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Abstract
The study's goal is to investigate how organisations use competitive strategies and human resources. Employees in an organization who are allowed to work for promoting organizational growth are considered its human resources. Since human resources are the ones who directly share responsibility for carrying out the organisation's mission, employees are essential to the success of the business. The major function of HRM is to contribute significantly to the creation, modification, and reinforcement of organisational culture. HR handles the tasks of hiring, onboarding, pay, training and development, and performance management. For the organisation to build its corporate culture in the most durable way, all of HR's roles are essential. To analyse the current study, the researcher has employed mixed-methodology strategy, and employed statistical analysis process. According to the study, there is a link between HR strategies for building employer brands and those for achieving a competitive edge. The effectiveness of the HRM appraisal process and employee performance in HR management are both positively correlated with the HR strategy used to gain a competitive advantage.
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[bookmark: _Toc137466105]Chapter 1: Introduction 
1.1 [bookmark: _Toc137466106]Research Background 
Human resources in an organisation comprise the employees who are entitled to work for enhancing the organisational growth. As per Amrutha and Geetha (2020), modern-day organisations stress skilled human resources in an organisation since they shall draw a positive impact on the overall profitability of the organisation. One of the core reasons why the employees are significant to the success of the organisation since they are the ones who share a direct responsibility for covering the mission of the organisation. The objectives of the organisations remain to enhance organisational growth. However, Ozkeser (2019) stated that the key role of HRM resides to play a significant role in the development, transformation, and reinforcement of culture in an organisation. The functions of performance management, pay, training and development, onboarding and recruitment are performed by HR. All the roles played by HR are crucial for the organisation to develop the business culture in the most resilient manner. 
The HR department in a firm remains in charge of keeping safe, satisfied, and healthy employees (Mulang, 2021). When the employees remain satisfied and healthy, they ensure more job satisfaction that ultimately contributes to the strong growth of organisational growth. With the support of potential HR management, the relevant policies at the workplaces can keep up with the essential protective measures. The application of accurate policies necessarily provides solutions to the issues between the members of the tea. Such practices help to avoid adverse risks for the employees as well as the companies and overall make the organisation healthy to combat in this contemporary competitive environment of business. As stated by Al‐Ghazali and Afsar (2021), the HR department is charged with the development and implementation of professional and training programmes that ensure that the employees are going to be retained and that ultimately help the companies to retain the best possible competitive advantages. By gaining potential competitive advantages by using the resilient role of the HR management team, organisations can contribute to maintaining competitive strategies.
 It is exclusively important for every firm to exercise a competitive strategy and one way a company can gain competitive strategy is by using the HR management innovation strategy.  As per Supiyanto, Astuty and Yusuf (2021), innovation strategy is highly significant as it helps to not only develop the products however, also of producing exceptional services to retain the best among the competitors. Another competitive strategy exercised by the firm is the quality enhancement strategy. Aligning the quality enhancement strategy, the firms shall draw an effective improvisation over the products and services provided by the organisations. Cost reduction is a primary objective of an organisation to embrace organisational growth overall (Mulang, 2021). Through the usage of proper HRM, organisations are well capable of reducing the costs that benefit those organisations to invest on the appropriate spectrums that need investments. Innovation strategy in addition to the quality enhancement strategy and also of cost reduction strategy contributes as a whole to a competitive strategy which is supported by the human resources.
[bookmark: _Toc137466107]1.2 Problem Statement 
The human resource department of the organisation focuses on the process of controlling, organising, and hiring effective employees. As per the research of Obeidat, Al Bakri and Elbanna (2020), the human resource department poses the most significant role in increasing employee engagement and retention. Yet the organisation faces the crucial threat when effective HRM policies fail over mitigating the organisational need. An organisation with a lack of HRM policies will face a huge skill gap. On the other hand, Aboramadan et al. (2020) stated that, a lack of planning leads to the failure of the HRM operation concerning lack of employee engagement and poor organisational leadership values within the organisation. Poor HRM policies within the organisation involve an organisational inability to adopt changes, and a lack of the necessary knowledge and skill among the employees of the organisation (Chams and García-Blandón, 2019). The effective range of digital transformation can only be possible with the effective HRM process involved with the organisation. This can lead to the failure tire of the overall operation of the organisation and the talented staff, and the employees will leave the organisation.  
  Lack of motivation from the side of the HRM professionals within the organisation leads to a poor rate of employee engagement. As per the research of Davidescu et al. (2020), the rate of the retention of employees has decreased and this can be considered one of the great threats faced by the organisation. With the poor rate of the HRM policies within the organisation, the well-being and health standards of the employees will not be maintained effectively. On the other hand, Úbeda-García et al. (2021) stated that, the organisation will fail in finding the right candidate in the developing of the organisational productivity and the business market operational growth. these are considered the crucial threat faced by the organisation due to the existence of poor HRM operational management. This also prevents the organisation from hiring new talents and leads to the expansion of the poor organisational culture and the lack of motivation among the staff and the employees of the organisation. This can only be removed with the inclusion of effective policies concerning HRM within the organisation.
[bookmark: _Toc137466108]1.3 Research Aim 
The aim of the study is to investigate the role of human resources and competitive strategies in organisations. 
[bookmark: _Toc137466109]1.4 Research Objectives 
Research objectives play an active role to guide each step of the research process. Research objectives define the research and therefore, make the research to be reliable and valid. These objectives are formulated with care to find specific answers to the research questions.  
The objectives of the research are as follows: 
· To understand the significance of human resources in organisations 
· To explore the relationship between human resources and competitive strategy in the organisations 
· To analyse the effect of HRM on innovation, cost reduction and quality of production in the organisations 
· To recognise varied types of competitive strategies adopted by the organisations and the effect of human resources over the strategies. 
· To identify the challenges and as well as opportunities aligning HRM to generate competitive strategy in organisations
[bookmark: _Toc137466110]1.5 Research Questions 
The key significance of establishing a research question is that it helps in narrowing down a broader interest in the topic into a particular context of the study. The support of research questions in research helps in the development of the protocol and study design that ultimately determines the power of the study. 
The questions of the research are as follows:
· What is the importance of human resources in organisations?
· What exploration does result from the connection between human resources and competitive strategy in organisations?
· What examination can be drawn regarding how HRM affects innovation, cost-cutting, and production quality in organisations?
· What are the probable competitive strategies that organisations employ and the influence that human resources have on those strategies?
· What are supposed to be the challenges and opportunities in association with the HRM to produce a well-developed competitive strategy in organisations?
[bookmark: _Toc137466111]1.6 Research Rationale 
Most organisations in recent times, are increasing the overall business market investment to assure the healthy operation of human resource management within the organisation. As per the research of Obeidat, Al Bakri and Elbanna (2020), the HRM operation within the organisation posse the core role in the promotion of business market growth along with operational resiliencies. The lack of planning of the poor range of policies within the organisation leads to the failure of the operation in the implementation of the strategies of the human resource management within the organisation. In the increasing of operational excellence and the developing of the business market returns HRM works significantly. Poor leadership fail the addressing the requirement of the operation of the effective range of the HRM policies within the organisation. On the other hand, Ozkeser (2019) stated that, this has become a huge issue for the organisation as HRM policies pose the core role in increasing the competitive advantages with the market and assure future business market opportunities. The lack of a skilled and knowledgeable employee base and the lack of policies maintaining the health and safety standards of the employees are the causes of the absence of an effective range of HRM operations within the organisation. 
For the event organisation, it is required to include the operation of human resource management as it helps over the increasing of the employee’s motivation and works effortlessly in the process of the selection of the most talented and skilful employees for the organisation. As per the research of Amrutha and Geetha (2020), in increasing the safety of the workplace, increasing the business market innovation and the development of the overall capacity HRM policies work most effectively. The effective range of the inclusion of the HRM policies within the organisation poses the core role in shaping the recruitment practices, the effective range of the workplace staffing and the assuring of the quality retention operation within the organisation. On the other hand, Al‐Ghazali and Afsar (2021) stated that, the HR department of the organisation poses the core role supporting of the lifecycle of the employee in assuring the whole team of the organisation. The scope of the organisation can be increased with the involvement of the effective range of the HR operation and the development of the people’s strategy of the concerned organisation. The research will shed light on the significance of human resource operation within the organisation (Úbeda-García et al., 2021). This is the pivotal organisation operation that makes sure quality staffing within the organization. This research has been developed to further explore the relationship between human resource management and the competitive strategy developed by the organisation in assuring future business market operational resiliencies. This will also help in the recognition of the strategies for assuring quality production as well as innovation within the organisation. This leads to the development of the entire performance of the organisation considering the core organisational goals and the objectives. 
[bookmark: _Toc137466112]1.7 Research Structure 
The research structure significantly provides an outline of the work. The research starts with an introductory chapter where general explanations are provided regarding what the author is going to discuss in the research. Then, in the second chapter, the literature review is conducted which provides an extensive foundation of knowledge on the concerned topic of study. Followed by the literature review chapter arrives the methodology chapter where a detailed plan about the methodological considerations probable for the study is produced. The fourth chapter is identified to be the data analysis and findings chapter where the research’s sound findings are ultimately gathered with the help of methodological considerations. Lastly, chapter five is identified to be the conclusion and recommendations chapter which closes the research by reminding the reader with meaningful insights about the study.
[image: ]
Figure 1.7 – Research Structure 
(Source: Author) 



[bookmark: _Toc137466113]Chapter 2:  Literature Review
[bookmark: _Toc137466114]2.1 Introduction 
This present section highlights the background scenario pertaining to human resources (HR) as well as a competitive strategy. The author thoroughly illustrates the different aspects of competitive strategy and HR. The author has thoroughly discussed the different aspects of the competitive strategy including innovation strategy, quality enhancement and cost reduction. The author has illustrated the relationship between competitive strategy and human resources. The theories as well as concepts related to the relationship between HR and competitive strategy have been also stated. The author has created alignment between the related theories and study issues. Critically analysing the multiple aspects of the study issue has enabled the author to gain an in-depth understanding. 
[bookmark: _Toc137466115]2.2 Human Resource 
An organisation's human resource includes all its employees as well as the procedures, practises, and policies used to manage them. It covers every facet of employment, including hiring and choosing employees, as well as managing performance, pay and advantages, and employee relationships (Elrehail et al., 2019). Human resource plays a crucial role in the success of an organisation. In present days, most organisations focus on the needs as well as the welfare of human resources. Previously, organisations were only focused on increasing profitability. However, with the changes of time, the perspectives of the organisations have been changed. Modern-day organisations attempt to enhance the satisfaction of human resources. As opined by Chadwick and Flinchbaugh (2021), the satisfaction of employees leads towards high work performance as well as improvement in the overall productivity of an organisation. As opined by Hamilton and Sodeman (2020), to support the mission and objectives of the organisation, policies and practices must be developed and put into place by the HR function. This entails managing the personnel of the company, making sure that workers are inspired, engaged, and effective, and fostering an innovative and growing workplace culture (Strohmeier, 2020). 
The value of an organisation's human resources has grown in recent years, and the significance of the HR function has changed to reflect the shifting demands of organisations. Modern times have increased the rivalry for talent, and the role of HR has become more sophisticated in attracting and retaining top personnel (Anwar and Abdullah, 2021). This has caused branding for employers, employee value propositions, and talent analytics to receive more attention. As opined by Harsch and Festing (2020), modern organisations now place a high priority on employee engagement, and the HR function is crucial in fostering an engaging work environment. This includes creating projects and programmes to enhance employee appreciation, career growth, and well-being. The HR function is critical for the success of an organisation as it enables an organisation to develop talented employees. As argued by Arsawan et al. (2022), retaining talented human resources is difficult for an organisation. Therefore, most organisations focus on providing employee benefits as well as development opportunities. In comparison to HRM literature, the literature on the HR of an organisation is more emphasised the practical aspects of managing people in organisations. As opined by Lee and Falahat (2019), the significance of creating and implementing practises and policies that support the targets and objectives of the organisation is emphasised. The literature also stresses the significance of developing a supportive work environment that encourages creativity, development, and employee involvement. With accessing related literature, it has been identified that diversity and inclusion within the workplace facilitate innovation within the organisation. 
[bookmark: _Toc137466116]2.3 Competitive strategy 
Competitive strategy deals with the fact about how to compete within the business environment where an organisation operates its business. As opined by Moroni-Cutovoi (2021), the competitive strategy helps to define how an organisation attempts to establish as well as maintain competitive advantages to stay ahead of the competitors. The study of Salunke, Weerawardena and McColl-Kennedy (2019) has represented that competitive strategy includes a wide range of procedures as well as policies that are utilised by organisations to gain competitive advantages in a specific industry. Through accessing the literature, it has been identified that identification, as well as execution of actions, enable a business for the improvement of competitive position. A competitive strategy within an organisation is essential for success in the fast-paced commercial climate of today. It entails creating a strategy that enables the organisation to perform better than its rivals and accomplish its long-term objectives (Cao and Ma, 2020). An evaluation of the numerous variables influencing competitive strategy and their effects on organisational performance is necessary for a critical understanding. As argued by Harjadi et al. (2020), inappropriate strategy or any environmental risks may result in a decline in profitability as well as the failure of an organisation to meet its objectives. 
As pointed out by Yusif (2020), gaining in-depth insight into the market and sector in which the organisation operates in-depth is one of the most important aspects of creating an effective competitive strategy. This entails evaluating the competition, determining the organisation's special value offer, and creating a strategy to use that proposition to obtain an advantage over rivals. As contradicted by Arar (2020), sometimes, the strategies of an organisation are emulated by its competitors. In that case, it results in a low impact on competitive strategies. 
Competitive strategies also entail keeping abreast of market developments and new technology that may affect the functioning of the organisation. Three main components of competitive strategy have been identified as strategies for innovation, quality enhancement as well as cost reduction (Kaliappen et al., 2019). The study of Zgarni and Lamia (2019) has represented that without innovation, it is difficult to achieve competitive advantages. Similarly, improving the quality of the products than the products of the competitors also help companies to gain a competitive advantage. Quality enhancement also helps in enhancing customer satisfaction and loyalty of customers that lead towards gaining a competitive advantage. According to Hamadamin and Atan (2019), a reduction in production cost also helps organisations to keep the price of the product low than competitors. A comprehensive awareness of the market and industry, a focus on internal strengths and assets, and a long-term commitment to long-term development are necessary components of an effective competitive strategy.
[bookmark: _Toc137466117]2.4 Quality enhancement strategy
Managers and organisations are aware that the market environment is constantly changing quickly and in a complex way. The shift in perception that some businesses have experienced towards their employees or human resources is among the most notable outcomes. In these businesses, top management is aware that one of the most important strategic resources is its workforce. However, to manage human resources, organisations followed various strategies and quality enhancement strategies. Additionally, Rao, Haran and Rajpoot (2022) stated that in accordance with contingency theory, human resources management procedures must be used in conjunction with business objectives in order to improve company efficiency. Businesses that employ a cost-cutting approach need to carefully monitor their spending, keep it to a minimum, and work to increase the advantages of scale. As mentioned by Ding et al. (2020), to efficiently manage human resources in an organisation a few quality improvement techniques can be used. However, some key factors of quality enhancement will be discussed in this section to HR quality enhancement. 
To attract and keep the greatest employees, an organisation should make sure that its recruiting and selection procedures are clear, equitable and transparent. This procedure should involve job analysis, the publication of job adverts, the screening and shortlisting and shortlisting of applicants, the holding of interviews, and the checking of references (Wang et al., 2023). Additionally, Tong et al. (2019) noted that offering employees regular opportunities for training and development can help them expand their knowledge and abilities, as well as boost their enthusiasm and involvement levels. Training can be accomplished through internal educational initiatives, meetings, seminars or by granting access to online resources and seminars. Beniss et al. (2022) noted that findings areas for development and boosting employee enthusiasm and efficiency can be accomplished by clearly defining expectations for performance, giving feedback, and reviewing the performance of staff members. Establishing objectives, frequent performance reviews, and recognition initiatives can all help to accomplish this. 
It is possible to increase job satisfaction as well as efficiency by promoting employee involvement through a variety of strategies, including transparent conversation lines, chances for feedback, and establishing a favourable work atmosphere (Tong et al., 2019). On the other hand, Omar et al. (2019) stated that the health of workers can be improved, and rates of turnover can be decreased, by allowing employees to strike a balance between work and personal obligations. Workplace flexibility, remote work choices, and workplace initiative programs can help with this. In general, putting these approaches into practice can aid in efficient human resource management and raise the standard of the personnel inside a firm.
[bookmark: _Toc137466118]2.5 Competitive advantage through lower cost of production
A company having the lowest costing-of-goods-sold in each industry is said to be an inexpensive manufacturer in that sector. The manufacturing and transportation costs, as well as the production and administrative costs, make up the cost of items in most cases. The expenses incurred in creating and providing a good or service are consequently included in the overall cost of goods supplied. Regarding this, Muisyo et al. (2022) stated that within an industry, this position is held by just one or a small number of organisations. This gives the company an edge over the competition. Within a given industry, the low-cost manufacturer can offer goods and services at lower costs than rivals while still earning a respectable return on assets. However, a corporation may gain an edge over its rivals via lower production costs by controlling its human resources in several  ways. Some effective strategies will be discussed in this section, 
It may be more affordable to outsource some HR tasks to other companies, such as paying employees or managing benefits. Regarding this, Harvey, and Turnbull (2020) stated that for many businesses, particularly smaller ones, exporting can be more affordable than recruiting and instructing internal workers. Additionally, Elrehail et al. (2019) noted that automation could be an effective strategy for companies to maintain HR processes. The resources and time needed to manage HR activities including, orientation and performance management can be cut down by automating these procedures. Regarding this, Waqas et al. (2021) stated that costs could go down and productivity could go up as a result. 
Giving workers access to self-service instruments, such as online platforms or applications for mobile devices, can help cut administrative expenses by enabling workers to handle HR-related tasks on their own, like changing their private data or completing time absence applications (Beniss et al., 2022). On the other hand, Muisyo et al. (2022) claimed that expenses can be cut by using an efficient employment model, in which the business employs a small number of workers and manages HR operations through technology and automation. To make certain that neither worker happiness nor the standard of HR services is threatened, this strategy must be carefully considered. Again, Elrehail et al. (2019) mentioned that by providing training and growth for employee’s opportunities that are both affordable and effective, employers may cut attrition rates and boost efficiency, which eventually decreases HR expenses.
In general, a strategic and deliberate strategy is needed to manage human resources in a way that results in an edge over the competition via lower expenses of manufacturing. Businesses must thoroughly evaluate their HR requirements, pinpoint ways to cut expenses, and put those cost-cutting strategies into place without sacrificing the standard of human resource services or customer satisfaction.
[bookmark: _Toc137466119]2.6 Innovation Strategy
Innovative HR practices are used to better serve the company's and its staff's constantly changing needs. Instead of only coming up with a solution to an evolving problem now, the rule is about foreseeing future demands and conditions. As opined by Chadwick and Flinchbaugh (2021), each company must innovate to expand and succeed. An innovation plan can help businesses manage their human resources by fostering an environment of creativity and imagination, recruiting top personnel, and keeping them on board. To manage employee resources through creativity, companies can follow some of the following tactics:
[bookmark: _Toc137466120]Employee training 
Firstly, companies can encourage employees to learn continuously. On behalf of this, Malik (2019) noted that innovation depends on motivating staff members to keep learning new things and developing their existing abilities. Employers can help staff members gain new skills and keep abreast of market developments by offering opportunities for training, distance learning courses, and mentoring initiatives. Again, Alserhan and Shbail (2020) noted that innovation requires teamwork. Companies may encourage staff members to collaborate, share concepts, and come up with original approaches for solving problems facing the company. On the other hand, Easa and Orra (2021) mentioned that automation has the potential to be an effective tool to oversee human resources. Businesses can utilise technology to automate HR procedures, monitor employee performance and collect information to help them make decisions. 
Encouraging the inclusion of all people could be also effective in managing HR processes. Regarding this, Rasool et al. (2019) stated that the key to creativity is to encourage inclusiveness and variety. Companies can foster an innovative and creative culture by putting employees with diverse experiences and viewpoints. As mentioned by Muisyo et al. (2022), innovation requires engaged employees. By giving workers chances for advancement and development, praising and appreciating their achievements, and cultivating a sense of significance and reason in their work, companies may promote a climate of involvement. With the help of the effective employee training program, the employees can be made more effective and productive, which will help the organizations in enhancing their outcome with the same available resources. 
By putting these tactics into practice, businesses can foster an innovative and creative culture, entice and keep top personnel, and stay one step beyond their rivals.
[bookmark: _Toc137466121]2.7 Different types of competitive strategies adopted by organisations and the impact of human resources on these strategies. 
In present days, designing the right competitive strategies has become crucial for organisations to sustain in the high competition as well as mitigate the environmental risks. Organisations implement different types of competitive strategies according to their needs, including differentiation, innovation, quality enhancement, cost-leadership as well as strong customer relationships (Saeidi et al., 2019). As opined by Fenech, Baguant and Ivanov, (2019), in present days, most of organisations emphasise differentiation through innovation. Implementation of advanced technologies like digital technology, AI, machine learning, automation as well as data analytics has paved the path for innovation. As argued by Anwar and Abdullah (2021), the selection of appropriate technology is also vital to integrate innovativeness within the operation of an organisation. For large organisations as well as small ones, innovation is a potent competitive strategy for businesses looking to stand out from the crowd, gain market share, and prosper over the long haul. Innovation is the introduction of new goods, services, or procedures that offer customers a distinctive value and generates a competitive edge for businesses. 
HR is essential in assisting an organisation to adopt an innovation strategy. This statement is supported by Collins (2021) that HR functions can assist innovation by identifying and recruiting employees with the knowledge and skills required, fostering a culture of creativity and risk-taking, and offering training and development opportunities. The high degree of creative behaviour within the organisational workforce promotes innovation. In this context, as opined by Werdhiastutie, Suhariadi and Partiwi (2020), human resource plays a crucial role in helping a business embrace an innovation strategy. An organisational workforce can support innovation by identifying and selecting employees with the necessary knowledge and abilities, encouraging a culture of creativity and risk-taking, and providing chances for training and development.
Quality enhancement is another significant competitive strategy implemented by an organisation. As stated by Harsch and Festing (2020), in the present days, most of organisations are focusing on increasing the quality of production to generate a high level of experience for the customers. For businesses looking to stand out from the competition, boost customer happiness and loyalty, and accomplish long-term success, quality improvement can be a potent competitive strategy. As argued by Kaliappen et al. (2019), enhancing the quality of a product, service, or process requires making continual improvements so that it meets or exceeds the expectations and needs of the client. It's also crucial to establish an environment that prioritises excellence and ongoing progress. By connecting the organisation's values and vision to a dedication to quality, emphasising the significance of quality throughout the organisation, and encouraging cooperation and teamwork, the organisational workforce plays a significant role in creating this culture (Zgarni and Lamia, 2019). As opined by Yusif (2020), in the present day, workers who show a dedication to quality are recognised and rewarded by the company's performance management and reward systems.
Cost-leadership strategy is utilised by an organisation to gain a competitive advantage. As pointed out by Elrehail et al. (2019), the main benefit of a cost-leadership strategy is that it can allow a company to offer products at a reduced cost than rivals, which can draw in customers who are aware of pricing and help the company expand its market share. Furthermore, if a company can retain its low-cost position while charging a comparable price to rivals, a cost-leadership strategy might help it increase profit margins (Salunke, Weerawardena and McColl-Kennedy, 2019). Through training and development programmes, it is crucial for employees to gain knowledge in areas like process improvement, cost management, and supply chain management. This statement is supported by Chadwick and Flinchbaugh (2021), employees’ skill and knowledge development through training can complement the organisation's cost-leadership strategy.
 By fostering a culture of constant improvement within the company, organisations can adopt a cost-leadership strategy. This involves discovering ways to cut expenses, improving procedures, as well as motivating staff for the optimum utilisation of resources and elimination of waste. As opined by Lee and Falahat (2019), the cost-leadership strategy of present-day organisations is in line with its business objectives. This entails creating performance indicators that track advancement towards cost-saving goals or ensuring that the organisation's incentive and compensation plans support its cost-leadership goals. Appropriate strategic choices according to the objectives of an organisation enable a business to gain competitive advantages. 
[bookmark: _Toc137466122]2.8 Relationship between human resource management practices and competitive strategy 
A business's strategy focuses on offering world-class products and services to its customers as well as a world-class workplace for its employees. This requires attracting and retaining talented people. As pointed out by Strohmeier (2020), customer-centric and employee-focused basic principles include social responsibility, diversity, and quality, as well as a desire for innovation, acceleration, and responsiveness. As argued by Saeidi et al. (2019) neglecting the need of an organisational workforce lead towards reducing productivity as well as poor organisational performance. Teamwork within the organisations contributes towards the accomplishment of organisational objectives. Independent behaviour is related to the actions and behaviours of specific people or teams inside the organisation, whereas corporate behaviour refers to the activities and behaviours of a company. As opined by Fenech, Baguant and Ivanov, (2019), companies that exhibit both corporate and independent behaviour at a relatively high level appreciate both the company's overall performance and the unique contributions of each person. Collaboration, teamwork, and creativity are prioritised in this style of workplace culture, which also supports the personal initiative and autonomy that enable a company to gain a competitive advantage.
Organisations design strategies for the longer term. As opined by Anwar and Abdullah (2021), setting longer-term strategies enable an organisation to determine the need for human resources, financial resources, and other crucial organisational resources. As argued by Harsch and Festing (2020),), with the longer-term focus it is difficult to change the strategies due to the volatility of the business environment. The human resources of any organisation complement the business plan as it evolves to ensure its longevity. This statement is supported by Collins (2021) that HR managers align their plans with the corporate strategy to help the business accomplish its goals and objectives. 
HR strategy ensures that the best employees are selected as well as that talented individuals receive the necessary instruction, job duties, exposure, and development prospects. Research indicates that rewarding employees with excellent compensation and recognition increase their commitment to developing and implementing the corporate competitive strategy (Harsch and Festing, 2020). Modern-day organisations focus on human resources as crucial initiatives for creating an atmosphere of excellence. Many studies focus on differentiation as a significant competitive strategy implemented by organisations. As pointed out by Harjadi et al. (2020), differentiation strategy and human resource is related to each other. In present days, multinational companies heavily rely on training and development to create a workforce with unique skills as well as knowledge that is difficult for the competitors to replicate. In addition to this, while organisations encourage creativity and experimentation, it leads towards the development of innovative products. 
[bookmark: _Toc137466123]2.9 Relationship between human Resource management and organisational innovativeness 
By supporting employee and consumer satisfaction, innovation, productivity, and the expansion of the firm's goodwill in the community, HRM practises can have the greatest influence on the performance of businesses. Although a strategic choice approach recognises that businesses typically have a wide array of design options available to them, it does not indicate that all of these possibilities are equally productive in every circumstance (Azizi et al., 2021). Ineffective organisational practises can therefore be the outcome of poor managerial decisions, which is likely to lower the efficiency of the organisation. As opined by Lenihan, McGuirk and Murphy (2019), a culture of innovation needs to be integrated within the organisational environment so that employees focus on creative ideas and innovative solutions. 
Strategic HR practices connect business strategy as well as HRM through the amalgamation of business environment and human resources. In the context of innovation, organisations focus on the implementation of strategic change as well as skill development so that organisations can compete effectively to meet future challenges (Papa et al., 2020). In the present context of shifting from manufacturing towards a knowledge-based economy, the competitive advantages of an organisation originate from human assets. As pointed out by Ahammad, Glaister and Gomes (2020), the integration of innovation helps to translate human assets into value for the business. The study of Chams and García-Blandón (2019) has represented the need for new human resource practices (NHRM) to facilitate innovation and gain a competitive advantage in this evolving business environment. NHRM practises are emphasised to define employees' creativity within the company and emphasise the necessity of electronic hiring and selection, innovative payment techniques, progressive training, and innovation performance.
Innovative performance and creative ideas of the employees are supported by innovation motivation that encourages employees as well as organisations to operate innovatively. As opined by Lee et al. (2019), employees are more engaged with the organisation when creative ideas are implemented that lead to effective organisational innovation. As argued by Doz (2020), small organisations can also create innovative strategies with a greater degree of commitment from employees, and involvement of them as well as innovative procedure of organisations. HRM effectively influences innovation performance by inspiring employees. 
Researchers also examined how workers' intrinsic motivation improves their skills and efficiency level. Similarly, through supporting reinforcement in practices, new HRM practises may increase employee motivation levels and improve innovation performance (Samimi and Sydow, 2021). In the case of a new performance management system, organisations can create innovation-oriented goals as well as metrics. This statement is supported by Fenech, Baguant and Ivanov (2019) that employees who demonstrate innovative thinking may provide feedback and recognition to the employees. Companies can promote a culture that encourages creativity, cooperation, and exploration and supports the creation and deployment of innovative products, offerings, or processes by coordinating HR practices with innovation goals.
[bookmark: _Toc137466124]2.10 Impact of human resource management on Innovation, quality of production and cost reduction of an Organisation
Most businesses now operate in a fast-shifting economic environment that is defined by trends like expansion, market liberalisation, shifting investor and custom needs and escalating product-market competition. They must effectively increase their performance in order to compete by cutting costs, developing new goods and methods and also enhancing output in terms of productivity, quality and also marketing process. As opined by, Alserhan and Shbail (2020) to move the emphasis more towards value creation, there has been a recent increase in interest in using employees as an instrument of strategy that can affect a company’s bottom line financially. However, these new perspectives contend that HR directly contributes to the accomplishment of a company's strategic and operational objectives. 
An organisation's ability to innovate, provide high-quality work, and the cost-cutting process can all be significantly impacted by HRM. A few ways will be described that HRM may have an impact on various areas. Regarding this, Chadwick and Flinchbaugh (2021) stated that to promote innovation inside a company, HRM might be a key component. HRM may make sure the business could create new goods, procedures, and services by finding and keeping talented personnel. By creating chances for training and development, encouraging an environment of innovation, and taking chances, as well as offering rewards for original problem-solving, HRM may also foster creativity. Additionally, Chadwick and Flinchbaugh (2021) noted that by ensuring that staff members are properly qualified inspired and occupied, HRM may have a big impact on the level of quality of the work being produced. However, HRM can assist staff members in continually enhancing their skills and expertise, which will result in better-quality goods and services, by offering regular development and training opportunities. 
By establishing defined performance standards, giving suggestions, and praising good work, HRM may also support a culture of excellence (Anwar and Abdullah, 2021).  Again, Alserhan and Shbail (2020) stated that organisations must have a moderate degree of concern for quality HRM to make sure that the company are attracting, fostering and keeping top talent. For an organisation to succeed, HRM which is in charge of managing employees, is essential. Additionally, an organisation may experience a variety of effects, both positive and negative, from a moderate focus on the quantity of HRM activities. Regarding this, Yong et al. (2020) stated that an organisation can increase its ability to retain employees by emphasising HRM procedures that satisfy employee demands, such as advantages, development, and training as well as acknowledgement. On the other hand, Mousa and Othman (2020) stated that a modest concentration on the quantity of HRM procedures may result in higher expenditures for a firm, particularly if it makes significant investments in benefits for workers, growth, and development. Again, Obeidat, Al Bakri and Elbanna (2020) mentioned that by enhancing the staff and operations of the company, HRM can assist in cost reduction. HRM can make sure that the company has the knowledge and skills required to run effectively by attracting and keeping exceptional personnel. By optimising procedures, removing waste, and seeing opportunities for exporting or technology, HRM can also help organisations cut costs.
In conclusion, HRM can significantly influence the company's creative thinking, quality of output, and cost reduction by attracting and keeping talented staff members, fostering an innovative and high-quality culture, offering ongoing development, and training possibilities, and enhancing its workforce and operational procedures.
[bookmark: _Toc137466125]2.11 Challenges and Opportunities while aligning human resource management practices with competitive strategy.
An organisation may have a considerable chance to obtain a competitive edge by coordinating its HRM strategies with its overall competitive strategy. To match the HRM method with competitive strategy, there are a number of possibilities and difficulties to consider. Processes in HRM are highly ambiguous and unpredictable. HR professionals need to be able to make judgments based on insufficient data, manage changing conditions, as well as interact with people successfully. As mentioned by Stewart and Brown (2019), the HRM procedures, that are most crucial to an organisation’s competitive strategy must be determined. For example, if a company’s competitive advantage is built on creative thinking, it may need to concentrate on HRM methods that encourage exploration and creativity. Again, Elrehail et al. (2019) noted that it can be difficult to put competitive HRM techniques into effect. For instance, if a company's competitive strategy is centred on cost management, it might require using HRM techniques that prioritise effectiveness and productivity. 
When tying HRM practices to competitive strategy, organisations must strike a balance between long-term and short-term objectives. Regarding this, Han et al. (2019) mentioned that putting in place HRM procedures that support employee growth could provide long-term advantages but might not end up in cost reductions right away. On the other hand, Fawehinmi et al. (2020) stated that a greater degree of risk-taking might present several practical challenges for HRM procedures. Like this, Yong et al. (2020) stated that Risk-taking businesses are frequently seen as more creative and interesting workplaces, which can help them draw and keep top personnel. HR departments may maintain their workforce's engagement and motivation by giving employees chances to work on fresh, cutting-edge initiatives. Again, Collins (2021) stated that Recruitment, selection, training and development, performance management, and employee interactions are just a few of the procedures involved in HRM. Due to the significant amount of uncertainty and unpredictability that can occur at various stages of the process, HRM can be difficult.
Besides all the challenges, there are some effective opportunities are also present. On behalf of this, Stahl et al. (2020) stated that employees that are more prepared to promote the business's competitive strategy will perform better, which can result from integrating HRM methods with the company's competitive plan. Again, Elrehail et al. (2019) stated that employees are more probable to feel inspired and motivated when HRM methods are in line with the competitive strategy because they are aware of the objectives of the company and how their job fits into those goals. On the other hand, Stewart, and Brown (2019) stated that since employees are better equipped to react to alternations in the environment of competition, companies that align HRM procedures may find themselves becoming more flexible and adaptable. Again, Fawehinmi et al. (2020) noted that a company's employer brand may be improved and made more appealing for prospective employees provided HRM practices are in accordance with the competitive approach.
In general, integrating HRM methods with a competitive advantage might be difficult, but it may also be very rewarding in terms of enhanced efficiency, staff satisfaction, organizational adaptability, and a positive employer brand (Lee et al., 2019).
[bookmark: _Toc137466126]2.12 Impact of Changes in the business environment on human resource management practices and competitive strategy
Methods for managing human resources and competitive strategy can be greatly impacted by changes in the corporate environment. Technological improvement, globalisation, demographic changes and shifting customer preferences are a few of the important variables that might have an impact on the methods of HR and competitive strategy. As mentioned by Alserhan and Shbail (2020), HR strategies have been significantly impacted by the way companies now work because of technological improvements. For instance, new employment roles and the requirement for new skill sets have been created because of the use of automation and artificial intelligence. Similarly, Mousa and Othman (2020) noted that businesses must change their HR procedures to make certain that everyone on staff has the skills required to benefit from these technological breakthroughs in order to remain competitive. Additionally, HR procedures and competitive strategies have been significantly impacted by globalization. Regarding this, Chadwick and Flinchbaugh (2021) noted that a unique strategy for HR management is necessary because of the increasingly diversified and multicultural workplace that has resulted from the worldwide integration of the workforce. Businesses must create HR policies that support diversity and inclusion if they want to succeed in the global economy.
The workforce is getting older and opinions regarding work are shifting. These demographic changes additionally influence competitive planning and HR practices. For instance, Obeidat, Al Bakri and Elbanna (2020) claimed that organisations may need to change the HR procedures to meet the demands of an ageing workforce, such as by giving flexible work schedules or offering training opportunities to keep older employees current with new technologies. The final factor that might significantly affect competition strategy is shifting the tastes of consumers. As mentioned by Yong et al. (2020), to be successful to younger customers; companies would need to alter the products they sell line-ups or promotional approaches, for instance. To do this, they might have to recruit personnel with a variety of experiences and talents to aid in their understanding and interaction with these newly acquired clients.
In conclusion, adjustments to the business environment may have a big impact on HR procedures and competitive positioning. Businesses must modify their HR procedures proactively to suit the changing demands of their employees and to create a plan that considers the ever-shifting requirements of their consumers if they want to stay successful.
[bookmark: _Toc137466127]2.13 Theoretical perspectives human resource management practices and competitive strategy 
A well-known theoretical framework, the Resource-Based View (RBV) Theory describes how a business's assets, especially its human resources, can give it a competitive edge. According to this model, having valuable, rare, unique, and non-substitutable (VRIN) resources is the key to gaining and maintaining a competitive edge (Alrowwad, Abualoush and Masa'deh, 2020). The RBV contends that if a company's HR exhibits non-substitutable traits, they might be an element of competitive advantage in the context of HR and competitive strategy. A business with highly trained and motivated personnel, for instance, may have an edge over rivals by being capable to create goods or services of a high quality (Collins, 2021). In the present day, most of businesses focus on gaining a competitive advantage with the utilisation of HR. As opined by Shibin et al. (2020), a business with an innovative and creative culture may have an advantage over rivals by being able to create new goods or services more quickly.
A firm needs to execute HRM practices that are consistent with its competitive strategy and allow it to create and keep a highly skilled and motivated staff if it wants to gain a competitive edge through its human resources. To improve the skills and knowledge of its employees, a firm that prioritises differences may apply HRM strategies which emphasise employee training and development (Clarke and MacDonald, 2019). On the other side, a business that prioritises cost leadership can deploy HRM strategies that place an emphasis on worker effectiveness and productivity. As argued by Samimi and Sydow (2021), focusing on cost leadership may not create a competitive advantage for businesses as in that case businesses include temporary workers. However, the skill development of the workers may enable the firm to create differentiated strategies. It also helps to enhance the motivation of the employees which leads towards employee satisfaction and competitive advantage. If employees have non-substitutable traits, the employees of a business can be a source of competitive advantage. A business must put in place HRM procedures that support its competitive strategy and allow it to create and keep a highly qualified and motivated workforce if it wants to get this competitive edge.
[bookmark: _Toc137466128]2.14 Literature Gap
The insufficient attention given to the function of worker happiness when establishing competitive advantage may represent a literature gap in the study of HR and business strategies. Less focus has been placed on the effect of employee well-being on competitive results, despite prior studies that have demonstrated the significance of HR policies including recruiting, training and remuneration in increasing organisational performance. An absence of empirical study on how businesses might match the HR methods with the competitive strategy represents another potential gap. Several studies gave looked at the connection between HRM and competitive advantages, but few studies have offered detailed advice on how businesses may establish and implement HRM strategies that support the strategic objectives. Finally, there is a gap in the research regarding how businesses can efficiently manage their workforce during periods of change in structure or unpredictability, such as restructuring, acquisitions or mergers, or economic crises. This is an essential field of research since failing to accomplish so can have a negative impact on staff satisfaction and business performance. Changes in strategy frequently necessitate that firms rearrange their human resource policies in order to keep themselves competitive.
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In terms of management, the concepts of HR and competitive edge are intertwined. The term "competitive strategy" describes a company's strategy for the future to outperform its competitors in the marketplace. On the other hand, HRM refers to the process of leading and advancing personnel in achieving organisational objectives. To get a competitive edge, managing personnel effectively is emphasised by research on HR and business strategy. Businesses can build a staff that is knowledgeable, dedicated, and eager to succeed by integrating their HRM with their business objectives. This may end up resulting in a long-term competitive advantage.


[bookmark: _Toc137466132]Chapter 3: Research Methodology
[bookmark: _Toc137466133]3.1 Introduction 
This chapter focuses on the systematic methods for the successful completion of the study. In this context, all the layers of the study onion have been considered to pursue this research. The philosophical framework, approach, design, strategy, time horizon, and method of garnering and analysing information have been selected in the context of 'human resources and competitive strategy' and justified. A primary quantitative design has been utilised to carry out this research. The main objective of this section is the execution of the research in a well-organised manner. As this study includes human participants, the author has considered the ethical guidelines to avoid ethical issues. 
[bookmark: _Toc137466134]3.2 Outline of Research Method 
Depending on the nature of the study as well as the study objectives, the research methods for conducting research have been selected. This study focuses on the primary quantitative strategy to analyse the HRM and competitive strategy, in a logical way. This has aided in gaining an intense understanding of the research topic. The methods of conducting the present study have been illustrated according to the different components of the study onion. In the context of the philosophical framework, this study has relied on positivism. As opined by Patel and Patel (2019), positivism helps to analyse the different aspects of a study topic in an objective manner. This philosophy also deals with the acquisition of quantitative information. As this study includes quantitative information, positivism has been used. In addition to this, the implementation of the deductive approach has supported the analysis of the study issue from a wider perspective (Zawacki-Richter et al., 2020). In this context, the descriptive study design has been utilised to thoroughly analyse the multiple aspects of HRM and competitive strategy. Survey strategy has been taken into consideration for the acquisition of quantitative information from first-hand information. The responses of the participants have allowed the author to understand the study topic from diversified perspectives (Clarke and Visser, 2019). Statistical methods have supported the analyse of the numerical responses and in the interpretation of this. 
[bookmark: _Toc137466135]3.3 Research Onion
A conceptual framework called The Research Onion was created by Saunders, Lewis and Thornhill (2007) to describe the different levels of research design and methods. It offers an organised and methodical approach to conducting research, which has a number of benefits. Researchers can use The Research Onion's step-by-step instructions to make sure their research is logical and well-structured. Researchers benefit from having a better understanding of the connections between the various research stages. There are various levels, and each level corresponds to a different stage of the research process. In this study, the research process was guided by the process of research onion. The first layer of the study onion is a philosophical one, in this case, positivism has been selected. This research philosophy was helpful for the researcher to analyse primary data. The second layer of the research onion is the research approach, which in this study was the deductive approach. In order to gain a complete understanding of the topic at hand, this approach helped the researcher to acquire numerical information via a survey (Shirooyehpour and Fazli, 2022). The third layer included a statistical analysis as the research analysis process. This approach makes it possible to obtain thorough and in-depth information and is suitable for studying complex phenomena in real-world contexts. The fourth layer of alternatives is made up of methods for data collection, like surveys. Statistical analysis has been applied to the data to identify trends and topics. The sixth layer is the cross-sectional temporal horizon of the investigation. Since it must take occurred at a particular point in time, the study cannot be longitudinal. Using this approach, the relevance of the patterns and themes in the data is deduced in relation to the research questions.
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Figure 3.3: Research Onion
(Source: Saunders, Lewis and Thornhill, 2007)
[bookmark: _Toc137466136]3.4 Research Philosophy 
The philosophical framework of a study offers guidance about how a study needs to be conducted depending on the ideas, reality as well as nature of knowledge. This study related to HRM, and competitive strategy depends upon a positivism philosophical framework. To find universal patterns and principles positivism is applied across multiple situations, and it encourages objectivity in research (Hafidz and Elihami, 2021). By using a positivist philosophy, this study has tried to be objective in its data collection, analysis, and interpretation. As a result, the results of this study are reliable and can be generalised to a broader population of organisations. The use of quantitative techniques for data collection and analysis is emphasised by positivism (Patel and Patel, 2019). Quantitative data has become useful in determining correlations between variables, measuring variables, and performing statistical analysis while assessing the connection between human resources and competitive strategy. Positivism uses precise scientific procedures to establish cause-and-effect connections (Al-Ababneh, 2020). Following positivism has assisted in identifying the precise HR practices that support competitive advantage and the ways in which HR strategies have an impact on organisational performance.
[bookmark: _Toc137466137]3.5 Research Approach 
Identification of the right approach in a study guides the researcher throughout, beginning from garnering information to gaining outcomes. In the present study, the author has relied on a deductive approach. The deductive method gives the research a distinct focus and direction. This study has defined precise research hypotheses that have been statistically tested by starting with existing theories and concepts (Babii, 2020). In the case of the present study related to HRM and competitive strategy, clarity supported by positivism has helped to ensure that this study remained focused on the research questions and objectives, leading to more structured and targeted data collection and analysis. As pointed out by Zawacki-Richter et al. (2020), the deductive approach helps to analyse a study topic from a broader perspective. In the case of the current study issue, the utilisation of the deductive approach has aided the author in broadly analysing the different aspects of HRM in an organisation and how it influences the competitive strategy. 
[bookmark: _Toc137466138]3.6 Research Design
The right research design is essential to carrying out a study and getting insightful results. It alludes to the overarching strategy or approach that specifies the actions and guidelines that must be taken when conducting a research endeavour. Descriptive, exploratory, and explanatory research design are three categories for the research methodology (Sileyew, 2019). In this case, the researcher has employed a descriptive research design process. It is simpler to describe a sequence of events based on a phenomenon that is a component of the selected study topic when using the descriptive method. This also helps us to understand the correct causes and effects. When examining comparatively new or developing fields of study, descriptive research is especially helpful. It helped the researcher to comprehension of the topic, see trends, and produce theories for additional investigation.  Data are frequently gathered from a broad and diversified sample in descriptive research methodologies, which makes it simpler to extrapolate the results to a wider population. As a result, the results are more externally valid or generalisable. Therefore, this research design has been appropriate for the current study. 
[bookmark: _Toc137466139]3.7 Research Strategy
It is crucial to follow a methodical process while creating a research strategy to obtain pertinent data and successfully answer the research topic or target. To analyse the current study, the researcher has used a primary quantitative research strategy This approach was selected because it permits a larger data set for analysis and a more detailed understanding of the study's problems (Suprapto et al., 2020). Data for the study was gathered through surveys with HR executives of different companies. To understand both the human resources and the competitive strategy of different companies, surveys have been designed with close-ended questions. This strategy could pinpoint all the effective sides of HRM processes. To find the patterns and connections between HR and competitive strategy, the survey data has been analysed using a descriptive research design. However, the researcher also used statistical analysis with the process of regression analysis to analyse the primary quantitative data. Nevertheless, the use of a purely qualitative technique has been avoided because it would only be used to collect one type of data, which is insufficient for the study to be carried out effectively.
[bookmark: _Toc137466140]3.8 Time-Horizon 
Time horizon deals with the timeframe of a study, within that timeframe, the researcher attempts to complete the study. In the current study context, pertaining to HRM and competitive strategy, the cross-sectional time-horizon has been taken into consideration. Researchers can collect data at a particular time point by using a cross-sectional time horizon (Hafidz and Elihami, 2021). This method has enabled a thorough examination of the current situation by providing a picture of the interaction between human resources and competitive strategy at a specific time. It has also assisted in identifying the relationships that exist in a specific context between HR practises and competitive advantage. This method has made it possible to explore the connection between HR and competitive strategy across a variety of organisations since it has enabled the author to collect an extensive amount of data in a short amount of time (Acharyya and Bhattacharya, 2019).
[bookmark: _Toc137466141]3.9 Data Sources 
In the case of the current study related to HR and competitive strategy, the author has relied on quantitative information acquired from first-hand resources. The utilisation of the survey strategy has aided the procedure of garnering information. As this study revolves around the HRM and competitive strategy of organisations, for the acquisition of information, the author has relied upon the HR executives of multiple organisations. The author contacted the HR executives of different organisations through LinkedIn. HR personnel are the most suitable participants for conducting the survey, as they are responsible for the HRM-related activities in organisations and they are aware of the impact of HRM on the competitive advantages of organisations. 
[bookmark: _Toc137466142]3.10 Sample Size and Sampling Strategy
A researcher can collect trustworthy and accurate information or data using sampling procedures. Additionally, using a sampling technique allows the researcher to choose a subset from the overall population. This subgroup shares characteristics with the population, making it simple for researchers to extrapolate the study's findings to the overall population. There are two different kinds of sampling techniques: probability sampling and non-probability sampling (Hennink and Kaiser, 2022). The researcher of this paper has concentrated on the probability sampling technique. To analyse the HR process and the competitive strategy of companies have been analysed by using a simple random sampling technique. 99 samples were collected by the author to use in the survey. This sample is perfect for a detailed investigation of the relationship between HR and competitive resources. Additionally, the researcher was able to generalise the population using a straightforward random sampling methodology, and with the aid of this technique, the researcher quickly and easily constructed a representative sample.
[bookmark: _Toc137466143]3.11 Data Collection Method 
As stated earlier, in the present study, quantitative information has been acquired by using first-hand sources. An online survey has facilitated the procedure of garnering information from participants. As opined by Clarke and Visser (2019), a survey aids in acquiring accurate information within a short timeframe. There is also less chance of generating irrelevant responses through surveys. For obtaining precise numerical responses, an online survey has been conducted. A questionnaire containing 15 close-ended questions and 5 open-ended questions has been utilised for garnering information through the survey. The questions are related to the study objectives. The utilisation of both close-ended and open-ended questions has supported in gaining deep insight into HRM and how it impacts competitive advantages. A consent form, sent through e-mail was signed by participants prior to the survey. Then the link to the survey was shared with participants through e-mail. The utilisation of the Likert scale questionnaire made the interpretation of the garnered data easy (Acampora et al., 2022). The responses of the participants were also collected through email. 
[bookmark: _Toc137466144]3.12 Data Analysis Techniques
Data analysis techniques are essential to the research approach because they allow researchers to glean insightful information and make defensible judgments based on the gathered data. Researchers can find patterns, trends, and links in the data by using data analysis tools. Researchers might find hidden insights through data analysis that might not be visible through straightforward observation. As opined by Washington et al. (2020), data analysis methods offer a methodical and organized way to examine and evaluate data. Instead of depending on random assessments or assumptions, it helped the researcher in reaching sound conclusions according to the proof at hand. The data analysis in this study was done using the survey results as a starting point. The responses in MS Excel were analysed using statistical techniques. Graphs have been created based on the analysis. The goals were met because the results are carefully considered in the context of the raised issues. Additionally, the judgment was made from the perspective of prior thinkers, seemingly supporting the assertion made. In addition, the researcher also established a regression analysis process. 
[bookmark: _Toc137466145]3.13 Ethical Considerations 
As this study includes human participants, the author has followed all ethical needs related to the current research. The author's priority was safeguarding the privacy and confidentiality of participants' information. Therefore, the name of the participants mentioned nowhere during the research. The personal information of the participants was not recorded also for avoiding confidentiality issues. It has been ensured that all collected data has been kept confidential and stored securely. The author has adhered to legal and ethical guidelines, by following the 'Data Protection Act, 2018' for data collection, storage, and usage, particularly regarding sensitive information related to human resources (Dzwigol, 2022).
[bookmark: _Toc137466146]3.14 Time plan
Beginning in weeks one and two, the introduction chapter is finished in weeks three through six. While the chapter on the literature review is started during the third through sixth weeks and finished during the seventh and tenth weeks. The methodological interpretations were presented beginning in the seventh and tenth weeks and ending in the eleventh through fifteenth. The results chapter was finished in the 16th through 20th week, and the conclusion chapter was finished in the 21st through 22nd week.
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Table 3.14 – Research Time – Plan (Gantt Chart) of the Research 
(Source: Author) 
[bookmark: _Toc137466147]3.15 Summary
This research comprises the research outline because it is necessary for the inquiry to begin properly. The most important part of the methodology section shows how each step, such as design, philosophy, strategy, or approach, was required to arrive at the targeted study conclusion. The methods for gathering and analysing the data were highly regarded, and as a result, the inclusion and exclusion criteria as well as the exact determination of data sources were satisfied. The process of primary quantitative research strategy has been selected for the current study and this one, the researcher selected 99 HR executives for conducting a survey. Again, the researcher also used statistical and regression analysis processes to conduct the study. 


[bookmark: _Toc137466148]Chapter 4: Findings, Analysis and Discussion 
[bookmark: _Toc137466149]Data analysis
This present section highlights the analysis of the information garnered from first-hand resources. In this context, the author has acquired both quantitative and qualitative information from first-hand resources. The use of statistical analysis for quantitative information as well as qualitative analysis has contributed towards gaining in-depth knowledge about the study issue. 
[bookmark: _Toc137466150]Findings
The results of the study indicate that the variable "HRM_competitive_advantage" has an average mean of 3. 73 This suggests that participants generally perceive HR management as moderately beneficial to their organizations in terms of acquiring competitive advantages. The calculated value of the standard deviation being 1. 141 indicates a certain degree of dispersion or irregularity among the responses, which encompasses a span of 4 units. The present study reveals that the constructs "HRM_market_competition" and "HR_strategy_competitive_advantage" possess means of 2. 07 and 208, respectively These results imply that the surveyed participants perceive HR management and HR strategy to exhibit a comparatively lesser influence in acquiring a competitive edge in the market. On a scale where higher values indicate older age and female gender, the variables "Age" and "Gender" have respective means of 1. 48 and 182 The variables serve to denote the demographic attributes possessed by the participants. The observed variable, `HRM_belief`, exhibits a sample arithmetic mean of 1. 58, indicating a tendency among the participants towards a relatively optimistic perception in relation to the efficacy of Human Resource Management (HRM) for their respective organizations. 
Alternative variables, namely "Recruitment Effectiveness," "HR Strategy Retention," and "Employee Engagement HRM," exhibit average scores ranging from 2. 02 to 374, thereby signaling moderate evaluations regarding their significance towards heightening organizational efficiency. The present study yields an overview of individuals' perspectives on the relevance of human resources, HR management, and HR strategies with respect to achieving competitive advantage, innovation, cost minimization, and quality improvement in organizational settings, as inferred from the descriptive statistics. The statistics serve the purpose of elucidating the extent of variability in the responses gathered, hence establishing a pivotal foundation conducive to the subsequent examination and explication of the study outcomes.
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Figure 4.2.1.1: Descriptive Statistics
(Source: Data Given)
The present study entails a correlation analysis that scrutinizes the associations between the dependent variable, HR_strategy_competitive_advantage, and various other independent variables. The HR strategy and its relation to competitive advantage exhibit a significant positive correlation with both the belief in HRM and recruitment effectiveness, as denoted by the respective coefficients of correlation: r = 0. 304 and r = 0. 407, respectively the findings suggest that with an elevation in the conviction regarding the effectiveness of both HRM and recruitment, there is a corresponding enhancement in the influence of HR strategy on the competitive advantage. Conversely, it should be noted that the HR strategy with a competitive advantage exhibits an adverse correlation with the HR strategy for employee retention, as evidenced by the calculated coefficient of correlation (r = -0. 309) 
The foregoing implies that heightened attention to human resources (HR) strategy with regard to retaining employees corresponds to a reduced perception of the impact on competitive advantage. The study found that there is a positive relationship between HR strategy for gaining a competitive edge and HR strategy for promoting the employer's brand. Additionally, there is a positive relationship between the HR strategy employed for achieving competitive advantage and the performance of employees in HR management and the effectiveness of the HRM appraisal process. This suggests that perceiving employee performance management and appraisal processes as efficacious and advantageous leads to a favorable contribution to the perceived influence of HR strategy on competitive advantage. The results suggest a positive association between HR strategy and competitive advantage, and employee engagement with HRM. Employee engagement with HRM is linked to a perceived increase in competitive advantage, while HR_strategy_competitive_advantage and HRM_strategy_multilaterals have negative correlations. The findings suggest that an increasing emphasis on risk-taking and multilateral approaches in human resource strategies leads to a diminishing perceived effect on competitive advantage within organizations.
In brief, the findings of the correlation analysis suggest that distinct variables exhibit notable associations with the HR_strategy_competitive_advantage. The assessment of HR strategies' perceived impact on competitive advantage is influenced by several factors. These include the belief in the effectiveness of HRM, the efficacy of recruitment processes, the creation and cultivation of employer branding, the assessment of employee performance, the level of employee engagement with HRM, and the strategic focus on risk-taking and multilateral approaches. 
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Figure 4.2.2.1: Correlation Analysis 1
(Source: Data Given)
The present study conducts a correlation analysis to investigate the associations between the dependent variables, namely, "HRM_competitive_advantage," and a set of independent variables. Initially, it can be observed that the concept of human resource management as a means of achieving a competitive advantage exhibits an inverse relationship with the level of belief in its efficacy, as indicated by the negative correlation coefficient of -0. 252This suggests that a decreasing faith in the effectiveness of HRM corresponds with a decrease in the attributed influence of HRM on competitive advantage. Moreover, a negative correlation has been observed between the competitive advantage of Human Resource Management and the retention aspect of Human Resource strategy, with a correlation coefficient of -0. 176The observation indicates that when organizations prioritize human resource strategies aimed at retaining employees, the perceived contribution towards competitive advantage tends to diminish. In contrast, the correlation between HRM Competitive Advantage and HR Strategy Employer Branding (r = 0. 599) signifies a constructive relationship, which suggests that organizations that prioritize employer branding via HR strategies are more likely to realize a superior competitive advantage.
 The findings of this study suggest a positive correlation (r = 0. 619) between Employee Engagement in HRM and the resulting competitive advantage obtained through HRM practices. Specifically, this implies that as employees become more engaged with HRM practices, the perceived impact on the organization's competitive advantage also tends to increase. Furthermore, there exists a series of feeble negative correlations among HRM_competitive_advantage, HRM_employee_performance, Appraisal_HRM_process, Appraisal_benefit, and HR_strategy_risk_taking. The present findings indicate that there exists a negative relationship between perceived impact on competitive advantage and employee performance, appraisal processes, and risk-taking in the realm of human resources strategies. Concomitantly, an elevation in the variables is observed to evoke a marginal reduction in the perceived impact on competitive advantage.
In summation, the correlation analysis reveals a statistically significant relationship between several variables, including HRM belief, HR strategy retention, HR strategy employer branding, employee engagement HRM, HRM employee performance, appraisal HRM process, appraisal benefit, and HR strategy risk-taking, and the perceived impact of HRM on competitive advantage. The present study's results reveal that the trust in the effectiveness of human resource management (HRM), the cultivation of employer branding, and the level of employee engagement with HRM practices have a favorable impact on the perceived influence on competitive advantage. However, directing attention towards employee retention and implementing certain HRM practices seem to exert a somewhat detrimental influence.
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Figure 4.2.2.2: Correlation Analysis 2
(Source: Data Given)
The null hypothesis (H0) posits that no statistically significant relationship exists between the independent variables and HR_strategy_competitive_advantage. The alternative hypothesis (H1) posits that there exists a significant association between HR_strategy_competitive_advantage and at least one independent variable.
The model summary presents insights into the effectiveness of the regression model for forecasting the reliant variable, HR_strategy_competitive_advantage. The results indicate that the multiple correlation coefficient, denoted as R, for the model is 0. 715 Specifically, this coefficient suggests a moderately strong association between the dependent variable and the independent variables. Based on the R-squared value of 0. 511, it can be inferred that roughly 51. 1% of the variance in HR strategy as a competitive advantage can be accounted for by the independent variables present in the model. The adjusted coefficient of determination, with a value of 0. 449, incorporates the influence of the independent variables and presents a more prudent evaluation of the model's ability to explain the variance in the dependent variable. The present study utilizes a statistical parameter termed the standard error of the estimate, which has been observed to be 0. 732 This value provides insight into the average disparity between the observed values and the corresponding predicted values.
 The ANOVA table serves the purpose of evaluating the general significance of the regression model. The obtained value for the regression sum of squares is 48. 746, which provides evidence that the overall model serves as a significant predictor in the domain of HR strategy and competitive advantage. The F-value of 8. 272, coupled with a p-value less than 0. 001, suggests a significant correlation between the dependent variable and at least one independent variable. The unstandardized coefficients (B) illustrate both the direction and magnitude of the relationships. The standardized coefficients (Beta) denote the relative significance of individual predictors, while accounting for their respective scales. Among the predictive variables, it was observed that HR_strategy_risk_taking (Beta = 0. 289, p = 0. 003) and HR_strategy_employer_branding (Beta = 0. 294, p = 0. 013) significantly and positively influenced HR_strategy_competitive_advantage. 
The present findings suggest that enterprises that prioritize risk-taking in their human resource (HR) strategies and highlight the importance of employer branding are inclined to attain a more pronounced competitive edge. Several predictors, namely HRM_employee_performance, Appraisal_HRM_process, and Performance_based, exhibit favorable, yet statistically insignificant associations with HR_strategy_competitive_advantage. The observation proposes that the variables in question may carry a degree of impact; nevertheless, the substantiation is insufficient to establish a meaningful correlation. The null hypothesis can be rejected, and there is evidence in support of the alternative hypothesis.
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Figure 4.2.3.1: Linear Regression Model 1
(Source: Data Given)
The null hypothesis (H0) posits that there exists no discernible association linking the independent variables and HRM_competitive_advantage. The postulated hypothesis, denoted as H1, suggests that there exists a statistically significant association between HRM_competitive_advantage and at least one independent variable.
The summary of the regression model reveals that the model possesses the ability to explicate approximately 51. 7% of the variation found in the dependent variable, namely HRM_competitive_advantage. The R-squared value of 0. 517 indicates a reasonably robust association between the independent variables and the dependent variable. The adjusted R-squared coefficient, with a value of 0. 456, factors in the quantity of predictors in the model and offers a more prudent appraisal of its explanatory capacity. The present study reports a standard error of estimate of 0. 842, which denotes the mean deviation between the observed and the predicted values. The analysis of variance (ANOVA) table evaluates the general importance of the regression model. The calculated value for the regression sum of squares is 65. 991, which serves as strong evidence to support the notion that the model is capable of accurately predicting HRM_competitive_advantage. The F-value of 8. 467 and p-value of 0. 000 indicate a significant relationship between the dependent variable and at least one of the independent variables. The table of coefficients serves to furnish insight into the effect of each individual predictor variable on the attainment of HRM_competitive_advantage. The present study describes that the coefficients that have not been standardized (i. e, unstandardized coefficients) are valuable indicators of both the direction and magnitude of relationships between variables. 
The standardized coefficients, or Betas, can be used to assess the relative significance of each predictor in the context of their respective scales. Among the predictors under study, it was found that HR strategy retention (Beta = 0. 341, p = 0. 011) and employee engagement in HRM (Beta = 0. 367, p = 0. 005) exerted a highly significant positive influence on HRM competitive advantage. The statement postulates that corporations that prioritize human resource strategies aimed at retaining employees and fostering employee engagement are apt to perceive an elevated level of competitive advantage. Additional predictors, including HR_strategy_risk_taking and HRM_strategy_multilaterals, exhibit favorable associations with HRM_competitive_advantage. However, the available findings do not provide sufficiently conclusive statistical significance to support these connections. There was no statistically noteworthy correlation between HRM_competitive_advantage and the possible predictors of HRM_belief, Recruitment_effectiveness, HR_strategy_employer_branding, HRM_employee_performance, Appraisal_HRM_process, Appraisal_benefit, and Performance_based. Rejecting the null hypothesis and arriving at a conclusion supporting the alternative hypothesis is feasible by considering the evidence available.
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Figure 4.2.3.2: Linear Regression Model 2
(Source: Data Given)
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Figure 4.2.4.1: Belief regarding HRM.
(Source: Created by Author)
The above graph represents the perception of the participants about the HRM of organisations. In this context, most of the participants, almost 56% strongly agreed that HRM is good for organisations, while 33.3% supported the same. 7.1% of the participants remained neutral. Only 2% of the participants provided negative responses related to that HRM is good for organisations. Only 1% of the participants strongly disagreed with the same. As most of the participants responded positively, it indicates the significance of HRM for an organisation. 
4.2.4.2 HRM in gaining competitive advantages.
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Figure 4.2.4.2: HRM in gaining competitive advantages.
(Source: Created by Author)
The above graph exhibits the opinion of the participants related to what extent HRM helps organisations to gain competitive advantages. In this context, most of the respondents, almost 39% disagreed that HRM helps in gaining competitive advantages. Similarly, approximately 27% provided strong negative responses. Almost 18% of the participants remained neutral. Only approximately 6% of the participants provided strong positive replies that HRM is good for organisations, while 9.1% supported the same. 
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Figure 4.2.4.3: Recruitment Strategy for Organisational Effectiveness
(Source: Created by Author)
The above graph shows the perception of the participants related to organisational effectiveness determined by recruitment strategy. In this context, 41.4% of the participants agreed that the recruitment strategy of an organisation contributes towards organisational effectiveness, while 32.3% supported the same. The author has obtained neutral responses from approximately 20% of the respondents. 4% provided negative replies about the organisational effectiveness resulting from recruitment strategy, while 2% provided strong negative responses regarding the same. 
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Figure 4.2.4.4: Employee Retention through HR Strategy
(Source: Created by Author)
The opinion of the participants about employee retention through HR strategy has been demonstrated with the help of the above graph. In this context, many of the respondents, approximately 36% provided negative replies about the effectiveness of HR strategy for employee retention. Similarly, the responses of almost 27.3 % of the participants were strongly negative. Neutral replies were gained from 25.3% of the respondents. In the responses of 6.1% of participants were strongly positive about the effectiveness of HR strategy for employee retention, while 5.1% supported the same. The responses of the participants indicate that there are certainly other factors apart from HR strategy that impacts employee retention.
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Figure 4.2.4.5: Employer Branding through HR Strategy
(Source: Created by Author)
The above graph exhibits the opinion of the survey participants related to employer branding through HR strategy. In this context, most of the participants, 43.4% acknowledged that HR strategy enhances employer branding. Similarly, 26.3% strongly supported the same. Neutral replies were obtained from 21.2% of the participants. Approximately 6% disagreed that HR tactics aid in enhancing employer branding, while 3% provided strong negative replies.  
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Figure 4.2.4.6: Impact of HRM on employee performance
(Source: Created by Author)
The above figure sheds light on the opinion of the participants about the significance of HRM in enhancing the performance of employees. in relation to this, the majority, almost 43% of the respondents provided positive replies. 31.3% strongly supported the same. Neutral replies came from approximately 16% of the participants. Negative responses were collected from only 6.1% of the respondents, while 3% strongly disagreed. Positive responses of most of the participants regarding the significance of HRM in enhancing the performance of employees imply that HRM practices of an organisation help to increase employees’ productivity. 
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Figure 4.2.4.7: Appraisal in HRM process
(Source: Created by Author)
Figure 4.2.4.7 represents the view of respondents related to the support gained from the appraisal system in the HRM process. In this case, 42.4% of the respondents agreed, while 37.4% of the respondents provided strong positive replies. In the case of neutral responses, 12.1% provided neutral replies. 4% disagreed that the appraisal system aids in the HRM process of an organisation. Similarly, strong negative replies were obtained from 4% of the participants. Positive replies from many of the participants indicate the significance of the performance appraisal system in organisational HRM processes. 
[image: ]
[image: ]
Figure: 4.2.4.8 Appraisal benefits
(Source: created by Author)
Performance reviews and assessments of employees, often known as employee appraisal, have several advantages for both the company and the individuals. Focusing on this, one question has been asked during the survey to gather participants' perspectives regarding the benefits of employee appraisal. From this, it is identified that among 99 participants, 35.4% and 40.4% respondents strongly agreed and agreed with this statement, and they also stated that employee assessments create open communication, acknowledge accomplishments, and corporate goals, help employees to get growth, engagement and also company success. Additionally, from analysing this it is also identified that among those participants 20.2% of respondents decided to stay neutral in this context whereas 4.0% of respondents strongly disagreed with this statement. 
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Figure: 4.2.4.9 Performance based
(Source: created by Author)
It is possible to assess an employee's performance based on their actions. Making educated judgments on promotions, incentives, and other awards can be helped by performance evaluation, which may additionally identify employees who perform well and offer comments for development. To get participants' viewpoints on the evaluation of employee performance-based, one question was included in the survey to focus on this. According to this, 27.3% and 39.4% of the 99 participants agreed and strongly agreed with this statement, respectively. During the survey, they also stated that every effort should be made to ensure that performance reviews are impartial, open, and founded on factual data. Employees can better grasp their job performance objectives with the help of managers' ongoing support and communication, which can also present chances for personal and professional development. Furthermore, the analysis of this revealed that, of those who responded, 24.2% chose to remain neutral in this situation, while 2.0% strongly disagreed and 7.1% disagreed with this assertion.
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Figure: 4.2.4.10 Employee engagement HRM 
(Source: created by Author)
To promote staff involvement within a business, HRM is essential. Employee commitment, motivation, and job satisfaction all increase when people feel involved in their work. By focusing on this, one question was designed to analyse participants' viewpoints regarding employees getting more engaged with HRM. By designing this, among 100 participants, 4.0% and 7.1% of respondents strongly agreed and agreed with this statement. During the survey, they also stated that some employees were focused to engaged with HRM. Among those participants, 41.4% and 16.2% respondents disagreed and strongly disagreed with this statement. It is also identified that among them 41.4% of respondents decided to stay neutral in this situation. From analysing this data, it can be stated that employees did not focus to get more engaged with HRM. It can be also stated that employees' lack of interest, motivation, or awareness of HRM's function and significance within their organisation may be shown by their lack of focus on becoming more engaged with HRM.
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Figure: 4.2.4.11 HR strategy for risk taking
(Source: created by Author)

While HR methods might indirectly affect an employee's capacity for risk-taking, it's vital to remember that each person's tendency to take risks is also determined by a variety of personal and environmental factors. One question was created with this in mind, focused on how participants felt about how HR strategy enhances employee risk-taking ability. By doing this, it was determined that 25.3% and 44.4% of the 100 participants agreed strongly and agreed with this statement. 2.0% and 3.0% of respondents among them disagreed and strongly disagreed with this assertion. Additionally, 25.3% of respondents among them elected to remain neutral in this circumstance, according to the data. However, from analysing this data, it can be stated that although HR practices can foster a risk-taking culture, it is crucial to remember that employees' unique personalities, motives, and prior experiences also have a big impact on whether they are prepared to take chances.
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Figure: 4.2.4.12 HRM and market competitions
(Source: created by Author)
By attracting and keeping top personnel, enabling employee growth, enhancing performance, encouraging staff engagement, and assuring efficient planning for succession, HRM helps a company gain a competitive edge. Utilising these HRM techniques, businesses can improve their capabilities, adjust to market changes, and maintain an advantage over rival businesses. Focusing on this, another quantitative research question has been established to analyse participants' perspectives regarding HRM market competition. Using this method, it was found that, out of 100 participants, 29.3% and 43.4% agreed strongly and agreed with this statement, respectively. They were severely disagreed with by 1.0% and 4.0% of respondents, respectively. Furthermore, the findings show that 22.2% of those who responded among them chose to be neutral in this situation. From analysing this, it can be stated that organisations that want to stay competitive in the market might benefit greatly from HRM.
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Figure: 4.2.4.13 HRM strategy and multilaterals
(Source: created by Author)
It was discovered using this method that, out of 100 individuals, 6.1%, respectively, agreed strongly and agreed with this statement. 36.4% and 15.2%of respondents, respectively, strongly disagreed with them. Additionally, the results demonstrate that among those who responded, 36.4% elected to be neutral in this circumstance. From analysing this part, it can be stated that most of the participants declined to agree that HRM strategy should be based on multilateral, 
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Figure: 4.2.4.14 HRM strategy and competitive advantages
(Source: Created by Author)
This technique led to the discovery that, out of 100 participants, 31.3% and 41.4%, respectively, agreed strongly and agreed with this statement. 10.1% and 1.0% of the respondents each expressed a strong disagreement with them. In addition, the results demonstrate that 16.2% of respondents among them chose to be neutral in this circumstance. From this, it can be stated that the right HR strategy can provide businesses with a significant competitive edge.
[bookmark: _Toc137466151]Results
In the context of the role of HRM in managing the continuously changing market scenario. In this context, it has been found that HRM helps in the planning, developing as well as administering policies of an organisation. HRM also aids an organisation to identify skilled expertise according to the changing market requirements. Efficient training and development programmes facilitated by HRM support the skill development of the employees. It has been also found that HRM enables an organisation to gain insight into the market movement and employee portfolio aligning with the demanding skill. Similarly, another participant also responded that anticipating future staffing needs is one of the significant aspects of HRM and this helps to adapt to change as well gain competitive advantages. 
In relation to this HRM also helps to lower employee turnover rate. Through the analysis of qualitative information, it has been also identified that effective HRM policies promote employee engagement that ultimately enhances the productivity of the employees. In the case of employee retention in this changing market dynamics, the role of HRM is vital. In the UK retail sector, there are effective recruitment and selection policies for attracting highly skilled expertise. Most of the employees have acknowledged the vital role of HRM for organisational success. 
[bookmark: _Toc137466152]Significance of HRM in present days 
Through the analysis of qualitative information, it has been found that efficient resource management, through efficient HRM policies, has become vital in the present day. Nurturing positive workplace relationships among employees has also become important in recent days and HRM aids in this context. Changing market scenario has enhanced the need for recruiting highly qualified expertise. In this context, the role of HRM is significant. In the selection of employees. HRM is also important in organisational decision-making as it helps to participate the employees in organisational decision-making. To ensure a smooth flow of transparency between employers and employees, the role of HRM is significant. In the qualitative information, it has been identified that most of the participants have focused on the role of HRM in employee retention in the present day. It has been also found that without effective HRM policies, in present days, it is not possible to enhance employee motivation as well as productivity. 
Organisational growth and competitive advantages largely depend on the effective management of human resources. The responses of participants also indicate that it is possible for an organisation to meet strategic objectives if the HRM policies of organisations are in line with organisational activities. Appropriate selection of higher-level managers is possible through an efficient recruitment procedure that guides an organisation towards gaining competitive advantages. 
[bookmark: _Toc137466153]Human Resources as competitive advantages 
It has been identified that the personnel management policies of an organisation help to gain competitive advantages. Employee engagement and motivation is the key to gaining competitive advantage through human resources. It has been identified if employers provide career development opportunities to the employees, employees get motivated which leads towards gaining a competitive advantage. Investment in the skill development of the employees to meet the needs of the changing business environment has become vital for organisations for gaining competitive advantages. Incentives, efficient performance evaluation systems, and opportunities for development motivate employees to stay attached to organisations that positively contribute towards competitive advantages. In the present business environment, employee satisfaction has been identified as vital. Hiring highly skilled experts as well as developing competency creates differentiation between the human resources of different market players. The development of competency of employees fosters innovation as well as creativity that leads towards competitive advantages. 
[bookmark: _Toc137466154]Impact of HR on organisations’ competitive strategies
The determined plans and actions that companies take to outperform their competitors in the marketplace are referred to as their competitive strategies. These approaches may differ based on the organisation's objectives, the industry, and market conditions. In developing and implementing these strategies, human resources are a key component. From analysing the quantitative data, it is identified that most of the employees agreed that HRM helps an organisation improve its competitive advantages. During the survey, it is identified that some participants stated that it facilitates organisational dynamics changes and guarantee that staff members can adjust to a changing environment. Some of the participants noted that HR strategies improve cognitive and teamwork skills among employees to produce successful performance. Additionally, it is also identified that It improves an organisation's capacity for both money and non-money matters. However, it can be concluded that the competitive strategies of a business are largely influenced by its human resource management.
[bookmark: _Toc137466155]The challenges and opportunities in association with the HRM to produce a well-developed competitive strategy in organisations.
A competitive strategy must be created and put into place within firms, and HRM plays a key part in this process. Throughout this procedure, it encounters several obstacles and chances. From analysing the primary data, it is identified that among those participants some of the respondents stated that composing and publishing job postings to draw in competent individuals for beginner and managerial positions at in-store locations. Monthly, quarterly, and yearly reports on staff turnover rates. By analysing the primary data, it is also identified that organisations frequently experience skills gap due to fast-changing business needs and technology improvements. This could be reduced by employing effective HRM practices. Besides this, some participants stated some challenges with associates with the HRM to produce a well-developed competitive strategy in organisations. It is identified that HRM must deal with issues including employee engagement, diversity, and inclusion, change management, the skills gap, and talent acquisition.
[bookmark: _Toc137466156]Discussion
The first study question revolves around the significance of HR in organisations. In this context, through the application of the mixed method in the case of the present study, it has been identified that HRM policies, recruitment strategies, performance appraisal, and increased risk-taking ability of the employees through HRM strategies, help an organisation in gaining success. Through the responses of the participants, it has been found that HRM policies are important in the present day to enhance employee motivation as well as employee satisfaction. The role of HRM is significant in bridging the gap between employers and employees.
The outcomes of this study under the 1st research question show the importance of HRM for gaining organisational success. As pointed out by Fenech, Baguant and Ivanov (2019), the HRM policies of an organisation aid in increasing employee motivation and employee engagement. This aligns with the outcomes of this study. This study has found that efficient recruitment procedure ensures that organisations can cope up with the changing business scenario. As argued by Saeidi et al. (2019), organisations need to understand the future needs of human resources in changing business environment. The responses of the participants indicate that HR strategy cannot influence employee retention. As contradicted by Strohmeier (2020), compensation and benefits policies designed by HR personnel of organisations aid in employee retention. This study has found that HR strategies contribute towards employers' branding. Fair and equal organisational policies contribute towards a good brand image of an organisation and help to attract efficient employees (Chadwick and Flinchbaugh, 2021). The outcomes can vary according to the changes in organisation type, size, location, and study method.
Identification of the connection between human resources and the competitive strategy of an organisation is the purpose of the 2nd study question. This study has found that there is a significant relationship between HRM and the competitive strategy of an organisation. Statistical analysis indicates that efficient HRM policies of an organisation help to gain competitive advantages. It has been found that HRM strategies contribute towards employer branding, evaluation of the performance of employees, training and development as well as staying ahead of market competition. The responses of the participants also indicate that in present days, the human resources of an organisation act as an efficient way to gain competitive advantages. 
As opined by Collins (2021), the skill-development of human resources of an organisation facilitates innovation and creativity. This aligns with the results of this study that an innovative mindset of human resources aid in gaining competitive advantages. As argued by Harjadi et al. (2020), external factors influence the competitive advantage of an organisation significantly. However, this study found, effective HRM policies of an organisation help to reduce employee turnover. The highly skilled expertise of an organisation has been identified as an important asset that is difficult to imitate (Azizi et al., 2021). Fair recruitment procedure through proper HRM policies enhances the brand reputation of an organisation that ultimately leads towards gaining competitive advantages. Ahammad, Glaister and Gomes (2020) stated a positive relationship between HRM policies and achieving organisational objectives. This also aligns with the outcomes of this study. However, outcomes can differ in case of changes in firm size, place, sample size, and study approach. 
The impact of HRM on innovation, cost-reduction as well quality of production in an organisation has been identified with the help of 3rd research question. In this context, it has been found that the skill-development of the employees contributes towards the innovative and creative strategies that ultimately lead towards competitive advantages. The responses during the survey indicate that performance evaluation offers cost-benefit to an organisation, as it identified skill gaps. Productivity, as well as the quality of work of the employees, improved through efficient HRM policies that aid in cost-reduction. Skill development also leads towards designing innovative strategies that reduce organisational cost and drive organisational growth. 
In-depth research has been done in the literature on how HRM practices affect innovation, cost-cutting, and production quality in firms. Much research has investigated the connection between HRM practices and innovation. According to research, specific HRM procedures may promote innovation within businesses (Peterson, 2019). For instance, it has been discovered that strategies like employee engagement, empowering people, development, and training, and encouraging management have a favourable impact on the outcomes of innovation. Similarly, Poucher et al. (2020) stated that by fostering a collaborative, risk-taking atmosphere where employees are encouraged to develop and put into practice new ideas, these strategies foster creativity throughout the company. By analysing both quantitative and qualitative data, it can be stated that it is significant to remember that various sectors and organisational environments might have different specific HRM procedures and their effects on innovation, cost containment, and production quality. It is also identified that the alignment of HRM practices with the overall business strategy and top management support are also important factors in determining their efficacy.
The focus of the fourth study topic is on the likely competitive tactics that firms deploy and how HR affect those strategies. The strategic objectives and actions that businesses take to achieve a competitive edge in their market or industry are known as competitive strategies. Cost leadership, distinction, concentration, creativity, and many other tactics are examples of these tactics. From analysing the current study, it is identified that to develop and implement competitive strategies inside firms, HR is absolutely essential. As mentioned by Abu Salim, Sundarakani and Lasrado (2019), to efficiently implement the organisation's competitive strategy, HR departments are in charge of finding and hiring workers with the appropriate qualifications. 
HR plays a role in the ability of the company to gain a competitive edge by locating and luring outstanding people. By analysing both qualitative and quantitative data, it is also identified that in order to improve the knowledge and skills of employees, HR is involved in creating and providing development and training initiatives. Similarly, Škudienė, Vezeliene and Stangej (2020) stated that these programs make sure that personnel have the skills they need to accomplish the strategic goals while also being in line with the company's competitive strategy. Again, it is also identified that when it comes to performance evaluations, goal setting, and reporting methods, human resources are essential. Similarly, Donate et al. (2020) stated that HR makes sure that staff members are focused on the company's strategic objectives by coordinating performance standards with the company's competitive strategies.
Strategic management is critically dependent on the integration of HRM with the creation of competitive strategy in firms. To achieve this alignment, HRM procedures, regulations, and initiatives must support and strengthen the competitive edge of the company. The potential and problems involved with aligning HRM to produce a competitive strategy are the subject of the fifth research question. Let's continue to research this subject. It is also identified that organisations face both possibilities and challenges when integrating HRM with the development of competitive strategy (Lee, 2021). On the other hand, Oehlhorn et al. (2020) identified that to overcome the obstacles, strategic HRM understanding, adaptability, change management, and efficient measurement are necessary. However, the potential is in smart talent acquisition, creating a high-performance culture, keeping important personnel on board, and encouraging organisational agility and creativity. However, by analysing both primary quantitative and qualitative data, it can be stated that businesses can improve their competitive edge and foster long-term success by strategically integrating HRM with their competitive strategy.
[bookmark: _Toc137466157]Conclusion
Examining the connection between HR practices and an organization's capacity to establish and maintain a competitive advantage is the main goal of the research on the intersection of HR and competitive strategy. This topic has been the subject of numerous investigations, the results of which have been quantitatively varied. It is significant to note that the conclusions presented here provide a broad review of the quantitative research conducted in the area.






[bookmark: _Toc137466158]Chapter 5: Conclusion and Recommendations 
[bookmark: _Toc137466159]5.1 Conclusion 
The ideas of HR and competitive edge are entwined in terms of management. The phrase "competitive strategy" refers to a company's long-term plan to outperform its rivals in the market. HRM, on the other hand, describes the process of motivating and advancing employees to meet organisational goals. According to research on HR and business strategy, managing people well is crucial for gaining a competitive advantage. By fusing HRM with business goals, companies can create a workforce that is educated, devoted, and eager to succeed. This could eventually lead to a sustained competitive advantage and greater opportunities to earn a considerable level of profitability.
 When an organisation is possible to experience a sustained level of profitability with resilient operational measures a strong HR management, that firms are capable are standing out among the other competitors. A company with highly motivated and trained employees may have an advantage over competitors because they can produce high-quality products or services. Nowadays, most businesses concentrate on using HR to gain a competitive edge. a company with an innovative and creative culture may have an edge over rivals by being able to develop new products or services. If a company wants to use its human resources to gain a competitive advantage, it must implement HRM procedures that are in line with its competitive strategy and enable it to hire and retain a highly skilled and motivated workforce. A company that values diversity may use HRM tactics that prioritise employee training and development to enhance the skills and knowledge of its staff. Businesses may not gain a competitive edge by concentrating on cost leadership if they employ temporary workers. However, the company might be able to develop differentiated strategies because of the workers' skill development. 
Additionally, it aids in raising employee motivation, which promotes job satisfaction and the associated competitive advantage. Not only the HRM is effective for organisation yet, but the recruitment strategy also remains beneficial to draw organisational effectiveness. Employer retention by HRM improves employer branding and performance as well. Employee appraisal is necessary though costly yet, it remains advantageous for the firms. Using an HRM strategy, the firms remain ahead of the existing market competition. Significantly, it is the HRM strategy that helps to secure a great level of competitive advantage in the relevant field of business in the market. 
[bookmark: _Toc137466160]5.2 Linking with the Objectives 
Linking with the 1st objective it can be stated that the HR function is responsible for creating and implementing policies and practices that support the organisation's mission and goals. This involves overseeing the company's workforce, ensuring that employees are motivated, engaged, and productive, and cultivating a dynamic and evolving workplace culture. The HR department of the organisation is solely responsible for the process of the reinforcement of the business market values along with the addition of the essential elements in maintaining cultural stability. 
Linking with the 2nd objective it can be reflected that the operation of the human resource management poses the most significant role in the increasing of the competitive advantage of the organisation. Another important competitive strategy that a company may employ in the human resource management operation is quality improvement. Quality improvement can be a powerful competitive tactic employed by human resource management for businesses looking to stand out from the crowd, increase customer happiness and loyalty, and achieve long-term success. 
Linking with the 3rd objective it gets clear that, the HR executive's effective strategies and internal promotion of less expensive raw materials can be used to launch e-training programs for the organisation's employees. This can assist in bringing down the organisation's overall production costs. HR operations also poses a core role in the promotion of innovation along with the inclusion of strategies concerning the cutting down of the cost of the operation within the organisation. 
Linking with the 4th objective, it can be stated that employers of the organisation can be encouraged for the adoption of an innovative and creative culture by bringing in workers with a range of backgrounds and perspectives. Innovation is the introduction of new products, services, or methods that provide customers with a unique value and give businesses a competitive edge. An organisation should make sure that its hiring and selection processes are clear, equitable, and transparent to draw in and retain the best employees.
 Linking with the 5th objective, it is stated that, the HR process should include job analysis, posting of job advertisements, screening, and short listing of applicants, holding of interviews, and reference checking. Businesses that take risks are frequently viewed as being more innovative and interesting places to work, which can help them attract and retain top talent. By allowing employees to work on novel, cutting-edge projects, HR departments can keep their workforce engaged and motivated. By providing opportunities for training, distance learning courses, and mentoring programs, employers can assist staff members in developing new skills and staying current with market developments. 
[bookmark: _Toc137466161]5.3 Recommendations 
The actionable recommendations have been driven to ensure the future success of the organisation in cutting down on the cost of the operation, attracting the best talents and assuring future organisational growth in building up the competitive strategies by HRM - 
· Employees require suitable compensation and a deadline to keep them motivated to work through the effective policies of human resource management or the HR Executives. As a result, it is advised that the company consult with its financial team and banking partners about crediting the salary to its employees' accounts on a specific date, which stimulates them to focus on boosting their productivity levels and enabling the organisation to gain competitive strategy.  
· Employees should have easy access to the human resource manager or team leaders. If they require support or are experiencing problems, they should be addressed as soon as possible. Employees might be motivated to perform better if a healthy working environment is established with sufficient safety precautions by the HR executives. 
· Both the organisation and the employees can benefit from using the most recent technology, such as big data analytics or AI, to monitor employee performance and address complaints because it can provide the most accurate results for planning the future course of actions regarding the organisational effectiveness. 
· In developing the quality of the production of the organisation, the HR executive should include pivotal strategies concerning the assessment of the capacity of the HR team, forecasting of the HR and developing the strategies to attract talent. The HR executives of the organisation should pose the utmost effort in reviewing and evaluating the crucial organisational requirement.
· Innovation strategies support the firms in mainly three ways that is by exciting the consumers, outperforming the competitors and further, developing of a newer portfolio of products.  As there exists to be excessive competition among the industries or the organisations only the innovation strategies remain helpful for the firms to not only outperform the competitors yet, also of standing out in the relevant field. HRM management supports the employees such that it can develop new innovative ideas which ultimately help them to bring major resiliencies to the organisational performances. The more the organisation stress on developing innovative ideas the more they can stand out well among the competitors in the industry field. 
· HR executive poses the core role reducing of the cost of the production with the optimising the cost of the workforce of the concerned organisation. This can be possible with the inclusion of strategies for the promotion of internal redevelopment. E-training programmes for the employees of the organisation can be initiated by the effective strategies of the HR executive along with the promotion of the less costly raw material within the organisation. This can help over the reducing of the overall cost of the production of the organisation. Along with this HR executives should increase the organisational investment for the deploying of the Robotic Process Automation (RPA) in the increasing of the organisational resiliencies.
[bookmark: _Toc137466162]5.4 Research Limitations 
Working on every little detail is essential when conducting any type of research. To complete the task with the utmost competency, the current academic paper also demonstrated the highest degree of diligence. Nevertheless, despite our best efforts, there were some flaws or limitations in this study. Only 101 HR executives were gathered by the author during the survey. It would have been simpler for the author to diversify the opinions and take appropriate action if the sample size had been larger. As the research has been successful to cover a survey of around only 99 therefore, the results have been restricted to only 101 HR executives. Again, if there had been more time, the author could have conducted more interviews or could have priortised the secondary mode of data collection methods. 
The author discovered during the literature review that many journals required a subscription to access them. The use of the organisational case to investigate the human resources impact over the competitive strategies was observed to be prominent in this study, to sum up. The author, however, was unable to access some of it because it was only available to authorised users and employees. However, by making use of that data, the research's focus could have been broadened and its objective would have been more clearly defined. As limited resources are reviewed there lied some of the key limitations to the study.
[bookmark: _Toc137466163]5.5 Future Scope of the Study
The study is open to additional perspectives considering its limitations. Despite the author's best efforts in the given circumstances, it can be said that future research can be conducted by prioritising a larger sample size respecting the survey method. Increasing the sample size would be offering a more diversified options that can bring about the best possible outcome. This research paper was specifically designed to gather insider information from the organisations regarding strategic HRM implementation including their presence to judge the competitive strategies. However, in the future, it may be possible to consider two or more organisations and the results may then be compared regarding how the strategic human resources are contributing to generate organisational competitiveness and competitive strategies in the market to generate overall effectiveness. 
The comparison can aid in understanding the best HRM techniques for long-term employee motivation and the organisation’s success to gain competitive strategies. The immense importance of the topic is thus understood in the current context, and the present study would provide fundamental knowledge of the subject for future purposes. In future only considering a secondary qualitative method yet, also a consideration of an enhanced version of interview process among the HR members would stand considerable to gather major successful results. Working on the gaps in the study would enable the author to open the door to the future success of the research’s key motivation.
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