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Introduction
In any organisation, the entire field of HRM is one of the most effective parts of a business which has performed a number of significant responsibilities which help the organisation to grow in a significant manner. According to Aust, Matthews, and Muller-Camen (2021), the aspect of HRM mainly comprise the practice of hiring, recruiting, managing and deploying the employees of the organisation. In other words, it can be defined as the form of effective management of the people across an organisation. The aspect of HR is becoming more necessary for the organisation after the raising of globalisation as the management of the global team is one of the most effective challenges for organisations significantly. The main purpose of this study is to provide a clear understanding of the challenges faced by both fields HRM and IHRM. On the basis of findings, some effective strategies for human resources have been proposed as well as a particular strategy which is the most effective has also been evaluated which can help organisations to overcome such issues significantly.  
[bookmark: _Toc113276285]Systematic understanding of current issues in HRM and IHRM 
The entire period of the pandemic was considered the most difficult time for the professionals of human resource management as they needed to deal with a number of challenges at this time (Butterick, and Charlwood 2021). This effective situation is not solved yet which carries forward all the challenges in a significant way. Both the field of HRM and IHRM are facing many similar kinds of challenges which lead to a serious concerning factor for them and also effectively breaks the overall flow of business as well. The challenges are much more similar in the field of IHRM as the entire world is in a kind of the same situation. In the field of HRM, the most significant issues are discussed as follows: 
Retaining employees
The advancements of technological advancements have effectively developed grounds for the regular skills for the up-gradation of the employees most importantly for the senior workforce (Papa et al. 2019). The HRM department needs to identify the entire field of the skills which are revamping or not along with the identification of the employees who are struggling to cope with the new forms of technology that help the organisation to grow. Moreover, cultural factors are also much more relevant aspects for developing awareness along with sensitivity among the employees in this given period of the globalisation of employment significantly.  
Employee well-being and workforce adjustment
The entire uncertainty of the pandemic of COVID-19 has effectively impacted the overall mental health of the general public which is another major challenge for the HRM as the productivity of the employees and the mental state have influenced the overall performance of the company (Carnevale, J.B. and Hatak 2020). The huge layoffs signify that the HRM has to readjust the entire hierarchical structure of the workforce along with the work which helps to boost the motivation of the remaining employees by providing a better environment along with incentives. 
Increasing conflicts of work-family
Due to the model of remote working, most of the employees faced a number of challenges as a result of household work as well as increased worry about the health and safety of the families which presents a serious challenge for the HRM while the creation of the policies of remote working as they need to consider all the home situations for the different policies which are effective enough as well as ensure high performance significantly. 
Challenges of remote on-boarding
Hiring of the new employees during the lockdown is another effective challenge in the field of HRM which keeps them engaged before joining the use of software and tools by the company. The professionals of human resources need to create a strong blueprint which helps the new members to adjust the organisational culture, meet with colleagues and also form a strong professional connection with the managers to supervise remotely as well as understand all the strengths and weaknesses of all the new hires as well (Jeske, D. and Olson 2021). 
Acting Swifty:  Since the majority of the entire global workforce for the first time is mostly working remotely, the HRM professional needs to rapidly resolve all the issues so that the employees, even executives and mid-level managers raise daily (Blöndal 2021). Most of the issues are new for all HR professionals and they need to train themselves significantly for an effective outcome.
Skilled employee finding
The findings of skilled employees are one of the most effective fields at this time as a steering competition across the market can be observed which can effectively lead to a significant challenge among the HRs as finding the skilled employees being the most vulnerable thing in this time (Okay‐Somerville, and Scholarios 2019). Finding the appropriate employees and retaining them is a global challenge which is faced by most HRs on a global base significantly. 
Training of the employees
The training of the employees is another most effective challenge which is faced by the HRs on a significant basis as due to the remote work culture the understanding of the actual situation or context of each of the employees gets hidden which leads to to a number of challenges for the HRs and they are unable to get a clear understanding of actual gaps which may directly impact the overall performance of the employees as well as impact their productivity also (Piwowar-Sulej 2021). Moreover, this also can lead to a gap in engagement among the employees which is also not effective enough for significant growth and development. 
These kinds of challenges are still on-going issues for the HRMs in the field of IHRM as well as also impact the factor of employee retention as well. These challenges are very effective which is a serious concern for the employees and needed to be overcome through leadership skills. 
[bookmark: _Toc113276286]Outlining of the detailed and appropriate Human Resource Strategies
A number of strategies and tactics are much more required in this field which may help the organisation to develop a strong field of overcoming such challenges significantly. Here are the most three effective strategies of Human resources have been introduced below: 
[bookmark: _Toc113276287]Change management 
The concept of change management is mainly a systematic application approach for dealing with the transformation and transition of the process, goals and technologies of the organisation significantly. The purpose of change management is mainly used to implement strategies which are effecting change, help the overall change as well as control the change for a successful adaptation of change significantly. In other words, change management is mainly a careful and structured approach for making sure that the overall changes are implemented smoothly as well as a number of lasting benefits are also present here which mainly focus on the individuals along with the team transition towards the new situation (Sung, W. and Kim 2022). It has enough potential to drive a successful adoption along with usage of the change across the business which allows the employees to commit and understand their shifts as well as help to work effectively during this. In the field of change management, there are a number of challenges which are mostly faced by HR professionals. According to the theory of situational leadership, leaders need to change their skills and behaviours accordingly for a significant outcome. 
In the case of this situation, the implementation of remote working culture is one of the most effective changes which require a number of different strategies or methods along with changes in infrastructural change (Wuryani et al. 2021). The use of change management in an appropriate way can effectively help the HRM to use the overall field of remote work culture which is the most effective challenge in this field. In both the cases of HRM and IHRM, this effective field is much more helpful to gain more competencies for this organisation. 
[bookmark: _Toc113276288]Staffing: Retention 
The concept of employee retention is one of the most effective parts of organisational objectives of keeping skilled and talented employees as well as reducing turnover by fostering a positive atmosphere of work for promoting more engagement and showing appreciation towards the employees as well as providing much more competitive benefits and pay along with a healthy and balance among the life and work significantly (Vu, and Nwachukwu 2020). An effective field of employee retention can effectively save the organisation from the aspect of productivity losses. The field of high retention across the workplace has effectively tended to employ more than engaged workers. Engagement of the employees is much helpful to improve the overall relationship among the customers along with the teams which are needed to coalesce as well as tend to be more productive. The entire field of employee retention works effectively through strong motivation skills which can be grown only by HRs. According to the theory of Maslow's hierarchical needs, there are five kinds of needs mostly by the employees which helps the organisation to get a strong field of employee motivation that directly leads to retention at a higher level as well (Hopper 2020). Each of the needs of this hierarchical structure is much more effective and helpful for the HRs to maintain employee retention.

Figure 1: Maslow’s Hierarchical needs
(Source: Self-created)
According to Fahim (2018), the six most important factors in the field of employee retention are respectively; acknowledgement of the work, culture and people, providing meaningful benefits, workplace environment, on-going training, and most importantly alignment of the values and mission significantly. These overall methods are one of the most effective parts of a business. 
The main challenge which has mostly arrived in this situation is a huge gap in employee retention as the mode of remote worker culture creates a number of conflicts among the employees that can be reduced through this method significantly. This strategy can work for both the HRM and IHRM which can effectively help them to manage conflicts among the employees which may help them to higher employee retention significantly which is much more required in this time. The field of employee retention has also been beneficial for the organisation as it helps to reduce the total employee turnover which helps maintain financial stability significantly as well as prove the effectiveness of the HRs as well. 
[bookmark: _Toc113276289]Leadership development 
The development of leadership is one of the most effective parts of the entire field of HRM. According to Leroy et al. (2018), leadership development is mainly a set of activities which mainly prepare both future and current leaders for performing in an effective way across their roles. It effectively enables the employees to improve their skills in different areas like project management and decision-making significantly. A manager who doesn't have those much stronger leadership skills is effectively struggling to retain and attract employees who are performing highly. According to Omar (2020), the form of development of effective leadership can effectively create a much higher level of accountability in the field of leaders. According to Subramony et al. (2018), the development of leadership is one of the most effective parts of any business which can directly lead to a smooth drive of the business process and growth in significant way. A well-developed leader can take responsibility for the mistake and effectively encourage others to learn significantly. In other words, the importance of organisational leaders is effectively bolstering teamwork, setting reasonable objectives, and promoting cooperation by the development of the most unique skill set which has been found across the team. The entire field of leadership development is effective enough for the overall development of the internal factors as well which helps to maintain the flow of the business in a significant way.  For HR, it is one of the most effective fields which help the HRs to maintain a significant infrastructure development and management of each of the employees which may help them to certain challenges in a significant way. The challenges faced by the HRs are the basic challenges which are the most concerning factors to them and need to be resolved on priority through gathering more skills and abilities in the field of leadership as well. 
[bookmark: _Toc113276290]Demonstration of the chosen strategies 
Among the above-mentioned strategies, the method of leadership development is one of the most effective one as it comprises a significant part of the entire field of HR. The entire field of leadership development includes a number of certain things from employee retention to change management along with employee management to team management which is considered as the most basic parts of any business for conducting a smooth process. Moreover, the entire field of leadership development helps the organisation to get significant skills development which helps them to manage both the internal and external factors that can lead to challenges as well. Through the development of leadership, strong motivational factors are also induced in an individual which helps them to feel the employees are more engaged, valued and respected among the team which effectively higher their productivity level significantly as well as can bring a significant change in the field of performance as well (Caligiuri et al. 2020). This entire field leadership development also has enough potential to get significant growth in the field of business which can effectively manage the conflicts among the employees as well as can help the employees to be in an appropriate way significantly. 
By the development of effective leadership skills, one individual is effectively able to get significant growth in both personality and professional skills which may help them to be more effective as well as enhance their skills to manage a team which is much more effective for the field of HR as well. Overall, it is much more clear that to overcome this crucial situation of current issues faced by the HRMs, this can be the most effective method which may help them to balance the overall situation effectively as well as has enough potential to get a suitable environment. 
[bookmark: _Toc113276291]Conclusion 
The entire study is effectively briefing about the entire field of HRM and its challenges which provides a clear understanding of the entire field.  A clear understanding of the challenges can help to find the gaps in the entire module. Moreover, the proposed strategies of this module are also much more helpful for the organisation which may help them to get significant growth and strong overcoming as well that can effectively help the entire business system to be more productive. Moreover, with the help of different theories and models, the understanding of the overall method gets clearer to me which is much more significant to provide a clear visualisation as well. In the entire study, it can be concluded that both the HRM and IHRM need to concise a significant way of their own skills development which may help them to grow in a significant way as well as help them to get a significant establishment across the market. By the implementation of the above-discussed methods, they are able to get a huge bump in the challenges field which may help the organisation to get a stronger development of team management significantly. 
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