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Introduction

George Elton Mayo is considered the father of human resources management (HRM), his Hawthorne experiments addressed human relations and revolutionized the modern HRM movement (Menon, 2016). 

The contemporary business world is unpredictable, demanding and dynamic; therefore, it is vital for HR professionals to focus on human capital, labour relations, economic conditions and government regulations in order to prosper (Sims and Bias, 2019). HRM is fundamental business and management activity which has evolved rapidly in recent times. Traditionally the human resources (HR) concept was referred to as personnel management (PM), HRM has modernised and the term was first coined in the 1980s, nowadays it is geared more towards strategic human resource management (SHRM). PM and HRM are similar, however the main differences are that PM is transactional, concentrates on basic HR administrative tasks and views employees as tools; whereas HRM is transformational, concentrates comprehensive HR activities and views employees as valuable assets who contribute to the accomplishment of organisational goals (Sampras, 2019).

Capitalism, increased competition, globalisation and advances in technology have forced firms to up their game by implementing more strategic approaches to HRM (Rotich, 2015; ITA Group, 2021). The survival of any firm is contingent on pre-eminent HRM practices, policies and processes that align with overall business strategies (Sims and Bias, 2019).

HRM can be defined as a continuing, methodical process of effectively managing people in an organization. HRM activities include workforce planning, recruiting and selecting, training and development, performance management, compensation and rewards, health and safety, labour relations, motivation, and employee retention to boost productivity and performance, create value, improve quality, gain a competitive advantage, maximize return on investment and attain strategic organizational objectives (Chai and Sutner, 2021; Kenton and Mansa, 2020). 

Globalisation has broadened the labour market and influenced HRM practises in various ways, for example organisations that expand into foreign markets must ensure they are able to adjust to cultural diversity, language barriers and differing international laws; HR managers must constantly anticipate future talent demands (Natter and Metcalf, 2020).

Part one of this assignment consists of a 2500-word essay. The purpose of this paper is to examine key human resources management challenges encountered by a selected organisation during the past decade, it will include a brief history and overview of the company, literature review, conclusion and recommendations section.

Overview and history of Microsoft Corporation

Microsoft Corporation was established by Bill Gates and Paul Allen in 1975, it is a trillion-dollar American multinational technology firm. Microsoft is a leading developer of applications and software systems for personal computers (Giron, Jose and Vialle, 2017). Microsoft employees 150,000 people worldwide, its primary research and development centre is located in Washington, U.S.A (Gershgorn, 2020; Sehgal et al., 2020). Microsoft is ranked as one of the ‘Big Five’ information technology firms in the world, along with Amazon, Facebook, Apple and Google.

Microsoft’s corporate acquisitions include LinkedIn and Skype Technologies. In 2014 the company cut back on hardware and began targeting cloud computing, which has massively increased their shares. Microsoft’s is the world’s third most valuable company in terms of revenue and brand recognition (Giron, Jose and Vialle, 2017).

Microsoft’ mission is to inspire individuals and organizations worldwide to achieve more (Giron, Jose and Vialle, 2017). Their vision is to help individuals and businesses globally realize their potential (Sehgal et al., 2020).

Literature review

The core business management divisions of any successful organisation are finance, marketing, information technology, strategy, operations and human resources. All departments are interconnected but many experts argue that HRM is the most significant because people are the heart of an organisation (Hilbert, 2020). The rapidly-changing global business landscape means that HRM has become more multidisciplinary and strategic, HRM challenges will continue to evolve. HR managers are increasingly faced with more concerns such as managing people effectively, overcoming challenges, accomplishing company aspirations and increasing profitability (Nasir, 2017).

Petrova et al. (2020) indicates that change management, leadership development and HR effectiveness are some of the principal challenges affecting HRM in the 21st century. On the other hand, Stahl et al. (2020) claims that the main HRM problems are value-creation, innovation, talent acquisition and conflict management. HRM is responsible for providing employees with suitable training and offering the necessary inputs to ensure that an organisation gains a competitive advantage in the global market (Stahl et al., 2020). 

Dhanpat et al. (2020) argues that layoffs are challenging for HRM and can occur due to job insecurity and economic uncertainty. Layoffs are costly and render an organization short of the workforce, a factor that may hinder production and efficiency. According to Pak et al. (2020), globalization and advances in technology have become a central threat to HRM since they facilitate the movement of goods and services from one place to another without much need for HR involvement.

The HRM process 
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Figure 1 – HRM process (Bi, 2021).

Strategic human resource management 

SHRM is a more advanced approach to HRM practices that addresses business challenges and contributes to long-term goals. The primary objectives of SHRM are to improve the competitive advantage and performance of an organization and promote a culture of innovation (Weller, 2021). 

SHRM initiatives can be integrated with other HR systems, it is faster, more flexible and systematic. SHRM focuses on collaboration, cross-training and change leadership. SHRM invests in people, it is an extremely beneficial strategy that organisations can embrace to maximise human capital, adjust to new trends and utilise emerging opportunities (Gifford, 2021).
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Figure 2 - Employee resourcing (Heath, 2016).

Differences between HRM and international human resource management

HRM focuses on laws of a specific country, usually, people from one culture work together, risks are minimal, and employees are dealt with equally. Whereas IHRM focuses on laws worldwide, people from different cultures work together, risks are higher (for example global crisis or terrorism), and employees are dealt with individually (Ask Any Difference, 2021).







The HR value chain

This unique, superlative, easy to use HR model was developed by Paauwe and Richardson, it provides a detailed explanation of how HR operations influence organisational objectives (Vulpen, 2021).

Figure 3 – The HR value chain (Vulpen, 2021).

Diversity and discrimination

Diversity means the ways we are all different from one another, whilst discrimination means treating otherer people poorly because they are different from each other (Teen Talk, 2021). Harassment is a form of discrimination and it occurs when people make each other feel awkward through words or actions (Moon and Yang, APC, 2021). 

HR employment laws govern factors such as hiring and dismissal, pay and benefits, health and safety, privacy rights, and discrimination and harassment. Organisations are required to administer HR policies and processes that conform with these laws and the company’s overall strategies. HRM are responsible for ensuring employees are treated fairly, with dignity and respect regardless of a person’s race, colour, age, religion, nationality, disability, sex, marital status or sexual preference. All HR decisions must be compliant and incorporate anti-discriminatory policies made available to all employees. HRM must follow the correct guidelines, be knowledgeable about best practices and stay well informed about any changes to laws. If an employee has been dismissed or denied a promotion, they have the right to file a discrimination lawsuit. According to the Equal Employment Opportunity there has been a growing number of sexual harassment cases in last few years (Lesiuk, 2021; Society for Human Resources Management, 2021).

Diversity has become a hot topic for today’s business leaders; increased public attention on the behaviour between organisations and their employees has resulted in companies being more open about issues like the gender pay gap. Research shows that a diverse workplace fosters creativity, resulting in a more productive and lucrative culture. HR managers are increasingly developing policies that embrace diversity (Joseph, 2018).

Training and development

Training and development are ongoing learning approaches which companies utilise to improve employee’s knowledge and skills, it is intended to help them perform better (Talent Lyft, 2021; MBA Skool, 2021).

Training is a management lead effort that is aimed at workers, it is a reactive, short-term process which promotes skills to fulfil the current needs of employees. In contrast, development is an individual lead effort that is aimed at directors, it is a pro-active, long-term process which promotes personality to fulfil the future needs of employees (MBA Skool, 2021).

The significance of training and development is viewed from individual, group and organisational learning levels and it forms an essential part of human resource development (HRD). HRD boosts manpower by motivating employees and improving their organisational commitment because when a firm invests in workers training and development needs it makes them feel more valued and willing to go the extra mile. During performance appraisals top performers might be eligible for a promotion or salary increase (HR Help Board, 2017).

Joseph (2018) indicates that HR departments often fail to notice their own training needs and many HR professionals struggle to tackle ongoing diversity challenges in the workplace. Hence, HRM teams should not only participate in training and development programmes to improve their own knowledge and skills but also promote a learning culture for the entire organisation. 

E-learning is relatively inexpensive in comparison to traditional classroom-based learning, it has made training more accessible than ever. One of the drawbacks of training and
development is the risk of employees leaving the business after completing the programme and the high costs associated with it (MBA Skool, 2021).

Employee retention

HRM must endeavour to prevent staff from leaving an organisation by looking after their well-being. Employee turnover has a negative effect on business performance and achievement because the resources, costs and time associated with hiring and training new employees are immense (Holliday, 2021; Hoffman, 2018). 

Hoffman (2018) specifies that in order to avoid high turnover rates HRM should pay attention to gaps in previous employment during the selection, hiring and screening processes. HRM must nurture an excellent work environment, create positive interpersonal relationships, involve employees, encourage open communication and team work and aim to promote loyalty, employee satisfaction, reduce absenteeism and retain top talent. 

Furthermore, when an employee is laid off, dismissed or resigns either voluntarily or involuntarily, the business often has to replace lost talent which could reduce productivity, result in burnout or even diminish engagement because existing staff members might be given extra tasks to compensate for the loss (Holliday, 2021).

Some HRM challenges and issues faced by Microsoft in the past decade

Case study

According to a report by Gershgorn (2020) in March 2019 there was a major scandal at Microsoft. A female employee employed by the company for three years sent a group email to other female employees, querying how to progress within the organisation since she was interested in a promotion and felt restricted because of her gender. 

This triggered a spark for other female employees interacting on the group email, with each sharing their concerns about discrimination and harassment at Microsoft. Certain workers said they had been verbally abused, while others said they had experienced instances of sexual harassment. Microsoft’s chief executive officer Satya Nadella and top HR executive Kathleen Hogan were copied in on the emails.

In April 2019 CEO Nadella emailed the entire business, guaranteeing that HR improvements would be made to ensure employee well-being, including a yearly transparency review showing the number of investigations and solutions offered. Employees noted they have yet to see any transparency reviews promised by Nadella. 

After more than one year, employees indicated that Microsoft had still not taken any action to resolve these issues. Since then many employees left the company, stating inefficient HR practises and lack of changes as a reason.

A Microsoft representative pointed out that the company appointed a new Global Employee Relations team to deal with HR investigations, enabling employees to track investigations and initiate manager training. Many employees complained about not being made aware of the Global Employee Relations team and stated that managers are favoured.
[bookmark: _GoBack]
Many technology firms are now facing mounting pressures from employees demanding fair working conditions that align with corporate values. 

It is not the first time Microsoft has been criticised about its inadequate HRM procedures regarding discrimination and harassment issues. In 2015 a lawsuit was filed against the company alleging female employee discrimination (Gershgorn, 2020).

Significance of these challenges and issues for Microsoft

Despite Microsoft being a world leading company, it is not immune from the challenges and issues encountered by HRM in the 21st century (Carnevale and Hatak, 2020). It is evident from the case study that some of the critical HRM challenges experienced by Microsoft in the past decade are diversity and discrimination, training and development and high employee turnover rates. These issues have a ripple effect on each other, the discrimination complaints, lack of training and ineffective HR practises negatively impacted employee satisfaction, which decreased employee retention, and the company failed to uphold their ethics, fairness and legitimacy.

Diversity and discrimination

Violating labour laws could subject Microsoft to demise, lawsuits or fines (Dhanpat et al., 2018). Negligence could damage their reputation and profits (Lesiuk, 2021). Nowadays globalisation has made it more difficult to manage workplace diversity. Microsoft employs people across the globe, this could lead to a clash of cultures or conflicts among co-workers. Microsoft mainly focuses on the talent of an individual and not his/her background; therefore, it is often challenging for the company to maintain a cultural balance (Meijerink and Keegan, 2019). Employees asserted that HRM at Microsoft was slowly becoming less active and employees’ interests were not taken care of (Gershgorn, 2021). Microsoft failed to fulfil their role in the psychological contract because workers felt that their contributions were not sufficient, and they were being treated unfairly, hence they lost commitment and loyalty towards the organisation (Wong, 2021).

According to a report by McKinsey & Company women are still massively unrecognised and underrepresented in the workplace. Women are far less likely to be promoted to managerial positions than men, even though studies suggest that women have many beneficial leadership characteristics. For example, female executives dedicate more of their time to issues such as enhancing employees work-life balance and ensuring their well-being, in comparison to male executives (Burns et al., 2021). 

Training and development

According to Lesiuk (2021) training must be provided to all managers to enable them to identify and prevent any discrimination issues so that unbiased investigations can be conducted should a claim arise. Wong (2021) suggests that the quality of line managers directly affects employee behaviours. 

The case study notes that Microsoft established training programmes for managers to deal with discrimination issues. At Microsoft, top management is responsible for training junior employees however successful training should be ingrained into the organisational culture and incorporated throughout regardless of the fact that training and development is expensive and often tedious for HRM professionals (Chapman, 2021; Sehgal et al., 2020).

Deficient training and development programmes could weaken Microsoft’s performance, team morale, financial gains and their capacity to retain employees. Millennials believe that career advancement is one of the most powerful opportunities a business can provide. Unhappy employees are more stressed and perform poorly, it is important to invest in employee development to retain the best personnel (Martinelli, 2018).



Employee retention

Employees are a firm’s greatest asset and stiff competition to acquire and sustain top talent remains an ongoing concern. Talented employees have the necessary expertise to help the company achieve its goals (Dhanpat et al., 2018). However, stiff competition for the limitedly available talented workforce is a threat to Microsoft's growth and development, since it denies the company a chance to maintain adequately talented employees (Sabiu et al., 2019).

Job hoppers are usually less loyal to the company and often cause financial losses because it is expensive to replace employees. Experienced employees are better at problem-solving than new starters. High employee turnover rates could give Microsoft a bad image, create a negative culture and make it difficult for staff to build lasting relationships (Humanity, 2021).

Conclusion

This paper explored the HRM field and in particular some of the HRM challenges and issues faced by Microsoft in the past decade. From the discussion, it is evident that Microsoft is a tremendously successful company. The company is good at attracting and hiring top talent, yet it must strive to develop and retain their employees. Despite being technologically advanced Microsoft must continue to set aside enough resources and effectuate innovation to tackle HRM problems. Microsoft must transform their HRM teams to ensure that they address and resolve the discrimination, training and development and high employee turnover problems at the company or risk their business operations spiralling out of control. 

Recommendations

The accomplishment of a company is determined greatly by the quality of its workforce. Committed employees help an organisation meet their objectives and achieve success. Microsoft must establish strict rules for managers that guarantee employees are disciplined equally without discrimination (Banfield, Kay and Royles, 2018). 

Firstly, Microsoft must remain compliant with employment laws and regulations, labour laws apply to all organizations irrespective of their sizes (Carnevale and Hatak, 2020). The company must create a culture that promotes teamwork and respect and encourages workplace diversity to bring out the best in employees (Dhanpat et al., 2018). Diversity promotes collaboration and acceptance amongst employees.
Secondly Microsoft should provide every employee with the necessary ongoing training and development to improve their skills. Employees deserve to be ahead of the curve in matters concerning technological advancements to ensure their performance aligns with the strategic goals (Petrova et al., 2020). 

Finally, Microsoft should strive to retain their employees by keeping them involved, obtaining feedback, providing solutions and offering promotions based on their skills and abilities as opposed to offering career progression based on their gender (Sehgal et al., 2020). 
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