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[bookmark: _Toc58187585]Executive summary 
Human resource management can be defined as a unit in an organisation that oversees all facets of breadwinners and has several functions like planning to execute different human resources. One of the importance of this sector is IHRM or International Human Resource Management. IHRM encompasses ‘typical’ HR procedures like recruitment, inclination, execution management, training and advancement, and salary. The common problems that every HR crew encounters both in the running the division and in the compatible enforcement of protocols across the company, in general, are Retention, recruitment, hiring policy, payroll and other queries. - An organisation should adopt the holistic approach to manage, design fair policies and procedures effectively. All most of the organisation suffer from policy fragmentation, rules development and other managerial processes, it's important to work in somewhat less haphazardly dividing groups and following their rules as a whole. In order to serve the objective of the company, the policy and procedures should be sound, constructive and practical. 












Table of Contents
Executive summary	2
Introduction	4
Issues faced by different organisation regarding human resource management and international human resource management:	5
Effectively manage and design organisational policies	8
Organisation Policy and procedures management designs	8
Policy and procedure that serve the strategic aim of the company	9
How an organisation is affected by its internal and external forces:	10
How the organisation respond to these forces -	12
Conclusion	12
References	13















Introduction  
The term human resource management is defined as the process of simply managing people in a variety of platform and tasks within an organisation; aiming to achieve all the organisation goals as efficiently as possible.  Human resource management has undergone a lot of aspects over the decade and it facing several issues regarding its businesses. In recent times, the top issues faced by the organisations in terms of their human resource management includes - job design, job analysis, compensations, development and benefits, workforce planning, compliance, training, performance management, labour management, labour relation and plenty of legal issues (Bernardin, 2006). These further involves poor leadership development programmes, insufficient training, development, not understanding benefit packages, management changes, lack of safety, less attention concerning employee health, compliance with laws et cetera. In spite of all this, by implementing effective, fair policies and procedures an organisation can serve its aims and objective, such as marinating a healthy employee relation, e.g., - clear communications, mutual trust, respect and support, consistency regarding productive management, necessary corrective actions, evaluation and appraisal of individual performance, correct interpretation of rules, norms, regulations and so on.  As the organisation is an amalgamation of different values, culture, mission, vision, communications, operational goals, it differs from enterprise to enterprises. In a global aspect, the organisations also experience many circumstances about international human resource management, in terms of global recruitment, cross border legal compliance, cultural diversity, barriers in language, convergence, divergence, international recruitment, selection, hiring, labour rights, international tax laws et cetera. The above-mentioned issues, several internal, external forces influence workflow within the organisation differently and the respective organisation responds to those forces accordingly (Mondy, 2016).
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Human Resource Management-
HRM or broadly says Human resource management can be defined as a unit in an organisation that oversees all facets of breadwinners and has several functions like planning to executed different human resources, Administering Job analysis, allocating and operating job interviews, choice of human resources, Orienting, coaching, reimbursing, Furnishing benefits and inducements, appraising, Career planning, Quality of Work-Life, Discipline in employees, swoon Sexual Harassments, sustenance of the industrial liaison, peeking after the interest of employees and safety matters, disseminating with all workers at all grades and conserving cognition of and compliance with the provincial, and federal labour laws.
International HRM-
IHRM or International Human Resource Management is the phrase minted for establishments that organize human resources training at a global point. IHRM encompasses ‘typical’ HR procedures like recruitment, inclination, execution management, training and advancement, and salary, however, all those things are analysed and operated at a multinational level (like, organizations may publicize jobs globally or revamp their policies heeding a survey of worldwide best practice).
Likewise, IHRM may also entail auxiliary activities such as expansion management, numerous industrial and commercial workouts (e.g., fluctuating international communal consensuses or employment agreements to meet comparing country legitimate and tax requirements), and widespread progression planning and so on (Aycan, 2000).
IHRM interests the global awareness or administration of HR actions in an organisation.
More precisely we can say that three large manners pertain to IHRM:
Technical or cross-cultural IHRM: controlling HR methods within any institutions from a global standpoint (e.g., deliberation of global fads, skill etc.)
Comparative IHRM: the organisation attempting, interpreting, distinguishing and analysis HRM policies and methods in different countries (like the study of industrial associations or HRM hypotheses to promote in HR strategy development)
Multinational enterprises (MNE) focus on the leadership of HR actions for firms that have departments, and staffers or dissipate across the two or more nations.
The common problems that every HR crew encounters both in the running the division and in n the compatible enforcement of protocols across the company in general. Those are:
1. Retention-
Many people believe that the crucial chore of Human Resources is organizing citation and assign new talent. Hireling retention is a wonderful balancing edict between firm culture, allowance and encouragements. The HR unit requires to procure all employees with the exact assortment of all three to alleviate the employee compromising company dividends in the process.
2. Recruitment-
Whether to complete the prevailing workforce or to rehabilitate crew lost through innate erosion, the second crucial challenge facing the HR unit is the recruitment of skill. An HR software program permits for depository of applications, CVs and communication details for simple examination and comparison. Relying on organization data retention strategies, applications are bottled for months or maybe for years in the apprehension of new roles evolving accessible in that duration.
3. Training and Compliance-
Training is an important facet of employee growth, both for their own education but also to assure person resume to bring the best from his/her workforce. When the training puts up with in-house, documenting course attendance in a central system enables for at-a-glance appraisal of workforce abilities and regulatory observance.
4. Health and Safety-
The company must keep the record details of health and safety data for legal rationales, related to maintaining histories about the professional credential of businesscorpses. Whenever nature and insurance issue ensues, HR is seen to ascertain that the enterprise has done all that is anticipated of it. Where proof cannot be exhibited, the industry is at hazard of lawful ramifications and penalties.

5. Payroll-
Obligation for payroll swoops between the rest of the summaries and HR bureaus, often leading to difficulties with accurate expenditures to personnel. This establishes a probable disconnect that can oversee the payroll being operate late or employees obtaining the wrong amounts in their wage package.
6. Employee queries-
The HR division delivers the interface between “the organisations” and the team. This implies that when it appears to employment problems, conflicts or queries pertaining to the job, the HP bureau is the degree of initial enquiry. Handling with queries on wage, perks and achievement management surveys on a relatively normal basis is routine, but also incredibly time absorbing, particularly where information is not readily accessible (Sherman, 2018).

Issue in IHRM:
When it comes to the zone International HRM, the three biggest challenges are found:
1. It’s too susceptible to accidentally smash provincial laws. 
Employment constitution varies from nation to nation. This implies that for every region the company regulate in, they need the HR squad to be up to accelerate with each country’s constitution.
2. Cultural HR activities in this context are limited about worldwide co-workers accidentally embarrassing someone’s pastoral moralities, and additional about the several directions people verge to work, founded on where in the earth they are. 
3. It’s impossible to establish a worldwide human relationship. 
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Effectively manage and design organisational policies
Whether an organisation is public or private, policy implementation is one of the crucial roles for every workplace. Redesign restructure and reengineering of the work departments within the organisation and maximizing the effectiveness of change and organisational design helps in managing fair policies and procedures. Dealing with effective organisational design and policies include-
· being a part of merger and acquisition, 
· Changes in organisation structure do not interfere with customer needs
· The organisation expands into the global market place and always tribes to outsmart all the competitors out there
· Strongly dealing with regulatory agencies accreditation bodies to maintain any useful structure,
· Strong leadership skills that improve the structure
· Less downsizing
· Giving equal importance to organisation structure as well as employee effectiveness
· Following and it updated about process improvement or six Sigma initiatives.
A survey was conducted on 211 Government and non-government organisation and it was conducted by the economist intelligence unit. Analysing the data, it was found that about 89% of public sector employees and 81% of private-sector employees suffer from a negative influence due to the lack of efficient policy management strategy. The common reason behind the scenario are- insufficient utilise of business IT resource, inconsistency in the business decision and business applications, huge amount of fines for the regulatory non-compliance activities, customer dissatisfaction which leads to litigation and loss of revenue (Garcilazo, 2010). 
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An organisation should adopt the holistic approach to manage, design fair policies and procedures effectively. All the most of the organisation suffer from policy fragmentation, rules development and other managerial process, it's important to work in somewhat less haphazardly dividing groups and following their rules as a whole. One of the critical challenges that an organisation face on a regular basis that is finding effective policy management strategy implementation without disrupting their overstrained budget. Hundreds of Government and non-Government companies face this exact same scenario and the tries to ensure the constancy, enhancement in organisational agility, transparency in business regarding their policy automation. Implementing and integrating policy management design needs a circular and smooth workflow which consists the processes following- 
· The organisation should collect the information from expert’s policymaker’s knowledge workers, potential legacy systems.
· Continuous monitor policy designs in the real business scenario
· In force the policies and oversights all business areas, application which are relevant.
· The organisation should update the policies and proceed your based on the analysis, 
· Define and prioritise model policies,
· Expound the most possible scenarios and perform different contrasting pilot test in order to determine the viability and consequences of specific business domain. 
An effective policy implementation and design helps an organisation to in force and implement legislative policies across numerous service channels, deliveries, while verifying consistency throughout the venture. IIT keep the policies updated with the changes in marketplace and supervising situation like acquisition of a new product area. If it is policy designs guarantees the accuracy in decision making process by establishing business rules which the employee and customer would easily understand (Putnam, 2014). 
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 as mentioned earlier that it's important to write the business policy and procedures effectively and efficiently for every organisation it also equally indispensable to aware of proper work process in order to ensure the product or service always maintain their quality. In order to do so the organisation needs to be more clarified in the matter of their work process which obey strategic objective of that enterprise.
· The major and foremost duty depends upon the management to create policies which accelerates productivity increase clear communication with employees.
· Articulation of necessary measures is vital to achieve aim of the company and also requires performing day to day job or is to provide a satisfying service to the client.
· Measurement of performance is also an important part of policy design in order to apprise and employee’s performance and determines if the plan of action is being accurately attended or not. 
· Consistency in the word process should be always present when in the plan of actions are followed.
Therefore, in order to serve objective of the company the policy and procedures should be sound, constructive and practical. Organisation should be careful that the policies would ensure the coordination of the efforts within the company (Hertz, 2003). While formulating the policies the organisation should take some area into their consideration that is- 
· Organisational goals - the policies should be relevant with figures and facts that a chief company objective and targets in a device way.
· Reflection of business environment- the policies should be created on internal and external business environment which prevails inside as well as outside marketplace. Rigidities and obstacles can defeat the purpose of the policies their food the flexibility should be present in the business environment.
· Joint participation- proper participation should be valued in order to increase the probability of business achievement and desired outcome.
· Consistency and seamless flow of communication- there shouldn’t be any inconsistency in policy formulation because several policies weeding accompany conform to each other. Therefore, there should not be any conflict in guidelines related to the enterprise objective. Uninterrupted flow of communication a must have for every organisation as there might be arise some sort of doubt within the employee and it's the management duty to clarify the doubts.
· Accountability- where is established policies and procedures helps the organisation fight against unfairness, allegations and legal violations.
Other than that, the policies should be uniform, definite, positive, reasonable, stable, and permanent, periodically reviewed, accurately interpreted, and should not be conserved into haste and free from juxtaposition. Therefore, embracing and combining such type of policy and procedure and organisation can be served in completion of achieving their strategic aim and goals.
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How an organisation is affected by its internal and external forces: 
The internal factors are referred to anything in and under the supervision of company, and it is either tangible or intangible in nature. This factors also classified into weakness and strength of the company; if its influence positively it will be considered as strength. On the other hand, external factors are considered as those which are not controlled by the company. Incorporating outside environment which allows the businessman to initiate necessary adjustment in their marketing plans in order to make it adaptable to the outside environment. Internal forces include - human resource, financial resource, marketing resources, labour management organisational structure code of conduct interpersonal relationship within the employees, equipment, machinery, plants, brand equity, corporate image etc. The external forces are tax rate, legislation, inflation, wages, customer demand technologies competition in the marketplace etc. These forces influence on an organisation specifically on human resource objective in a different way, such as –
· Corporate objective- cost minimization for the redundancy, restructuring and delivering. 
· Marketing strategies- development of new product, New Market entry which needs efficient recruitment and sales team.
· Financial strategy- production cost by the outsourcing training resulting in changes in training and development program,
· Operational strategy- introducing new its system and other processes which need new staff selection and training.
In such a way the HRM as well as the entire organisation is affected by internal forces.
· Economical changes- changes in labour market employment which affects the supply of resource.
· Marketplace change- loss of market share or changes in competition in market, job loss etc.
· Technological changes- ensuring the use of latest technology to maintain the competitive advantage in order to down the cost as low as possible.
· Legal and political changes- changes in legislation aspects, changes in agreement rights which effects on the remuneration and work force planning.
These above mentioned changes are external forces which impact on an organisation work process. 
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A corporation’s strength and profitability are interference on its proficiency to rapidly recognize and respond to modifications in the external atmosphere. Some of them are so usual like the change in government norms which could have an important outcome on a trade. 

[bookmark: _Toc58187593]Conclusion 
Analysing all the facts it can be concluded that, the human resource management in nowadays is not only circumscribed within recruiting, payroll, arrangement of company outing, and ensuring all the important forms are filled out correctly, rather it is more about administrative role, and crucial fair policy implementation and strategic workflow. Undoubtedly, several issues and troubles are become obstacles in the human resource management process, even globally, regardless of public sector or private sector organisation.  Some serious issues include payroll, legal issues, retention, staffing, training, compliance, health and safety, barriers in language, not very aware of global marketplace and so on. But by incorporating efficient policies these issues can be resolved. The effective policies include collecting information from expert policymaker, legacy systems, continuous monitoring, oversees business areas, updating new policies, performing pilot tests, checking viabilities. Also, appraisal of employee performance, transparent communication process, figuring out organisational goals, keeping the company updated about organisational change, new venture and structure, consistent about all the company guidelines, establishing implicit legislations. As the organisation is influenced by its internal and external forces, the human resource management of that organisation effects in a couple of aspect. The corporate, operational and marketing strategy influences the entire management process. Besides that, changes in economy, finance, laws, and politics upshots in the strategic HRM (Polonsky, 1995). A corporation strength and profitability on its proficiency to rapid recognise and responds to modification in the external atmosphere. By following this policy design an enterprise can achieve its targets.  
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