Human Resource Management 12






HUMAN RESOURCE MANAGEMENT
Monica Maria Panetta



University of Wales Trinity Saint David
Hossein Shokri
General Management
Human Resource Management
06/09/2021










Human Resource Management
Human resource management can cause challenges for businesses. All organizations use different capitals to ensure that their companies thrive and succeed in the business world. Human resource management refers to employing individuals, training them, and managing them by developing policies (Armstrong, 2006, n.p). Over the few years, HRM has undergone numerous changes that are important within the organization. The process and roles of Human resource managers have advanced over the few years due to globalization and technological advancements (Bach & Edwards, 2013, n.p). Human resource is generally defined during hard times instead of on good occasions of the business. The function of Human resources is to ensure there is a free platform that provides that all the departments work under regulations and policies of the organization. International human resource refers to the process of allocating, procuring, and using human resources in a multi-billion company. There has been an increased need to manage and elaborate the global employees (Armstrong & Taylor, 2020, n.p). Efficient management of international employees is a significant determinant for the failure and success of international businesses. 
Managing human resources in organizations that do their businesses internationally requires cultural understanding and responding to quickly dynamic environmental changes. According to Pucik and co-authors (2017, n.p), IHRM ensures an essential role in managing the employees that exist in different countries and geographical locations. Advanced technology and an increased global network have provided effective management among employees from separate locations (Torrington et al., 2020, n.p). An international company depends on how much the company has roots across the world away from the home country. This report will analyze various issues in HRM and IHRM of different organizations to ensure adequate and design implementation of procedures. 
Importance of HRM
In any organization, HRM/IHRM plays a critical role in ensuring high performance within the organization. The significant function of HR is to recruit the potential personnel in the organization for success; the workforce employed in the organization plays an essential role in the company's success. The HR department is also in charge of educating and training their employees, thus equipping them with the required skill to ensure high performance that meets the consumer's demands and needs. HRM provides an effective employee-management relationship within the organization; this is one way to increase efficiency and productivity (Bach, 2009, n.p). HR managers are also in charge of handling the benefits and compensations of their employees. 
Performance management in the organization entirely depends on the compensation strategy developed by the HRM.  HR managers are essential as they manage the company's approach to ensure that it reaches its targeted objective within a specific time (Gibb, 2011, n.p). HRM also works to reduce retention and recruitment costs by negotiating with the existing employees to increase their performance. IHRM/HRM is also responsible for resolving conflicts within the organization and ensuring that all the employees are satisfied with activities taking place in the organization (Schuler et al., 2011, 509). 
IHRM works to ensure that they foster global collaboration among the employees and the consumers. Human resource professionals are becoming more general as more companies are becoming international. HR focuses more on ensuring that the employees are working effectively together as teams with different geographic locations (Schuler et al., 2011, 512). IHRM works to ensure that they address other countries' labor laws that revolve around the employees. The management should also remain sensitive to cultural differences that might offend workers from a particular country.  Team diversification plays an essential role in manage employees in the international business environment.
Areas in HRM/IHRM
All HR management teams face various challenges in running multiple activities in the system and department for consistent policies across the organization. Some issues face the department's management system to ensure the smooth running of activities within the organization. 
Staffing: Retention
Most people think that the primary purpose of HRM is to employ and recruit employees within the organization. Employee retention in the company refers to the management's ability to retain their workers to ensure a smooth activities flow (Pilbeam & Corbridge, 2010, n.p). Top performing employees and low performing employees are drawn and differentiated within the organization. The retention process in the organization should target contributing, valuable employees within the organization (Bach & Edwards, 2013, n.p). Employee turnover is an issue that has not been resolved in various aspects. Some of the unresolved problems affecting retention include poor employee-manager relationships, morale, absence of clear paths, and other factors. Most employees seek other job opportunities when they feel that they lack job satisfaction and there is no commitment by the organization (Holbeche, 2009, n.p). Payment plays a role in employee turnover, which in turn affects employee retention. In any organization, the primary function of HRM is to ensure there is a reduced employee turnover within the organization. The cost of replacing employees in the organization is assumed to be high compared to retaining the current employees. 
According to Armstrong (2016), employee retention is an essential factor to consider in the company. In the tight economy, most technological organizations compete for high talent in the market. With the development of numerous companies, employee turnover keeps increasing daily, which calls for Human Resource management to ensure they retain their best talents within the organization (Bach, 2009, n.p). Employee retention begins with recruiting the best skills within the organization and managing the application papers to have the best (Pucik et al., 2017, n.p). The IT industry is known to employ the best and the highest number of talents within their sectors. 
HR effectiveness measurement
HRM ensures that employees are motivated, maintained, and well staff to deliver quality services for consumer satisfaction. The company's general management measures the performance of HRM within the company in the different spheres revolving around employees. There are various criteria used to measure the effectiveness of HRM within any organization. Some ways to measure the employees' effectiveness include; employee morale, satisfaction, profitability, labor turnover reports, Recruitment cost reports, and cost-effectiveness. Recruitment cost reports show the cost of different categories of employees within the company and compare the categories' results over time. An increase in recruitment cost over the years indicates that the HR department is inefficient, while the reduction on the index shows that HR management has succeeded in their operation. 
A labor productivity report is used to measure the effectiveness of the HR department as it depends entirely on the efficiency of the labor and other factors (Armstrong & Taylor, 2020). The personnel department takes the more significant role of ensuring that employees remain responsible for maintaining an efficient working environment.  The labor productivity index depends on comparing the labor efficiency of various departments within different periods (Storey, 2016, n.p). The falling of labor productivity suggests a failure in the HRM department, and an increase in HR will show efficiency in the organization. Labor turnover reports are also crucial in measuring the effectiveness of the HRM department within an organization (Bach, 2009). Labor turnovers are used to measure the number of people who leave an organization within a period. Increased labor turnover shows that the HR department has failed, while reduced labor turnover indicates success in the HRM policies (Harzing & Pinnington, 2010, n.p). 
The morale of the employees indicates the effectiveness of the HR policies developed within the organization. Enthusiasm reflects the mental state while working in an organization. A worker's morale is depicted from their satisfaction and happiness while working (Rao & Teegen, 2009, n.p). The efficiency of the Human resource department depends on the high confidence of the employees, while poor morale indicates that there is a failure in the department. Poor morale is speculated through accident records within the company, low-level outputs, and increased turnover. 
Leadership Development
Investigation into the HRM practices of productive associations has shown that they basically beat their buddies as a money related advantage by following the drive improvement practices talked about in this paper. The HRM limits in these associations work on a synergistic model with their likely directors, which infer that the individual advancement is not given to the HRM work or the pioneers alone (Bach and Edwards, 2013, n.p). Considering everything, the probable bosses are recognized, and subsequently, their show is associated with engaging and reinforcing others to work hard into bigger and top chains. Assessment concerning these effective affiliations has shown that individuals on the board in these affiliations are first rate. The contributing segment that disengages this relationship from others is that HRM understands that it is essential part by enlisting different stages for the employees. 
The other factor is that the trend-setters in these associations are depended upon to have scopes of capacities that match the necessity for changing in accordance with the challenges of the 21st-century business scene (Holbeche, 2009, n.p). Thusly, these associations groom the heads of things to come straightforwardly from the focal organization level. Leadership within an organization ensures a combination of abilities that will train and nurture employees to deliver quality services. HRM works with the top leaders within the organization to ensure that they have effective services, relationships, and employees to increase its revenue. 
The primary role of any leader within the organization is to inspire, manage resources, and develop strategies within the organization. Effective leadership is essential in HRM. It is necessary to understand that there is a need to have influential leaders within the organization. Leadership is critical as it influences others in the team. HR managers are in charge of creating great leaders within the organization as they outline the challenges and successes of the business. The leaders' commitment will ensure high performance as it influences other employees and teams (Gibb, 2011, n.p). When selecting leaders, it is essential to align the capacity of the employees with the organization's resources and strategies. Planning in the department plays a critical role in ensuring that there is effective leadership within the organization. Planning is an essential strategy that the HRM should employ to ensure they understand the outcomes of the business strategies. It is crucial to identify potential leaders in the organization. The critical objective requires possible leadership selection in the organization. Employees with great potentiality can be selected without any bias. 
HRM Concepts
Some theories and concepts help address the issues outlined in the HRM system that ensures effectiveness in the organization. The ideas that address these issues ensure that the HRM department efficiently delivers quality services to the organization and its employees. There are numerous similarities between HRM and IHRM at the international and national levels (Boxall & Purcell, 201, n.p). HRM takes place at the federal level, while IHRM takes place at the global level. IHRM chooses to ensure that it manages employees all across the world. IHRM is more complicated than HRM strategies as it is greatly affected by external factors affecting the business. Employees under IHRM use an international electronic system to ensure they undertake their daily activities. 
Harvard Model
The Harvard model entails five components that outline various activities that should take place in the organization to ensure effectiveness.  The model is also known as the influential model, and it is highly associated with soft HRM; it entirely focuses on the employees, organizational commitment, and health of the employees.  It is a model that defines the existing interaction between the external and internal factors that influence HRM (Rao & Teegen, 2009, n.p). The model understands those various stakeholders and includes creating HRM policies that will reflect the groups' interests. Shareholders are more concerned with the company's finance and need assurance of the growth of the business. The management would want to see that all the goals and objectives are met at the stipulated time, as Storey (2016) indicated. The model begins with the organization's stakeholders, including the management, shareholders, government, employees, government, and others.  The employees are some of the stakeholders in the business, and they have their interests, including a better workplace, good insurance, and job security (Holbeche, 2009, n.p). This component focuses on interacting and combining the stakeholders' needs in developing HRM policies within the organization. Situational factors also affect the interests surrounding the HR model. Some of the situational factors include training, reward system, retaining, and recruitment. Using the Harvard model well ensures that there is a positive outcome within the organization. The positive results from the HRM policies will ensure that the company succeeds over a longer time. This model works to ensure that it resolves the issues in labor performance and retention within the organization.
Michigan Model
This model is also called the matching model; it is an example of hard HRM. This model holds the least humanistic view in the HRM department. It is involved in the strategic HRM applied to implement strategies in the business objective and corporate management goals (Hewett et al., 2018, 129). The model states that the Human Resource system and the company's structure should be managed in a certain way that aligns with the organizational objectives. This model outlines the various achievement of the organization's goals in terms of productivity and efficiency with the required profits. It is essential to understand that the model does not entirely focus on the employee's training, development, and welfare. Employees are the tools that help a business meet its business strategies and commercial targets. 
Standard Causal Model
This is one of the best models for the HRM system. The model indicates a causal chain that begins with the company's strategies and ends with the HR processes and activities with increased financial performance.  The model shows how HR activities are aligned with the organization's strategies, which ensures business performance. HR remains effective when the system and processes align with the objectives of the organization. This is therefore derived from the general strategy. 
The HR, the executives, follows the HR strategy. Models join enrolling measures, getting a ready, assessment, and pay. These HR practices lead to explicit outcomes. These HRM results show this approach to deal with internal execution. Models join helpfulness, headway, and quality (Bach, 2009, n.p). These outcomes lead to monetary commission (benefits, financial turnover, better edges, and ROI). Two interesting associations are the unmediated HRM sway, which shows that some HR practices can deal with internal execution. For instance, fitting arranging can straightforwardly accomplish better execution without influencing HR results on a central level. The turned causality in the model shows that discontinuously a more grounded cash related show prompts more pay in HR practices and better HR results. Right when execution is strong, experts are consistently more associated with a HR result (Hewett et al., 2018). This shows that the relationship in the model is not, generally, unidirectional. If all else fails, this Human Resources model shows how HR system is characterized and the impact of HR on inside measures and monetary aftereffects of the business.
The Guest Model
This is one of the models that ensure there is a developed claim for the management of the employees. The model argues that the HR manager can create strategies that require high practices executed with the results. The model outlines six components that derive administrative services: behavioural outcomes, performance results, HR results, HR practices, and financial consequences (Bach & Edwards, 2013, n.p).  The model is essential as it will ensure that the organization highlights the various ways to ensure success in the business.  This model helps analyze the employees' abilities and find ways to promote them and retain them. 
Conclusion
HRM plays an essential role in ensuring that all the employees are satisfied and provide high performance by the business. Emerging advanced technology ensures that companies can hire employees from different locations to meet the demands and needs of the company. A diverse international workshop calls to understand numerous issues that provide an innovative environment that remains productive. HRM department employee's methods must ensure that the employees and the business strategies align. HR managers must understand the existing labour laws from different countries and locations. High performance within an organization's HR department plays an organization ensuring high maintenance within the organization. 
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