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[bookmark: _Toc24583148]Introduction
At present, many companies seize the opportunity of market development, introduce advanced development technologies, and take the lead in promoting the development of the field. After years of hard work, they have become internationally renowned enterprises. However, in the process of development of many companies' human resources, they also encounter various difficulties in the management of human resources strategy (Syed & Kramar, 2017). The purpose of the report is to solve the problems about the management of human resources in organisation. Firstly, the literature of human resources will be described. Secondly, the current situation of human resources will be illustrated. After that, the strategies for improving the performance of organisation and employees will be discussed. Finally, the high performance working environment achieving will be given. 

[bookmark: _Toc24583149]Human resources in organisation
According to Torrington (2017), the human resources strategy refers to systematic analysis and evaluation of the human resource needs, status quo, supply and development trends of the enterprise depending on the enterprise development plan, so as to rationally plan the company's staffing, education and training, personnel transfer and related management policies.
The establishment of human resources strategic planning requires comprehensive and reasonable predictive analysis to ensure that there are corresponding personnel training systems in its early, medium and long-term development (Hook, 2019). And human resource management needs to develop a reasonable and standardized manpower management system, through internal training, rewards and punishments, etc., to activate the enterprise talent management plan, improve the enterprise talent management system, and thus exert the maximum potential of talents to ensure the human resources implementation schedule requirements. After that, companies need to balance their own development and personal development of employees (Bailey etc al, 2018). The company's development goal is to create the greatest residual value, so the company strives to reduce labour costs. However, employees are also measuring their value while creating value for the company. Besides, enterprises need to provide a good working environment, improve employee productivity, and maximize the interests of the company (Dowling etc al, 2017). In addition, companies should also pay attention to the family life and inner spiritual and cultural needs of each employee, and match the corporate goals and personal development plans to form a common growth mechanism.
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As the competition in the industry intensifies, the competition of each organisation is essentially the competition of talents (Sparrow etc al, 2017). Under the influence of today's rapid social development and personal ideals, employee mobility is getting higher and higher. In addition, leaders sometimes easily deny employees' labour results and fail to take advantage of their strengths. According to Dessler (2017), the factors of employee turnover are mainly the lack of corporate culture and the experience of employees to leave in order to seek better development so the company experienced a large number of people lost.

The company's talent recruitment right is not in the HR manager, which has formed a company leadership decision mechanism, resulting in the loss of some highly educated and capable talents and the loss of the company's knowledge costs. And the company's human resources recruitment process is not perfect, and some major mistakes occurred in some links, leading to brain drain (Hook, 2019). In addition, talent recruitment is not efficient enough to recruit the right talent.

The emerging industries that have emerged in recent years are e-commerce companies, and the age structure of employees is generally young. According to Boselie (2014), most of the employees are between 20 and 30 years old. Most of them enter the enterprise as soon as they graduate. Although the young generation of new generations has injected fresh blood into e-commerce companies, it has also brought many problems. Because these employees are basically just graduated or graduated soon after entering the company, there is greater instability (ibid). At the same time, due to the rapid growth of enterprises in the emerging industry of e-commerce, this has led to a sharp increase in the number of layoffs or digs. So dismissal and job-hopping have become commonplace in most companies (Brewster etc al, 2016).

Another major feature is the large amount of work information of employees (Hook, 2019). Most of the time employees are involved in the relevant work, it is difficult to take the time and energy to participate in the training related to their work. As a result, most employees lack work ability and related professional qualities. Although in recent years, most organizations have gradually recognized the importance of training, and have carried out corresponding training work. However, due to the lack of advanced training concepts and imperfect training content, the training effect is minimal. In addition, the spread of corporate culture not only allows employees to understand more corporate culture, but also gives employees a stronger sense of mission and honor, and a sense of collective, so as to better serve the organisation (Dessler, 2019). However, most companies neglect the training of the company's culture and value orientation. The training of employees stays in strengthening operational skills, but does not improve to higher areas, so it is difficult to achieve the desired results.

The advancement of people is inseparable from the dynamics. Similarly, the rapid development of enterprises requires a complete set of incentive mechanisms (Bailey etc al, 2018). As a general rule, a system of corporate incentives is very important (ibid). However, there are still many problems and loopholes in the incentive mechanism of most companies. Specifically, it mainly includes the reward and punishment system and the compensation system (Brewster etc al, 2016). First of all, most organizations do not have a mandatory reward and punishment mechanism for corporate human resources strategic management and planning. In other words, companies do not stipulate special rewards for actively participating in essential work and achieving excellent results in their work. Similarly, for those employees who are not keen or even able to do their jobs seriously, the company does not stipulate a corresponding punishment mechanism (Sparrow etc al, 2017). As a result, it is difficult for employees to generate high enthusiasm or enthusiasm.

Furthermore, the salary system in human resource planning is the key and foundation of enterprise growth and development, and it is invaluable in the growth and development of enterprises (Syed & Kramar, 2017). According to Hook (2019), the enterprise compensation system includes two parts: external compensation and internal compensation. External remuneration refers to the remuneration paid by employees, while internal remuneration refers to employee bonuses, benefits, allowances, etc (ibid). However, most of the company's compensation system mainly includes external compensation, ignoring the internal compensation management, which tends to lead to low employee satisfaction, which intensifies the labor-management contradiction and makes the enterprise fall into the dilemma of human resources. And the salary design principles are not appropriate. As one of the forms of distribution value, salary should be designed in accordance with the principle of distribution according to work, efficiency priority, and fairness and sustainable development. However, the current salary of most companies is designed according to the specific rank, and the degree of discrimination is not strong (Sparrow etc al, 2017). In addition, the use of the same set of compensation systems between different departments is likely to cause asymmetry in the rights, responsibilities, and rewards of different departments, employees, and individuals, seriously affecting morale and damaging work enthusiasm (ibid).
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First, establishing a dedicated human resources management department. Within the existing organizational structure system, a dedicated human resources management department is set up to perform functions such as recruitment, compensation and benefits, and personnel services (Dessler, 2017). In terms of working mechanism, HR staff can be stationed in other departments in various forms, specifically responsible for personnel management of relevant departments, and understand the human resources trends of the department.
Secondly, establishing a human resources management system. A good human resources management system guarantees that the company can have laws and regulations when it comes to human resource management. Based on the analysis and evaluation of the company's overall human resources status, the company has established a corresponding human resources management system (Brewster etc, al, 2016).
In addition, the promotion channels for talents will be provided and performance incentives will be improved, and a promotion culture with job performance and work ability will be created as indicators to achieve talents in the system. At the same time, in addition to administrative management positions, the construction of professional and technical sequences should be intensified, so that employees with a lack of administrative skills, but with a long-term skill, also have suitable development space.
Finally, strengthen the training of diversified talents. According to the company's development strategy, the recruitment of professionals in IT, logistics, finance, legal affairs and related fields should be increased in the future (Dessler, 2019). On the one hand, external talents such as talent market, campus recruitment, headhunting companies, and acquaintances can be attracted to attract external talents with high quality. On the other hand, we will increase the training of internal compound talents, cultivate compound talents from within, and tap the potential of internal talent training.
The development strategy of the entire enterprise must proceed from the overall situation, determine the macro development strategy, and then formulate a micro development strategy. According to Dowling (2017), the human resources management department shall conduct personnel selection, training and configuration according to the needs of different departments, formulate medium and long-term development plans for the company's human resources management, and establish a suitable unique corporate culture. On the one hand, a company's corporate culture is formed by the accumulation of people and the accumulation of long-term running-in. It is a potential cultural trait of an enterprise. This is obviously different from the serious rules and regulations of the enterprise (Bailey etc al, 2018). If the corporate culture is flexible, the rules and regulations are mandatory, but both are used to manage people. On the other hand, a company's human resource management drives a company's managers to consider the company's unique corporate culture. A good corporate culture can fully unite good employees, and jointly develop the wisdom and creativity that they should have, and attract all kinds of high-quality talents to keep moving closer to the enterprise (Boselie, 2014). Therefore, the human resources department should have two important tasks. The first is to continuously develop new human resource management strategies and implement them. The second is to form an excellent corporate culture and management culture based on the collection of such people. Combine institutional incentives with cultural incentives to promote the forward development of enterprises and the continuous improvement of personnel.

The company must break through the boundaries of the department in the management of human resources, and managers should not only focus on their own departments. The human resources department of the company needs to jump out of the restrictions of its own department, enter all departments of the whole enterprise, analyze the existing talent distribution of each department, make corresponding talent demand plans, and recruit talents according to the plan (Dessler, 2019). In this way, we can not only grasp the talent demand of the entire enterprise, but also raise the human resources management department to a new height, and truly make a due contribution to the development of the enterprise.
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To correctly implement the overall strategy of talent development, enterprises must first establish a corresponding concept of talent cultivation (Syed & Kramar, 2017). At the same time, competition, motivation and training should be added. Strictly control the introduction and elimination of employees. For the positions and salaries of employees, it is necessary to get up and down, and truly realize the development of talents.

First of all, the company must establish a correct concept of talent in talent management. At different stages of development and growth, the future development of an enterprise cannot be influenced by a certain talent in a certain position (Sparrow etc al,2017). Therefore, the company should not only emphasize the ability to rule the enterprise, but also highlight the role of the operator. It must also pay attention to the management of the management and the talents who master the technology, so that the wisdom of everyone can be concentrated, the collective wisdom can be exerted, and the overall function of the talent can be exerted. Second, establishing a talent competition mechanism. In order to make choices among many employees, it is necessary to inject appropriate competition mechanisms into the development, selection and use of human resources (Boselie, 2014). Only proper and fierce competition can test the quality of talents, promote the growth of talents, and truly select the talents that a company needs. To better solve this problem, we need to compete. Only in this way can the quality and ability be improved of personnel faster and better.

Moreover, the introduction of incentive mechanism is to improve the communication system with employees through the improvement of the salary and bonus distribution system, to stimulate the enthusiasm of employees, and to encourage employees to become talents in their own positions and even to cross different positions (Dowling etc al, 2017). For enterprises, the most useful incentives include salary incentives, spiritual incentives, emotional incentives, and adequate role models and exemplary incentives. According to Hook (2019), the most obvious aspect of salary incentives in employee management is the amount of money an employee sends. A good employee can get a higher salary in an ordinary position, while a normal employee, although in a good position, may not be able to get the same salary as an employee in an ordinary position. In the management of employees, it is necessary to fully embody the principle of benefit first and fully reflect the principle of distribution according to work (Foot etc al, 2016).
Spiritual motivation is to fully affirm the work performance of employees and enhance their sense of honour and participation (Harzing & Pinnington, 2015). At the same time, the company must adhere to the incentive mechanism of both mental and material, psychologically satisfy the needs of employees, stimulate the development of employees, and enhance the personal qualities of employees so that they can become talented quickly. Accordin to Dessler (2019), emotional motivation is also called respect and care motivation. In other words, to treat everyone fairly, perhaps each person has certain differences in qualifications, experience, and so on. However, for the leaders of the company, it is necessary to strengthen communication and respect with employees at all levels, so that the sense of presence of employees is stronger, and the creativity of employees is stimulated, so that they are scrambling and motivated (Hook & Jenkins, 2019).

Finally, the human resources management department of a company cannot simply recruit talents, but ignores the cultivation of talents. Strengthen the cultivation of talents in the actual use of talents. Establishing the idea of ​​using talents for talents and enhance the awareness of talent cultivation (Harvey etc al, 2014)). On the basis of the introduction of talents, the cultivation and use of talents will be strengthened, so that the introduced talents can quickly adapt to the development of the enterprise and quickly integrate into the corporate culture (Banifield & Royles, 2018).

If a company wants to invest, it must invest and be willing to invest. Enterprise investment should not only focus on hardware, but also on software. Staff training is an indispensable part of corporate investment (Torrington, 2014). On the basis of employees reaching a certain scale, build a staff training center belonging to their own enterprises (Nieto, 2014). Such as Facebook, establish their own company-specific training institutions, and cultivate their own professional talents for enterprises. In addition, talents in different departments need to be encouraged to become experts in their own positions, so that these employees truly become highly sophisticated personnel in a certain position. According to Kimball (2017), enterprises must come up with certain funds to encourage relevant technical personnel to carry out various studies and become experts in this field. Continuously encourage suitable employees to apply for the degree of the corresponding school to meet the complex talents needed for the development of the enterprise (MCB University Press, 1993). Enterprises can get the source of sustainable development and need a successful talent development strategy that needs to be people-oriented and different from person to person (Beardwell & Thompson, 2017). Through the development and utilization of human resources, discovering, using, and cultivating talents, the company's human resources are rationally allocated and fully utilized, allowing the company to remain invincible in the market competition.
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The development of an enterprise is inseparable from talent. Highly valued talents, recruiting the right talents, retaining talents and motivating talents are issues that most companies must think deeply. Under the new situation of international competition, if there is no core competitiveness, it is impossible to differentiate products, strategies and approaches, thus inhibiting the development of enterprises themselves and having a great impact on economic development.
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