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Executive summary 
This report is mainly prepared to analyse issues and challenges of human resource management in a competitive market. As it is observed that different organisations have different strategies along with facilities for their employees to return and attract other organisation employees. Thus, an organisation should provide more facility and value to their human resource as compared with their competitors to return to the organisation and improve their sustainable growth. Sustainable growth of any organisation depends on the relationship with different stakeholders such as employee’s consumers and suppliers. Satisfied and returned employees are more efficient to provide better satisfaction to consumers as compared with unsatisfied employees. 
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[bookmark: _vkua12dyaxfe][bookmark: _Toc100237398]Introduction
Human resource management refers to the process of acquiring talented and skilled men resources for performing different types of management and operating activities of an organisation. This report is prepared to analyse different human resource strategies along with the principles of human resources implemented by different organisations to improve productivity and efficiency at the global level. On the other hand, some human resource issues are arisen due to covid-19 in different types of business organisations. An organisation is required to maintain an effective human resource process to ensure employee retention along with better productivity in a competitive market. Therefore different human resource models are also discussed below that should be implemented by an organisation to improve their productivity and retain employees. 
[bookmark: _ywdldogdwnv8][bookmark: _Toc100237399]Human resource issues and challenges
Management changes: it is observed that an organisation may face different types of issues to manage changes due to any geographical and strategic issues such as covid-19. Covid-19 harms the management of employees and the performance of human resources at a global level. As it is observed that due to covid-19 different organisations have stopped their business process and shifted to their business on remote working systems. As opined by Aburumman et al. (2020), the remote working system is different from the traditional working system in organisation as in the traditional working system employees interact with each other and share their feelings and ideas to perform business tasks. Thus, in the 19 different managers and leaders are faced with the issue of developing coordination and communicating with different levels of employees to perform different specific business tasks. 
[bookmark: _z5tefmahagds]Workforce and training development: training and development procurement for an organisation is a significant factor to boost its resource management. An organisation is also required to provide training on latest business procurement and methods that assist organisations to enhance their product activity and efficiency in a globally competitive market. As argued by Mousa and Othman (2020), nevertheless, in the co-ed 19 different organisations are issued to provide training and development to their employees due to a lack of physical interaction between training managers and employees. Whereas digital training procurement is also provided by different organisations to perform business through remote working systems, nevertheless employees are required to have the technical knowledge to acquire "skills and knowledge" through "digital training procurement". 
The issue of adopting innovation: latest innovation has played an initial role to boost organisation productivity and efficiency while performing different tasks such as manufacturing marketing. Never the layers and organisation may face different types of issues to adopt innovation such as financial is along with skills and knowledge issues to implement at different levels of employees. As argued by Pak et al (2019), in the Covid-19 pandemic, it is observed that different levels of global organisations adopt digital innovations to perform business staff through the approach of remote working systems. It is observed that an organisation may also face issues to adopt innovation due to the need for proper knowledge and skills on that innovation. 
Apart from this, an organisation may face other problems to maintain proper human resources in the organisation. Other issues may face challenges to higher and retaining talented and skilled employees in organisations. As stated by Chams and García (2019), HR managers are required to hire highly talented and skilled employees at a low cost which makes the recruitment process too difficult and complex. Further HR managers are also fresh challenges to make the work environment more diverse such as maintaining gender and reason differentiation along with developing coordination between them to improve the overall team and organisational productivity. 
[bookmark: _wl1t4r5a8jea][bookmark: _Toc100237400]Human Resource Strategies
Human resource strategy refers to techniques that involve identifying current and future human resources to achieve their operating goals. As argued by Yong et al. (2019), therefore an organisation must consider different factors of human resources to develop effective "human resource strategies". Factors of HR of an organisation may be compensation salary and equipment and tools that assist employees to perform their job role. Nevertheless, an organisation should implement some human resource strategy to achieve its future goals and business objectives in the global market. 
Competitive salaries: salary or remuneration is the first attraction and factor for which different types of employees perform their job in any organisation. As stated by Aburumman et al. (2020), nevertheless, it is observed that in the competitive market every organisation pays more salary and denomination as compared with their competitors. Any organisation must set and pay an appropriate salary to their employees that assist the organisation to return in organisation along with being satisfied financially.
Comprehensive benefits packages: it is observed that in current business perspective different business organisations are set a package that consists of salary bonuses and other financial profit for their employees. As it is a combination of different types of financial benefits that is related to additional financial benefits for employees. As a result employees of different organisations are attracted to that package due to a combination of different financial benefits. As opined by Dwomoh et al. (2020), this strategy suggests an organisation that must be developed and a package that consists of different additional benefits that are provided to employees on their additional work and productivity to ensure better employee engagement in the organisation. 
Focus on employee well-being: employee wellbeing refers to the education of different types of needs such as supporting tools and techniques to perform specific jobs in an organisation. As argued by Mulolli and Islami (2020), this strategy not only assists organisations to identify different types of needs of employees, nevertheless supports them to improve their satisfaction level for better welling of employees. On the other hand, organisation may consider competitors' policies and techniques to satisfy employees to develop better wellbeing of employees. 
Promotional opportunities: an organisation should provide different types of opportunity facilities to their employees to motivate for better performance and productivity in their job performing technique. As stated by Eva (2018), this strategy supports an organisation to boost the performance level and efficiency of an organisation while they are engaged in performing specific jobs and responsibilities such as managing or leading a team. Promotional opportunities are also supported to improve their skills and talent to perform different types of tasks to complete their computer in a global market. 
Dedication to communication: an organisation is required to develop better communication between different levels of employees to improve coordination along with the productivity of each member of a team. Nevertheless, it is observed that due to commitment and remote working systems the process of communicating with each other in a team and organisation is difficult and ineffective due to physical interaction. Growth opportunities such as ongoing education. As opined by Thomas et al. (2018), any organisation needs to implement and develop appropriate communication that assists different levels of employees to interchange their Idea and profit to perform any specific task. As a result, communication also affects organisations to maintain better human resources. Socially responsible hiring and employee retention policies
[bookmark: _jggnkszfj86a][bookmark: _Toc100237401]Implementation of human resource strategies
An organisation should implement a human resource strategy to acquire better performance organisation along with boosting productivity in the global market. As argued by Brueller et al. (2018), the above-mentioned HR strategy assists an organisation to improve on the below-discussed area along with improving efficiency of these areas. On the other hand, an organisation must analyse different elements and factors of HR to properly implement in the area of the human resource organisation. 
[bookmark: _36abxsxgwoe7][bookmark: _Toc100237402]1. Change management
Change management refers to the implementation of a new approach and method to manage different types of business processes along with the implementation of innovation and technology in their operating process. As opined by Owenvbiugie and Ekhaise (2020), the main example of change management is observed in the situation Covid-19 pandemic situation. Different types of operational and manufacturing organisations are focused on the implementation of remote working techniques. The HR strategy suggests any organisation evaluate different factors of HR while implementing other approaches in the working process along with boosting productivity with support of latest innovation. In pandemic situations, different organisations stop their operations along with the marketing process due to lockdown and government restrictions. Thus, in that situation, each organisation “changes their management” to perform business operations. 
[bookmark: _g8erarrj2ons][bookmark: _Toc100237403]2. Staffing: Retention
Employee retention is an effective factor for any organisation as an organisation is required to retain their “skilled employee” for better operating and management processes. As stated by Chams García (2019), the HR strategy has suggested different organisations consider employee remuneration along with different facilities which are required to provide an employee with better performance. On the other hand, an HR strategy is also recommended for organisations to allocate the required “tools and technology” to boost the effectiveness of each employee. Thus, HR strategy is also to support different organisations to attract their employees and retain them from their competitors. 
[bookmark: _p233jslql90b][bookmark: _Toc100237404]3. Staffing: Recruitment and availability of skilled local labour
Staffing is a process in which each organisation wants to improve their employability skills and talent to acquire a better position in the global market. As opined by Pham et al. (2019), HR strategy also supports different organisations to select skilled labour from different sources such as different academic and organisation sources. The “training and development strategy” of HR recommends different organisations to provide training to different levels of employees as per their capability. 
[bookmark: _3ihcbdq1c6mb][bookmark: _Toc100237405]Role of human resource strategy to improve the value of team members
The main objective of any human resource management is to improve the value and productivity of team members. Therefore each HR needs to consider the “significance principle” of HRM to develop “strategy and operations” to improve the value of team members. As opined by Ren et al. (2018), the value of team members increases through the adoption and implementation of different latest technology and tools that are used in the digital workplace approach. As in the current business perspective, each organisation wants to develop a “digital working environment” that assists them to improve their working capacity at global level. 
[bookmark: _ne3vb3x1hf0n][bookmark: _Toc100237406]Principle of HRM
Principles are the fundamental rules that mainly direct the management to formulate the policies. As argued by Mansaray (2019), the personnel management principles are referring to the rules and it assists the personnel managers to direct and conduct the policies of personnel inaccurately and properly. 
Scientific selection principle: It is the accurate cooperation between the workers and work. It is essential for the right person for the right job. Thus, with the effect of that, it is the inability to question the working interest. The candidates must be selected based on their qualifications, candidature achievement, and also experience.
Effectiveness communication: It is the most middle communication that comes between the workers and management. The communication is mainly stated as the higher authorities' orders that have been conveyed properly and accurately.
Maximum development principle: This is the principle that has been stressing every person's development in the company. It happens with the principles, workers that are capable to complete the organisation's objectives with a reliable cost. Hence, it mainly provides the occasion to develop and improve to enhance the capabilities and also its capabilities, efficacy, and productivity.
High moral principle: It is the most important way for the organisation's workers. It reveals the purpose of the ideal wage that should be offered in the company. It is a high oral position to generate a more positive attitude for motivation.
Team spirit principle: The team spirit is the developing process of the organisation's workers. It should be worked with cooperation and feel like it is responsible for the organisation’s objectives. It must be a corporate sense of unity and mutual trust.
Labour dignity principle: It is the personnel management that works in an especially way on the principle. The organisation's labour feels more proud of its work. It boosts up the work capability. The principle of HRM is to procure highly "skilled and efficient manpower” for an organisation. 
[bookmark: _c1s3v7ciinmy][bookmark: _Toc100237407]Human resource theory and model
Maslow's hierarchy needs theory
The implication of Maslow's hierarchy needs theory in the HRM of an organisation leads to increased efficiency in terms of managing its manpower effectively. This theory categorised the different needs of an employee and workers appropriately. In this situation, an organisation can procure those services which meet the expectations of employees. Employees first need to have an effective organizational culture. As opined by Edeh and Dialoke (2020), procurement of this need increases the efficiency of the business in terms of managing the workforce effectively. Moreover, implementation of this theory increases the morale of employees which seems financially beneficial for business. Employees feel more engaged in this organisation which is beneficial for an organisation in terms of economic utilisation of business resources.
[image: ]
Figure 1: Maslow’s needs 
(Source: ALAGAH, 2021)
This model also provides various other needs of an employee such as treatment with respect and support on risk-taking opportunities to offer input and to be heard (ALAGAH, 2021). Procurement of this need increases the performance of the organisation in terms of managing its employee’sturnover systematically. As employees are brand ambassadors of an organisation that deal with customers and act as a bridge between the organisation and customer, an organisation must systematically manage its employees and engage them in a better way. Providing support to its employees in risk-taking and hearing their decision leads to increased motivation of employees and ensures a better quality of production. Moreover, 
[bookmark: _o2zh9zocvedz][bookmark: _Toc100237408]Recommendation and conclusion
[bookmark: _d773sxr43ahr][bookmark: _Toc100237409]Recommendation
Developing a digital workplace: It can be recommended that HRM may adopt in the “Digital culture” to motivate the organisation's employees and look straight on cooperate with the consumers. Along with that, it refers to the partners to generate the new solutions. As opined by Widjaja et al. (2019), therefore, the digital workplace is the traditional form of virtualized office of person-environment that has referred to the many elements of corporations with productivity. It has been performed by the way of some digital application corporations, another kind of technology and cloud computing. On the other hand, it can be recommended that HRM may also be able to proceed with the “implementation of the latest innovation”. Nevertheless, organisations should implement the latest technology that assists to develop on “effective digital prospective” to perform any specified task and operation to reduce effective cooperation between different levels of employees and improve probability for each employee separately.
[bookmark: _awiss1tf8lsn][bookmark: _Toc100237410]Conclusion
It is concluded that HR is a core pillar of any organisation's performance and productivity from a competitive business perspective. This report consists of different challenges analysis that may be faced by HR and also highlight different principles and strategies to mitigate that issue. It can be referred to as the transition period at the time of ideally becoming more growingly skilful, committed, and consistent to its innovation uses. HRM can implement the innovation plan with the help of applying the potential innovation test, build support for the innovation, prioritise the opportunities, and also try to learn the innovation efforts. Therefore, with the help of that, it will assist the HRM to achieve the organisation's goals and make a better place in the competitive field.
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