Pleasant (2017) diversity transcends, values, beliefs, gender and race and  HR professionals need to promote the espoused values that a requisite for a diverse and healthy work environment. This need is compounded for large multinational corporation who employ people from a wide cross section of the population.
The economy and demographics have changed significantly, today we see an ageing working population and changes in societal values (Allaway and Gurgiel, 2019). Its customer base has also changed and it now attracts more business from the younger generation.
Dennett (2021), recently reported in the MailOnline how employees of Currys were allegedly racially insensitive towards a customer of black origin. This has put Currys reputation at stake as an inclusive organisation. The matter was settled out of court. This incident signifies that organisational design, and culture  need to be revisited and the workforce and HR department need to be more  proactive and provide diversity training to employees.
 
Currys has since improved on its diversity policy and taken initiative to celebrate societal functions such as Black History, International Women’s Day and various religious function to build back consumer confidence and raise awareness in the workforce.
Currys employs from a diverse pool of talent which is beneficial for the long term success of the business as it can bring in new innovations and ideas which can provide the business with competitive advantage by addressing shortcomings effectively and taking advantage of emerging opportunities in the business ecosystem and responding to them in a timely manner.
This type of strategy is also used in smaller enterprises. Often companies will head hunt or lure talent from foreign countries to share knowledge and experiences to the team. This requires that HR professional take on further training in order to stimulate motivation in a highly skilled workforce which is culturally diverse in nature. It is pertinent to note that motivation is the currency the businesses require for survival.
· Workplace diversity can be transformed into a strategic business asset, the business can leverage from the wide expertise of the team to meet organisational objectives.
· If the organisation is not able to support diversity openly and effectively. The employees may choose to offer their time to rivals who are more supportive of their culturally diverse needs.
In essence, diversity cannot be categorised in absolute terms, therefore, it has been proven that a broad diverse workforce with varying abilities is most effective in increasing sales, productivity and  growing the business market share.
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The HRM department is a hub for managers and employees who can confide in the HRM manager to address their personal concerns. Therefore, it is imperative for HRM leaders and managers to have requisite leadership traits. As mentioned previously the HR departments carries out many business functions such as job design, job enlargement and job enrichment. They design and structure best working  practices that enable the employees to grow and develop their talent. These practices are shown to increase productivity and engagement in the workplace (O’riordan, J., 2017). This is further supported by the Human Relationship Theory which argues that motivation leads to better productivity and better workplace bonding. 
During the pandemic many team leaders have quit their roles as they have been unable to adapt to constantly changing rules and perform under immense pressure to manage their workload. The pandemic has shown that people are not machines and need to be respected, valued and their concerns understood for them to feel a part of the workforce. The shift in work life balance has caused distress for many people. As a result many quit their roles as they felt undervalued (Morgan, 2021).
Current research into HR practices suggest the leadership style is the number one reason why employees quit their job.  Phillips (2018) further posits that millennials are likely to quit as they find the atmosphere and working environment hostile and bad management adds to their misery.
It is stated by Griffith, Baur and Buckley, (2019) that the development of leadership is paramount for the success of the individual and the whole organisation. Domínguez-Escrig and Mallén-Broch, (2021) also confer strong leadership leads to sustainability and varying leadership style such as transformational leadership skills are most beneficial in uncertain times. In a rapidly changing economy and ageing workforce, adjusting leadership style will promote employer bonding. It also builds a strong brand image which can be used to attract new talent.
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HR department is responsible for training all staff to an expert level to ever changing needs of the customer and the new technology that is constantly being updated in the marketplace. During the pandemic Currys had a challenge to meet its customer service levels. Customer were not able to leave their homes or visit store. Currys introduced now video calling where customers can view products and ask for questions and view the product online to make a purchase. Many employees were not ready for this type of interaction and their were teething issues such as loss of internet connection and communication barriers.
The HR department were tasked with training the workforce. Each specific department had quizzes and challenges to keep them up to date with technology. However, some employees didn’t have the enthusiasm to this innovative way of talking to customers over the internet.
Although this was a survival strategy for Currys to carry on doing business during lockdown, more consumers were going online and using social media to check reviews of products rather than speak to an agent. Currys did not fully address communication issues and did not regularly check and update employees the product knowledge. 
To overcome staff hesitancy to use new technology Currys put their employees welfare foremost and gave staff tech such as Fitbit watches to help staff look after their own health and well being. This process made the employees feel that they are valued by their employer and stimulated the need to adopt to the new way delivering customer service.
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Workplace Diversity
The issue of workplace diversity can be overcome by using a Coaching and Mentoring Program. Cumberland, Deckard and Ellinger(2021) study suggest including several departments, coach and mentor individuals from different cultural backgrounds, talk, listen guide and learn from employees experiences of the workplace. This will Increases bonding and trust in teams. Data can be collected and analysed enabling managers to be more tactful in their approaches and win over the hearts of the employees.
Senior HR managers need to advocate and lead on all organisation levels, also bringing the issue of diversity in high level board meetings. The managers need to be resilient and be able to solve the diversity issues promptly and ethically.
Rivalry in organisations both nationally and internationally has meant that organisation need to have the correct HR architecture in place to accommodate people of different nationalities beliefs to make the workplace more appealing and to create a atmosphere where open dialogue is valued.
Leadership Development
Leadership qualities can be developed by accessing further onsite training or hiring an external source to provide this training. Outsourcing can be an extra cost to the business. However, if the team is highly skilled the leader needs to be able to keep the team motivated. Many studies have shown how motivation can lead to high performance teams who regularly exceed organisational objectives (Liu, Wang and Yao, 2017).
Team leaders and managers can develop their own self awareness and emotional intelligence by listening to the workforce needs and resolving conflicts and reflecting regularly from these workplace interactions (Maslow, 2020). The leaders need to inspire others to win trust and confidence. When the workforce is happy they are likely to follow instruction and perform better.
Another simple method to increase leadership skills is to be proactive and get the team involved in regular projects within the organisation. Having greater responsibility in the workplace keeps the workforce more engaged and staff will display greater commitment towards their targets. However, leaders need to be aware that its not a ‘one size fits all’ and may need to change their leadership style dependent on the situation and the skill level of the employees (Mcgregor and Bennis, 1979), gradually develop themselves as well as the individual to take on more responsibility as they grow and learn with the organisation. 
Training- Embracing New Technology
Technology is rapidly evolving and the need to train staff to use new and emerging technology is critical for the success of the organisation. The investment of learning and development is both beneficial for the organisation and the workforce. This is a vital function of the business (Armstrong, 2020).The HR department can survey employees after training is received and act promptly on feedback to make the training more interactive. By using the Kirkpatrick Model the organisation can align the training to organisational and managerial expectations (Kirkpatrick and Kirkpatrick, 2016).
The results of the training should also be measured to see if the training has improved sales, communication and customers satisfaction levels. This can be done through customer reviews and satisfaction surveys. The processes used for training can be emulated by aspiring leaders.
Training can also be embedded as part of the organisations culture where it is accepted as the norm for new and existing employees so that it doesn’t seem like a hurdle and is delivered to enhance the staff product knowledge and to improve their IT skills making them more employable.
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It is concluded that with increased global competition and rivalry organisations need to become more agile, adaptable to the changing business environment and be more employee centric and customer focused. This will significantly improve the survival rate of the business.
In doing so the role of the HR department and roles of the HR professional needs to change from a strategic point of view. They now have to play the role of a business partner and guide, nurture, develop and mentor and coach employees for the success of the business. They need to adapt to a wider field of vision so that they can contribute effectively to the changing business needs and play a role in strategic decision making taking into consideration the long-term goals and objectives of the business.
Currys is a successful business and has a long standing history. They have faced HR challenges as a result of Brexit and the global pandemic. Customers have not been able to visit the store due to lockdown and they introduced many new innovative ways to overcome this barrier such as video calling and being more supportive of employees wellbeing and health. Staff uptake on new technology and news ways of working have initially been low and this impacted on the business organisational goals.
The development of leadership is also a critical factor at Currys as it a very large employer. The leadership style used and the bonding between the team has been impacted as a result of the pandemic as staff have been working from home. Leadership recommendation given will improve the connection between leader and follower.
Currys provide all staff with onsite training. However, this format can be improved by taking suggestions for improvement from the trainees to further improve working relationships by listening and proactively seeking solution the concerns raised by the training program.
Every organisation over the past ten years has faced numerous workplace challenges and most have been solved by the use of technology to keep the channel for communication and collaboration open. Currys should continue to adapt its training regime and create new HR policies to anticipate and tackle future threats and opportunities which the company may face.
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