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[bookmark: _Toc103287766]Introduction
Human resources are the core assets of any business organization. It is very important that a company must know how to manage their biggest assets and to develop them. The more a company develop its human resources, the better chance it is to do great in business market. This paper aims at improving human resources or organizations and keep pace with the global development.


[bookmark: _Toc103287767]The role of personnel professionals within varying sectors and within small, medium and large enterprises
Different human resources departments may have the same objectives of efficient problem resolution and the formulation of actionable plans, but these departments may pursue these objectives in a variety of distinct ways. The human resources departments of small firms and big organisations operate somewhat differently, mostly due to variations in size, responsibility, resources, and recruitment strategies (Hargreaves and Fink, 2019). The primary areas in which human resources for start - ups and human resources for big organisations diverge are in terms of size, responsibility, resources, and recruitment. These variations are often seen in the formulation and execution of rules and procedures across different firms. When it comes to HR practises, both HR teams will make it a daily priority to work toward achieving the objectives that pave the way to success. The use of human resources is essential to the formation of successful partnerships. Small businesses often have a more limited workforce than their larger counterparts. In order to get the task done, obligations sometimes overlap with one another. For instance, a manager could also be responsible for overseeing human resources while also acting as the executive director's administrative assistant. Or, the management could also be responsible for managing human resources and keeping the books. HR departments of smaller firms are often obliged to play a rather more responsive role owing to limits of its lower number of players or in many instances, a one-man activity.  In other words, the management is accountable for two roles inside the firm in addition to their duty as HR manager, which encompasses essentially all activities related to HR, such as payroll, compensation management, staffing, and organisational growth management and design.
Larger businesses, on the other hand, are more likely to designate an entire department to perform HR responsibilities, freeing up whole floors to concentrate on other functions. There is not a single individual who is attempting to manage it all at the same time since there is a whole division that is dedicated to focusing on payroll, employee compensation, rules, procedures, and growth (Carter, Ulrich and Goldsmith, 2021). There is often a subject matter specialist at the helm of each area of responsibility. Support is essential, and major organizations often have it available from inside the organisation. Working for a big corporation unquestionably affords managerial positions the benefit of receiving aid and support from a variety of sources, which is a significant competitive advantage. If managers are not expected to have everything on their own, then the overall burden may be reduced as a result.
[bookmark: _Toc103287768]Internal (SWOT) and external (PESTLE) environments that impact upon the work of personnel professionals
[bookmark: _Toc103287769]SWOT Analysis
The acronym SWOT refers to a company's strengths, weaknesses, opportunities, and threats (Strielkowski, 2019). Individual workers may use it as a tool for conducting self-evaluations, and the company as a whole can use it as a strategic instrument for analyzing the existing condition of affairs.
Internal elements may be broken down into two categories: strengths and weaknesses. For instance, the presence of competent personnel may be considered a strength of the business, whereas the inadequate number of skilled people could be considered a weakness of the organization.
External variables may be broken down into two categories: opportunities and threats. If managers are looking to fill open positions, one fantastic chance they may have is to take advantage of the abundance of qualified applicants now on the job market (Hargreaves and Fink, 2019). On the other side, the danger that might be posed to managers comes in the form of the rival company recruiting staff away with greater pay.
A SWOT Analysis of personnel have been given below:
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Figure 01: Personnel Swot Analysis
Source: (Berry and Christensen, 2022)
[bookmark: _Toc103287770]PESTLE Analysis
There are numerous elements that may impact day-to-day operations within HR. These factors are referred to as external impacts, and they have the potential to change the methods of human resource management in a way that is beyond the control of a company. To successfully enable HR in developing the HR strategy within the larger context, important to be conscious of these effects and how they operate is necessary (Kumaraswamy, Opoku, Ahmed and Cruickshank, 2015). As a significant employer, human resources are, in fact, impacted by numerous external effects. As an HR department, it is very necessary that every HR professional pay careful attention to environmental cues in order to avoid violations of laws and rules. As a result, our Human Resources department has to be at the top of their game.
Political factors
These are the result of policies enacted by the government, as well as the degree to which those policies and any subsequent modifications enacted have an effect on the firm or a company. In the context of human resources, some examples of HR-related changes include modifications to tax regulations or employment legislation, as well as the introduction of new norms with which a company is required to comply.
Economic factors
These are circumstances that pertain to the economy of the country as a whole, and in certain instances, the global economy. One recent event that illustrates this point is the BREXIT, that has had a greater effect on certain firms than on others. These can include the price of the raw materials or the difficulties of doing business across international boundaries. When it comes to human resources management, staffing is the most apparent example. This is particularly true in businesses like hospitality and agribusiness, which depend largely on people from other countries.
Social factors
Sociological considerations take into account the perspectives, attitudes, and ever-changing requirements of the individuals who work for an organisation. For example, the COVID epidemic has led to a rise in flexibility and hybrid working methods. This is now likely to become the standard in some sectors and is highly desired by workers and prospects.
Technological factors
Technology is being used by an increasing number of organizations, and it is being used as a facilitator of productivity, which offers an edge over other firm (Kumaraswamy, Opoku, Ahmed and Cruickshank, 2015). For instance, the epidemic has hastened the adoption of cloud-based communications tools like as Microsoft Teams or Zoom. These services have been essential in assisting geographically scattered teams in their efforts to cooperate from wherever location they occur to be functioning. Recognizing the advantages of technology and how much it enables employees to work efficiently and to the fullest potential has never been more essential from the point of view of HR. This is because technology enables people to work productively and to the fullest potential. The evaluation of what kinds of technological tools are already accessible or are in the process of being developed is now a concern for both IT and HR departments.
Legal considerations
There is some overlap between political considerations and the management of people here, depending on the circumstances. Employment law is always changing, and HR professionals working in the field need to be aware of how these developments may impact the policies and procedures they use.
Environmental factors
These aspects are concerned with the effect a company has on the surrounding community as well as the ecological imprint it leaves behind. It is becoming more common for companies of all sizes to place a high premium on corporate social responsibilities (CSR), and there is accumulating evidence to suggest that workers place an equally high value on these concepts (Streimikiene, Mikalauskiene and Čiegis, 2017). People want to work for companies that are socially accountable, and it is the responsibility of HR to convey proof of a firm's strong environmental and social values to the workers of a company as well as prospective employees who are contemplating joining a company.
[bookmark: _Toc103287771]Changes in Employee Market
The worldwide labour markets were jolted by the global financial crisis that occurred ten years ago. Since 2014, when the global economy began its gradual but steady climb back to health, the labour markets of many nations have chosen trajectories that are essentially comparable to one another, but which are yet uniquely their own.
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Figure 02: Changes in Employee Market
Source: (Lakatos, 2016)
People require support more now than ever to build experience, find career counseling, and develop and sustain their skills as a result of the increasingly changing, turbulent, and uncertain of labour markets, which in turn creates an increasing number of transformations for individuals to traverse (Lane and Maznevski, 2022). This assistance is made available through private workforce development. They provide employees the ability to grab the next chance that's available to them, they cut down on informality, they encourage inclusion, and they offer flexibility for people, enterprises, and the economy.
The Social Benefit Report that is produced yearly by the World Employment Confederation provides evidence regarding the effects that local employment agencies play in terms of the engagement of the labor force, migrations, and inclusivity. In addition, the sector gives crucial opportunities for training for thousands of workers every year in order to guarantee their employment prospects in the future. Additionally, the sector collaborates with workers' delegates in order to create adequate shapes of availability of social protection for employees who are not adequately covered.
Building labour markets that are resilient to the challenges of the future is a priority for the World Employment Confederation and the companies it represents (Lane and Maznevski, 2022). However, they need those policymakers supply them with a robust regulatory regime that includes the following elements:
· The availability of a wide variety of employment opportunities necessitates the development of novel approaches to working conditions, educational opportunities, and social security for all individuals.
· Realizing employees' access to basic rights, bargain collectively, and decent employment via the establishment of a regulations that assures quality labour force distribution and balancing
· Allocating resources and developing programmes to investigate and encourage efficient collaboration between formal and informal employment services
[bookmark: _Toc103287772]Staffing processes
Staffing process or recruiting process has become very easy than ever before. Now with the help of technology it is easy to spread the knowledge of requirements a company need for their required vacancy. So, individuals who can match their qualities with those requirements can apply with those sources. Even after collecting companies can use automation process which help them to choose the right candidate primarily for interview.
[bookmark: _Toc103287773]Breeding an environment where talent may grow
Processes of managing performance: Companies can manage the performance of their employees through regular monitoring and evaluating. There are so many trainings, seminars are being held by companies that help their employee improve their performance (Lakatos, 2016). On top, their motivation process can also be an accelerator in this case.
 Innovating new working practices: Human resource managers can observe his team in which environment the employees are more motivated and give their best to the company and can manage their work environment according to that.
[bookmark: _Toc103287774]Individual and organizational learning
Personal and Organizational Learning takes place if there is a strategy that is carried out effectively and makes it possible for staff and employees to take part in self-improvement and constant improvement activities. Learning at an individual level helps to promote growth and creativity inside a business, which in turn helps to maintain a competitive edge. To put it more simply, the premise is that increased personal performance results in increased individual learning, which then in turn leads to enhanced organisational learning, which in turn positively impacts organisational performance.
Individuals must work to improve their mental images for an organisation to make progress in learning; making one's mental models visible is a necessary step in the process of building new common mental models (Luke, 2020). Because of this approach, organisational learning may occur without the involvement of any one particular person.
[bookmark: _Toc103287775]Continuous professional development
Continuing professional development, often known as CPD, refers to the act of continuously enhancing, preserving, and recording the professional abilities.
These abilities may be acquired in a formal setting, via classes or training, or in an informal one, by experience in the workplace or by seeing how others do things.
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Figure 03: Continuous professional development
Source: (Rainey, 2013)
[bookmark: _Toc103287776]Ethics and professionalism
Maintaining a company's moral principles and ethical ideals at all levels of the business is essential to efficient personnel planning and growth, and here is where ethics in HR comes into play. The ability to retain and grow trust within a company is facilitated by the use of ethical standards within Human Resource Management (Rainey, 2013). HR managers who are accountable for workforce development in addition to proper talent acquisition and other employee-related concerns in a company follow HR morals to strengthen their decision-making and to ensure that they are acting in accordance with business ethical standards.
The areas of responsibility for HRM ethics include:
· Fundamental rights of humans
· Conflicts between the workplace and the civil arena
· Security in the working environment
· Safety
· Providing workers with justifiable compensation, including equality and equal opportunity
· A course of action mutually respectful, fair, and truthfulness


[bookmark: _Toc103287777]Conclusion
To conclude, personnel managing needs more focus for the better sake of the company. Employment markets are now been globalized and diversified which needs continuous observation prior to bring changes and retain employees in the organization.
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