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[bookmark: _Toc4952][bookmark: _Hlk102726711][bookmark: _Hlk102726743]Introduction																							          The company has just found that its people are critical to its success, and that each company only need one strategic resource. It has attempted to move away from transactional to strategic thinking, with the function head becoming a key member of the executive team. Businesses that wish to prosper in the twenty-first century must commit to employing the most effective operational and managerial practises. One of the areas that firms should focus on to build human capital competitiveness is human resource development. The Board of Directors of H&M must recognise that the firm's capacity to achieve the desired competitive advantage is contingent on the quality of its employees. The workforce suffers because of a lack of investment in employee training and development. H&M's Board of Directors' ability to attain its intended competitive advantage will be determined by the company's personnel quality. When firms fail to invest in adequate training and development, employee productivity decreases. H & M's human resource management methods and tactics must be integrated with its vision and objectives.  																				                                     Main Body	                      								The concept and drivers of employee engagement
[bookmark: _Toc4953][bookmark: _Hlk102726763]Employee participation is a work environment that provides the right incentives to employees, keeps them involved with the company's aims and values every day, and motivates them to contribute to its success. Employee commitment is founded on the confidence that the organisation and its members have in each other, as well as expertise, dedication to diverse areas, and communication. It increases corporate and individual efficiency, competitiveness, and well-being, boosting the odds of a company's success. It can be measured. It fluctuates between low and high.																															                                                                                                                                   Evaluates diagnostic tools to measure the engagement
There are several methods for assessing an organization's employee's attitude and level of commitment. As an appropriate approach, satisfaction, and comprehensive means of gauging personnel or employee efficiency, any strategy for evaluating staff commitment may be used. Such metrics will aid the organisation in identifying employee commitment and feelings about the firm.		
[bookmark: _Hlk102726802]		Training needs analysis
The retail industry has changed dramatically since the beginning of the century. H&M, for example, has indicated that it intends to hire 7000 more employees. This would be accomplished by growing into 33 new countries. Because of this strategy, H&M has positioned itself as a culturally diverse corporation. The McKinsey 7S model emphasises the need of attaining high levels of interconnection across a variety of internal organisational components, including strategy, systems, shared values, skills, staff, style, and structure. H&M will improve operational efficiency by investing in employee training and development, and this assumption is based on the company's premise that it will become more imaginative in its operations. Processes, design, and building are difficult parts of a company, but common values, style, abilities, and personnel are soft qualities.
[image: ]
Source: (Hanafizadeh & Ravasan 2011)										
[bookmark: _Hlk102726829][bookmark: _Hlk102726881]To achieve its goal, the board of directors and management team must ensure that the firm invests in human capital development. H& M will be able to identify the most important talents and knowledge among its employees, as well as comprehend the skills gaps in its workforce. The McKinsey 7S model will help the organisation build the most effective training and development strategy for its employees. When establishing an employee training programme, motivation is a vital factor to consider. Employees that are inspired are more likely to reach a set goal, according to Saad, Mat, and Awadh (2013). Employees are encouraged by a high level of professional knowledge and a desire to learn. To achieve its objective, a firm's board of directors and management team must ensure that the company invests in human capital development. Employees are encouraged by a high level of career awareness and a desire to progress. The expectancy theory instructs managers on how to increase employee motivation by changing their effort-to-performance expectations. According to Vroom's expectation theory, organisational leaders must drive their organisations toward the desired objectives by using the needed and desirable means.																											                                                                                                       Programme of work 												                                                                                                             Proposed training and development offer
To correctly position itself in the global retail sector, H&M must focus on enhancing the talents and knowledge of its staff. The amount to which the organisation succeeds in improving company performance is determined by its ability to identify the major areas of employee training and development. In today's business world, both the macro-environmental and micro-environmental business settings are characterised by fast change. As a result, the value of assembling a knowledgeable and experienced team cannot be understated. To thrive in such an environment, H&M must design a comprehensive employee training and development programme. Some of the components that the organisation should examine include improved technological capabilities, management skills, and leadership skills.											                                                                                     Management development, leadership, and technical skills
The development of exceptional leadership and management talents must be a top priority for H&M's head of training and development. Management development aims to align staff growth with the organization's goals. H&M will focus on management development to ensure that its employees have a diverse set of skills to do a variety of tasks. The personnel will then complete the allocated tasks effectively. Additionally, employees' prospects of achieving their professional objectives are improved. Investing in management training may help employees develop suitable problem-solving skills, improving their capacity to deal with stressful circumstances at work (Newton & Doonga 2007).																	                                                                                  Performance appraisal of H&M 
Reward management
Employee discounts, incentive bonuses, corporate sick pay, private health insurance, and a pension plan are all part of H&M's extensive benefits package. There are no sharing options. Titles and remuneration structures, according to the HR director, are not employed as motivational incentives. According to different types of workers on the careers site and in the yearly report, the main motivator is the job satisfaction. H&M's incentive management aligns with other HR areas including organisational culture, recruiting, and selection, as well as the company's overall HR strategy of "open doors," "job rotation," and so on. Personal growth is prioritised as a stated policy, with delegated decision-making authority and expanded autonomy for local parts of the organisational structure. Apart from monetary pay, "work happiness" has functioned as a drive for employees to go above and beyond to assure client pleasure and higher sales. The company's success has been attributed to its decentralised decision-making process and employee empowerment (AR12008). Extrinsic motivation has been given less relevance and priority than intrinsic motivation strategies (Armstrong (2006), p.254). Leadership, employee voice, recognition, accomplishment, and other work environment-related variables have been included and applied into HR policy.
[bookmark: _Hlk102729839]Performance Management
[bookmark: _Hlk102727048]To achieve organisational success, H&M has developed a holistic and integrated strategy to increasing employee performance (Armstrong (2006), p.115). H& M employees have been reminded that their personal development and the company's performance are intimately linked (AR1 2008, p.34). Shop managers must go through the process of daily business evaluation with their subordinates as part of the performance management activity. H&M has recognised the benefits of such a practise by including a system in which management and their staff communicate and agree on what needs to be done and how it should be done (Armstrong 2006, pp.499-513). They may plan, prioritise, and expand their sales personnel in a customer-focused environment (AR1 2008, pp.31-36 and Careers Site). A shop manager at H& M oversees the store's daily operations, almost as if they were running their own company (AR1 2008, p.34). A significant part of the company's effectiveness is the HR method of dispersing responsibilities for managing the shop's activities.																																														                                                                                                                                      Risk management
H&M should be mindful of the various dangers that might derail the project's implementation when conducting the people training and development programme. One of the threats that the corporation should be aware of is a lack of adequate financial and human capital resources. Due to a shortage of resources, this danger may escalate. Furthermore, some of the funds set aside for staff training might be transferred to other uses. H&M should be proactive in dealing with budget constraints, such as allocating a large amount of money to employee training and development every year in its budget. Because employee training is so important, the corporation should set up a contingency fund to offset any budgetary deficits. In contrast, H&M should consider outsourcing its human resource management.																					                                                                                                    Conclusion and next step														   				                            		To recruit the finest in the industry and talent, an organization's objective is to get a competitive advantage over its competitors. Because new recruits own the company as much as the company owns them, a successful employee value proposition promotes morale. The management must therefore maintain a close watch on the plan for bringing in new high-energy employees for the benefit of the entire workforce. The principles and motivations of employee engagement are examined. In order to evaluate their success, the organisation must also give diagnostic tools to assess engagement. These are the steps and needs for delivering a great and consistent employee value offer. The previous research shows that the efficacy and efficiency of H&M's human capital will influence its future success. Following that, a thorough employee training and development programme should be part of the company's strategic human resource management practises. Due to a lack of investment in personnel training and development, productivity will suffer due to poor motivation. Furthermore, the business will be unable to adapt to current market conditions. To effectively implement the training and development programme, H&M should ensure that workers are suitably involved in the establishment of the employee training process. This stage will assist you in comprehending their needs. The training and development programme will then be established in accordance with the personnel's personal growth and organisational goals.																			Reference:
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