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Abstract

The determination of this study is to scrutinise the influence of gender on a variety of personality dimensions,
including “decisiveness, responsibility, emotional stability, masculinity, sociability, heterosexuality, ego-
strength, curiosity, dominance, and assertiveness”. On the numerous personality dimensions, it was
hypothesized that male and female student scores would not differ significantly. The sample included 150 male
and 100 female students randomly selected from Patna, Bihar, colleges. The Differential Personality Scale
(Sinha & Singh, 1979) and the Assertiveness Scale (Lakshmi, 1993) were employed for this purpose.
According to the findings, male and female students scored substantially differently on the decisiveness,
sociability, heterosexuality, and assertiveness personality dimensions. However, there were no significant
differences in the personality dimensions of responsibility, emotional stability, masculinity, ego-strength,
curiosity, and dominance.
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Introduction

As atechnique for behavior modification, clinical psychologists have already acknowledged the significance of
assertive behavior. It has been used as both a desensitization technique and a means of developing more
effective coping behaviors. (Coleman & Broen, 1972). It is especially beneficial for those with interpersonal
difficulties due to conditioned anxiety responses that prevent them from "speaking up" for what they perceive
to be appropriate and correct. There are numerous definitions and descriptions of assertive behavior. The
majority of authors, however, tend to agree with the following characteristics of assertive behavior that Rimm
and Masters have articulated so effectively: (1979).

Interpersonal behavior characterized by the open and relatively direct expression of thoughts and
emotions is assertive behavior.

e Assertive behaviour is socially appropriate.
e When person is behaving assertively, the feelings and welfare of others are taken into account.”

According to Smith, for an individual to be assertive, he or she must not only be aware of his or her
rights but also be able to assert them in a variety of situations. Not only were assertive rights essential for the
individual (as a means to actualize his or her potential), but also for society as a whole, as they would promote
social and labor harmony. (Smith, 2006). Assertiveness is interpersonal behavior that permits the direct
expression of one's emotions without cognitive distortions or anxiety, combining verbal and nonverbal
components, and the defense of one's rights while maintaining respect for others. It entails asserting one's rights
and communicating one's thoughts, feelings, and beliefs in a straightforward, honest, and appropriate manner
that does not violate the rights of another. Alberti and Emmons wrote, "Assertive behavior promotes equality in
human relationships, allowing us to act in our own best interests, stand up for ourselves without undue anxiety,
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express honest feelings without denying the rights of others, and exercise personal rights without denying the
rights of others". (1990). In some situations, a person may be adequately assertive, while in others, they may be
ineffective or even inhibited. The trait of assertiveness is unstable and inconsistent. Presently, there is no doubt
that students with assertive competence will develop more rapidly in the school environment, as this setting
will allow them to manage interpersonal social situations effectively. Assertiveness is a positive trait that is
advantageous for everyone. The discussion makes it abundantly apparent that assertiveness results in a healthy,
complex, and regret-free personality. A non-assertive person is never content with his life, making it
challenging for himself and others.

Decisiveness

The 'decisiveness' dimension measured such aspects as the ability to make quick decisions in
contentious matters; to decide the order of importance in which activities could be undertaken on a priority
basis; to make quick decisions for undertaking any journey; to take clear- cut stands on any given issues; to
remain firm over one's own decision; to be able to resolve conflicts quickly and to make political, social,
religious, and other independent decisions (Sinha & Singh, 1976).

Responsibility

Responsibility has a broad scope. It may be social, economic, or familial. This dimension primarily covered the
following: to complete a task on time; to keep a close eye on what is right or wrong when interacting with
others; to meet people at the appointed time; to be punctual in following a schedule; to dress appropriately
before entering a public place; to act effectively as a leader or to hold a key position in an organization; to accept
the responsibility of providing meals, lodging, etc. for a large group of people; and to adhere to one's
commitments ( Sinha & Singh, 1976).

Emotional Stability

The components of 'emotional stability' dimension items have generally included the following: the
ability to control one's emotions; the ability to respond comfortably to questions posed in a group or in an
interview; the ability to put illnesses in their proper perspective and to interact confidently with others; freedom
from common phobic reactions; the ability to face personal comments and criticisms realistically; freedom
from doubts over one's actions or reactions; and the ability to have an objective evaluation of oneself.

Masculinity

'Masculinity' The test included items such as the ability to travel on foot, on a horse, on an elephant, or
on a motorcycle; to perform arduous and risky labor; to accept a job in the police or the military; to accept and
prefer a risky and arduous role in a play or a drama; to play outdoor games; to not be easily moved to tears; to
follow or chase someone until they are caught; to take an interest in mountaineering (Sinha and Singh, 1976).
Friendliness

The 'friendliness' dimension included items such as developing deeper acquaintances with people,

assisting others in times of need and displaying appropriate love and affection to juniors and strangers, and
maintaining cordial relationships with those only superficially known, etc (Sinha & Singh, 1976).
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Heterosexuality

The 'heterosexuality' dimension included items such as having a normal sex relationship with members
ofthe opposite sex, not feeling shy in the presence of members of the opposite sex, and actively participating in
a discussion over sex-related matters, telling decent jokes involving sex, and actively taking part in a cultural
program alongside members of the opposite sex (Sinha & Singh, 1976).

Ego—Strength

The 'dimension of 'ego-strength' appeared to be significant because it covered such items as the ability
to concentrate and attend to multiple activities at once; to face and meet life's challenges realistically; to bear
frustrations and handle them effectively; to have feelings of personal adequacy and vitality; to be relatively free
from nightmares; to have adequate control over impulses; to be tolerant of individual differences in ways of
doing things; and to be tolerant of individual differences in ways of thinking ( Sinha & Singh, 1976).

Curiosity

The 'curiosity' dimension of personality included items such as a tendency to explore the details of
relatively new objects or things; to inquire about strangers and policemen upon their sudden arrival; to arrive at
the place or destination ahead of schedule; to delve into the details of the construction of a complex machine or
work of art; to try to learn the contents of others' conversations and their reactions to oneself; to inquire about
people's opinions of oneself; and to inquire people regarding one's appearance (Sinha & Singh, 1976).

Dominance

The 'dominance' dimension of personality covered in its item such ideas as a tendency to dictate to
others what they are required to do; to strongly oppose an opponent; to present arguments in favor of one's own
point of view; to undertake the supervision of a difficult and complex task; to act well as the head of a committee
or commission; to settle disputes between rivals; to impose one's will on others; and to act as the leader of one's
group, etc ( Sinha & Singh, 1976).

Hypothesis
Ho: Male and female students' scores on personality dimensions such as decisiveness, responsibility,

emotional stability, masculinity, sociability, heterosexuality, ego-strength, curiosity, dominance, and
assertiveness were hypothesized not to differ significantly.

Method of Study Sample

150 male and 100 female undergraduate students were randomly selected from Patna for the sample.
(Bihar). All present males and females in the classroom were included in the sample. The assumption was made
that psychometric characteristics of students in a classroom are typically distributed. The age range was 14 to
17, with males having a mean age of M=15.24, SD=2.54, and females having a mean age of M=14.28,
SD=2.68.
Tests & Instruments

The following assessments and instruments were used to measure personality dimensions.(1) The
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Differential Personality Scale (DPS, Sinha & Singh, 1976) was used to measure the respondents' various
personality dimensions.(ii) A measurement instrument for assertiveness (Lakshmi, 1993)Personal Data Blank
was designed to elicit biographical and other data.

(i)Differential Personality Scale(DPS)

In the present study, Sinha and Singh's (1976) scale was employed to measure various personality traits,
including decisiveness, responsibility, emotional stability, masculinity, sociability, heterosexuality, ego-
strength, curiosity, and dominance. Each trait's reliability on the scale was calculated separately. The test-retest
reliability ranged from 0.73 to 0.86 for various characteristics, which was statistically significant at the 0.01
level of confidence. Both procedures, i.e., the odd-even and the first- versus second- half of the test, were used
to calculate the split- half reliability of the traits. The split-halfreliabilities ranged between 0.82 and 0.90, all of
which were significant at the.001 level of confidence. The intercorrelations between the various dimensions
were also computed. The low and statistically insignificant correlation values provide evidence for the
characteristics' independence.Hussain adapted Bell's Adjustment Inventory for the purpose of calculating the
validity of the scale. (1968). There was a significant correlation between a number of scale dimensions and
various areas of the adjustment inventory.

Assertiveness Scale (A-S)

This scale was created and applied to a cohort that ranged in age from 13 to 18 years. 53 objects were
initially constructed. Several components were taken from existing assertiveness inventories, specifically the
Gambrill-Richey Assertion Inventory. (Rimmé& Masters, 1979, p.67). Those modifications were made to
accommodate Indian conditions without impairing or distorting the content or their meaning. These items were
presented to three clinical psychologists who either taught or practiced clinical psychology. Keeping in mind
the objective of the examination, they served as assessors in evaluating the utility and validity of the items.
When necessary, items were modified to make them more comprehensible and understandable. Each item's
response was acquired using a forced "No/Yes" format. This action was taken to eliminate the prospect of a
response set. In addition, the extreme left response "Yes' or 'No' disclosed assertive behavior, which facilitated
the examination's examination. The higher the score, the more assertive the behavior. The gauge used in this
study consisted of 41 items as opposed to 53. Temporal stability and internal consistency of the test ranged
between 0.71 and 0.77 for both the test-retest method (the retest was administered after a 21-day interval) and
split-halftechniques.

Personal Data Blank

A personal data blank was developed for seeking the information regarding the background factors,
such as, age, gender, economic status of the respondent.

Procedure
In a classroom setting, data were collected in groups of 8 to 10 individuals. The subjects were separated
by a considerable distance and were not permitted to communicate. The Assertiveness Scale (A-S) was

administered first, followed by the Dynamic Personality Scale (DPS) 15 minutes later. No time limit was
imposed, and the subjects completed both exams in between one and one-halfhours.
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Results& Discussion

T-ratios were computed in order to test the hypothesis that male and female pupils' scores on personality
dimensions would not differ significantly. Table 1 provides a summary of the statistical results.

Table 1 Comparison of Males and Females Scores on Personality Dimensions

Personality Dimensions
Groups N M SD t- ratio
(df=248)

Male 150 11.25 2.34

Decisiveness Female 100 10.54 2.12 2.53*
Male 150 10.77 1.92

Responsibility Female 100 10.49 1.66 1.17
Male 150 11.82 2.51

Emotional Female 100 11.93 2.43 0.31

Stability
Male 150 9.93 2.05

Masculinity Female 100 10.35 2.54 1.40
Male 150 13.94 2.40

Friendliness Female 100 12.48 2.28 4.86*
Male 150 07.49 3.69

Heterosexuality Female 100 08.45 2.86 2.28*
Male 150 11.13 4.86

Ego-Strength Female 100 11.44 3.03 0.22
Male 150 11.33 2.81

Curiosity Female 100 10.96 2.73 1.05

° p <.05, ** p<.01

An inspection of Table 1shows that the mean scores of males and females in respect of such personality
variables as responsibility (t=1.17, df= 248); emotional-stability (1= 0.31, df= 248); masculinity(t=1.40, df=
248); ego- strength(t=0.22, df= 248); curiosity (= 1.05,df= 248) and dominance(t= 1.46, df= 248) were not
significant even at .05 level of confidence. However, males and females differed significantly in respect of such
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variables as decisiveness(t=2.53, df=248) friendliness (t=4.86, df= 248) heterosexuality (t=2.28, df=248) and
assertiveness (=9.14, df=248). Thus, majority of the personality variables, males and females did not differ
significantly.
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To Study the Impact of Strategic Human Resource Management on
firm Performance in Emerging Market
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ABSTACT

The goal of this article is to review the SHRM studies in order to define the traits, identify the contributing
components, and apply the concept and methodology from the literature to the author's empirical research. The
materials employed in this study a few papers on strategic human resource management. This paper
concentrates on a systematic assessment of the literature on SHRM theories in an effort to continue the review
on SHRM and provide some clarification on the field of SHRM studies. identifying distinctive qualities,
examining the causes and effects of the idea, explains establishing a link between the variables and establishing
the empirical references for the concept. the future, focusing in particular on the variables used in HR
outcomes, HRM systems, and company strategy are all covered in the SHRM research and organizational
effectiveness. Quantitative and qualitative approaches are both used can be used to carry out research and
analysis.

Keywords: Strategic Human Resource Management, Firm Performance, Emerging Market

INTRODUCTION

Human resource profession is rapidly changing and expanding. Human resources is a function which is driven
by business. As the world of work evolves new areas of expertise are required to drive business results within an
organization. There is an oversupply of labor and under supply of right talent in the global market. Because
social, technical, economic, and demographic dynamics will continue to change. Employers need a workforce
that is adaptable and nimble. Effectiveness depends on having a thorough awareness of the company's strategic
direction and having the power to change it and in order to succeed, you must recognize problems with human
resource management and resolve them (Arthur, 1992) To be successful, organizations must closely align their
HR Strategies and programs with environmental opportunities, business strategies and the organization's
unique characteristics. Organizations with poorly defined strategies or a business strategy that is not explicitly
in corporate human resources is likely to lose ground to its competitors. Similarly, an organization may have a
well articulated HR Strategy yet fail if it's HR practice, policies do not help to implement HR strategy
effectively. From this specific strategy for each functional area that is marketing, finance, production,
operations and human resources need to be drawn in alignment with strategic business plans carry out the
organizational plan.

The formulation of organizational strategy is integrated with the formulation of functional strategies. Over the
years, the size of the HR department is increasing significantly, this increase may reflect the growth and
complexity of Government Regulations as well as a greater awareness that HR issues are important to
achieving business goals and objectives. With increase in global competition and companies moving beyond
geographic boundaries the inclusion of global employees has led to business competition shifts from efficiency
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to innovation and from enlargement of scale to creation of value. In light of global competition, It is important
to integrate the use of personalized practices into the strategic planning process. This will help organizations
better achieve their goals and objectives. Companies must use the SHRM method to develop business leaders
and innovators in order to manage future operations efficiently. It is critical to determine the effects SHRM has
on corporate performance. To put it another way, HRM is concerned with how the company's policies on people
may affect the organization's future and its ability to carry out its goal (Barney, 1991). There are numerous
changes taking place quickly that have an impact on HR in a wide variety of challenges due to the fluctuating
economy as well as local and worldwide improvements.

LITERATURE REVIEW

(Snell, 1997)They had the goal to present the literature review of SHRM research by delineating definitions,
locating variables, and establishing their connections to SHRM. The review's conclusion demonstrates that the
company strategy, human resource management system, and financial factors employed in diverse research are
the conceptualization and definition of SHRM qualities, as well as the antecedents, outcomes, linkages, and
empirical references are among the findings of the concept analysis organizational performance and the results
of human resources. (Snook, 1989)Carried out Practices in human resource management (HRM) have been
related to business value, survivability, financial returns, and turnover. This article serves two purposes. The fit
of HRM practices into a cohesive system is the primary emphasis of his initial survey of the significant
theoretical and empirical work done to date in SHRM. He then presents a number of problems that are crucial to
empirical SHRM research and on which scholars need to pay more attention. There is mounting evidence that
performance and productivity depend on effective management of human resources. However, the rising
interest in using human resources as a strategic lever that may significantly affect a company's bottom line
economically seeks to shift the emphasis more toward value creation. This new viewpoint, which is covered
through special issues and forums in this journal and others, contends that HR (both the function and the
system) directly aids in the accomplishment of the company's operational and strategic goals. Since there is
limited agreement on how to realise this potential, current research reveals that HR systems have significant
economic potential.

(Becker, 1996)This article provides a comprehensive overview of the field of strategic human resource
management (SHRM) by telling its history, describing its present state, and speculating on its potential future
developments. We discuss some of the earlier stages in the evolution of the field, including the eras of
conceptual models, empirical studies, and empirical criticisms. Next, the discussion moves to the current state
of'theory, the relationship between the HR system and performance, multilevel analyses, fit and flexibility, and
international HR research. Finally, we recommend that future research be more thorough, multilevel, global,
human capital-focused, integrated with strategy, and integrated with practice. We expect and hope that these
tendencies will continue over the next 40 years. The management of people as both strategic resources and
human beings deserving of respect and dignity becomes increasingly crucial as people's contributions to
organizational success grow more and more vital. (Sparrow, 2013)This literature review, the initial product of
the study, charts the development of the idea, its significance, and its practical implementation over that span of
time using academic and "grey" research and sources. A significant amount of research has been done to show
that effective SHRM may be connected to improved organizational performance. From the beginning, there
has been a strong focus in the literature on organization performance and the links between HR strategy and
performance outcomes. The most significant finding from this assessment of the John Storey, Patrick M.
Wright, and Dave Ulrich (2019) In most cases, an HR strategy needs to demonstrate how it advances the larger
organisational objective. This does not necessarily mean blindly following the lead of other directors in
operations and marketing; it is possible that a resource-based approach necessitates a unique HR strategy. Both
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an emergent and a planned approach can be used. In either case, it can be reviewed and evaluated in terms of its
effectiveness and suitability for the circumstances of the labour and product markets. (Phanwattana, 2017)This
essay seeks to assess the extent to which strategic thinking is used in Jordan's banking industry. Additionally,
the extent of strategic HRM application in the Jordanian banking industry will be determined. Additionally, the
effects of strategic thinking will be investigated in relation to growth and training, remuneration, and
performance evaluation. Additionally, this study will look into how demographic factors affect strategic HRM
and thinking. (Wright, 2012)

The goals of this study are to examine the influence of human capital as a moderator and the effects of strategic
thinking and human capital on strategic HRM. literature may be the requirement for a more action- and
evidence-focused, multi-stakeholder perspective on Strategic HRM. The evidence does not support the claim
that the strategic HRM concept is a "unattainable ideal" that is irrelevant and hard to apply effectively in
modern settings, which is another key finding.

OBJECTIVES
To demonstrate the logical and strategic approaches that have applied for the firm's management,
To Study about the issues and challenges of SHRM which affects the firm's performance.
To determine the solutions to overcome the issues and challenges for the firm's growth.

Strategic Human Resource Management

The term Human Resource Management (HRM) is now frequently used to refer to the theories and procedures
pertaining to how individuals are handled at work. According to this strategy, the foundation of SHRM is
essentially the idea that an organization's human resource management (HRM) practices must advance
corporate objectives. the factors that influence decisions regarding human resource practices, the make-up of
the human capital resource pool (skills and abilities), the definition of necessary human resource behaviours,
and the success of these decisions in light of various business strategies and/or competitive situations. Although
some observers would argue that HRM itself is inherently strategic in nature, the term "Strategic Human
Resource Management" (SHRM) is used to emphasise the strategic character of a particular approach to talent
and organization management. As a result, the phrases HRM and SHRM are frequently used synonymously. An
approach that scans and considers pertinent information about the environment and about changes within it; the
development of policies that seek to align HR practises to the needs of the business, often expressed as mission,
vision, strategy, or goals; and the development of HR policies that concern big issues that go beyond
operational detail are typical components of a strategic approach to human resources. As a result, judgments on
the top priorities for goal-setting, performance management, reward, training and development, promotion,
and exit should be consistent with the top priorities for these areas as well.

Firm's Performance

The effectiveness of a firm is measured at several levels of hierarchy and can be evaluated for an individual, a
group, or the entire firm. When compared to the expected outputs, a firm's actual output or results are
considered to be performing well (or goals and objectives). The accomplishment of a firm's goals at the
conclusion of a programme or project is also considered a firm's performance. The effectiveness of an organised
collection of people working toward a specific goal is known as a firm's performance.
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e Financial results

Measuring a company's activities and policies in terms of money is known as financial performance. To put
it another way, in terms of the money's value in dollars, pounds, euros, etc. By examining the return on
assets and return on investment of a company, we may determine how well it is performing financially. By
calculating value added, we may also evaluate its financial performance.

e Market activity

Market performance gauges a company's or a product's success in the market. To put it another way,
whether a product's market share has increased, whether product improvements have increased sales, etc.
When discussing a specific product rather than the entire corporation, we use the phrase "product market
performance."

e Value toshareholders

The performance of a company's shareholder value is measured by how much its shareholders are
rewarded. In fact, many claim that it is the best way to gauge organizational success. The terms shareholder
value and shareholder value maximization are synonymous. The market capitalization of a business may
also be referred to as shareholder value.

Impact of Strategic Human Resource Management on Firm Performance

It is evident that the majority of research in the field of human resource management has concentrated on the
relationship between HRM practices (also known as high-performance work systems, high-commitment work
systems, performance oriented work systems, etc.) and organisational performance. Although the nature of the
beneficial association appears to be generally uncontroversial, some questions have not yet been resolved by
current research.

First, as was already mentioned, a lot of discussion has centred on figuring out the mediating mechanisms by
which HRM practices affect company performance. Since these methods have an effect on employees, it stands
to reason that they must alter those people in some way that will ultimately lead to improved business
performance. First, the procedures may have an effect on workers' knowledge, abilities, and skills (also referred
to as human capital).

The specific mediating mechanisms that exist between HRM practices and business performance have
undoubtedly been the subject of a great deal of recent research. Second, despite the fact that the link between
HRM practices and performance is clearly established, there is little to no agreement on the specific HRM
practices that should be included in the performance-related HRM practices. There was not a single practice
thatappeared in all of the research in the papers in their special issue on HR and performance.

Researchers disagree on not only the specific procedures, but also the scale (Likert, %, yes/no, etc.), scope (all
employees or a specific group of employees), and source (HR managers, employees, etc.) of these HR practise
measures, according to Langevin-Heavey et al. (2013). The problem of conceptualising a high-performance
work system broadly is related to the difficulty of finding the agreed-upon set of HRM practises that comprise a
"high-performance work system." HR systems were initially conceptualised by Arthur (1994) as either control-
or commitment-oriented. Employee skills, organisational structures, and employee motivation were two
aspects that were empirically demonstrated in Huselid's initial 1995 study. However, as time went on, more
scholars started to view HRM practices systems as being made up of three subsystems, with practices
concentrating on opportunity, skill, and motivation enhancement (Appelbaum et al. 2001).

Recent study, however, has gone back to the roots of SHRM research and looks at HRM practices in terms of
commitment and control.
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Instead of viewing the HR system as a continuum from control to commitment, this updated conceptualization
believes that these two components may exist independently. Su and Wright (2011) included control-oriented
factors to their assessment of HRM practices, such as a focus on work norms, sanctions for breaking them, and
close supervision. They discovered that, in a Chinese setting, these items provided an explanation for the
performance variance that went beyond conventional "commitment" type behaviours.

In addition to certain methodological criticisms of research on the relationship between HR practices and
performance, some conceptual criticisms have surfaced in recent years.

Additionally, as was already said, several scholars have argued that organisations would gain more from
implementing more HRM practices rather than less on the basis of that consistent conclusion.

Finally, several scholars have claimed that as a result of this, corporations are forced to compete by improving
the management of their staff through efficient HRM techniques. For instance, if HRM practices have such a
significant impact on performance, why aren't they utilised to their fullest potential by all businesses?
Furthermore, wouldn't the benefits of using them be lost if all businesses utilize them to their full potential?

He then demonstrates, using a marginalist economic perspective, how organisations probably face an ideal
level of HRM practices that optimises the benefit from putting them into place.

In conclusion, even if the link between HRM practices and performance is undeniable, there is still
disagreement on the definition of HRM practices and how to conceptualise them.

logical and strategic approaches in firm's management
In order to implement and change strategies, David Brodvin and L.J. Bourgeois has identified five different
fundamental strategies:

The commander approach: The strategic leader put all of his effort into developing the plan while using exact
logic and analysis. The CEO either created the strategy themselves or oversaw a group of planners who were
tasked with selecting the best course of action for the company. The disadvantage of this strategy was that it
would lower employee motivation if the leader instilled the notion that only top-down strategies were
legitimate

The organizational change approach: "I have a strategy; how do I get my organisation to implement it?" was
the question that the organisational change approach sought to answer.

If the strategy was to be implemented successfully, the strategic leader again decided on substantial
adjustments and took into account the appropriate in structure, personnel, information, and reward
system.

The fundamental methods for bringing about change in an organisation include: Communicating the
desired new behaviours through demonstrations rather than words; concentrating early efforts on the
needs that are already viewed as significant by the majority of the organisation; and having solutions
presented by individuals with a high level of credibility within the organisation.

This method's disadvantage was that it wasn't appropriate for quick adjustments.
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The collaborative approach : This strategy answered the question, "How can I get my top management team

to help, develop, and commit to excellent set of goals and strategies?" by extending strategic decision-making
to the team at the top of the firm.

In this strategy, the leader uses "brainstorming" approaches and group dynamics to engage managers
with divergent viewpoints in the process of strategic planning.

The main criticism of the collaborative approach is that, from an organizational perspective, it doesn't
genuinely involve collective decision-making because upper level managers frequently maintain
centralized authority. This strategy fails to utilise the whole human potential across the entire firm and
effectively maintains the fictitious division between intellectuals and doers.

The cultural approach: As a response to the strategic management challenge, "How can I get my entire

organisation committed to our goals and strategies?" this strategy extended the collaborative approach to lower
levels in the organisation.

The organisational objective and purpose were clearly defined and communicated, and employees were
given freedom to create their own work activities in line with this goal by the strategic leader.

This technique entailed using the idea of "third-order control" to implement a plan. Steer supervision is
first-order control; second-order control entails employing organisational structure, rules, and
procedures to direct behaviour. Third-order control is more advantageous and might be more potent. It
involved changing behaviour by reshaping the standards, ideals, symbols, and beliefs that managers
and staff employed in their day-to-day operations.

The creative approach: The topic "How can I encourage my managers to design, champion, and implement

excellent strategies?" was addressed by this approach. The strategic leader has no interest in doing long-term
planning processes by themselves or even with others. He urged subordinates to come up with, support, and
carry out sound plans on their own.

Issues and challenges of SHRM which affects the firm's performance

Management of human resources is essential to a company's long-term success. While this has always been
the case, the relative importance of HR has further increased in the fast-changing, highly complicated, and
uncertain corporate environment of today. Currently, firms are facing the various issues and challenges which
are affecting the firm's performance ,are following:

FTE@R MO oo o

Leadership development
Recruitment, retention and motivation
Management culture

Workforce diversity and demographic changes
Globalization and it's implications
Technology

Changing skill requirements
Technical talent

HR effectiveness measurement
Relationship with employees
Continuous improvement programs
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Re-engineering work processes for improved productivity
Employee involvement
Data driven HR practises
Contractemployee

Mass customization
Decentralized work sites
Health

Family work life balance
Budgeting

Corporate downsizing
Compliance with laws
Accessibility

s<eg"®»noBopg—

It can be challenging to fully integrate business and HR initiatives. That is partially due to the fact that the
company's HR manager was not previously regarded as a member of the general management team.
Additionally, the personnel guidance did not fall under strategic planning. However, HR is essential in today's
modern business.

Solutions To Overcome the Issues And Challenges For The Firm's Growth

The way we conduct business i1s changing as well because the globe is undergoing considerable change on a
daily basis. For a business to succeed over the long term, it is essential to be able to adapt to those changes, no
matter how unsettling or challenging they may be. Above all, identifying and comprehending the business
landscape of the future is the primary problem HR practitioners confront. Human Resources will strengthen an
organization's most important asset: its people, as industries and technologies advance, new generations enter
the workforce, competition intensifies due to globalization, and the nature of work changes in response to
environmental factors.

Flexible working: According to one of the Sykee studies, "82 percent of employees today prefer to work from
home." Therefore, the challenge for HR is actually that flexible working comes along with the duty to make an
inclusive and engaging workspace for the staff, which necessitates ongoing efforts. As such, as HR, we must
ensure that we make ongoing efforts to find new and different ways to engage our staff so that they do not feel
alienated from the rest of the company. We can try of these ways to engage our staft:

Increase employee recognition so they feel appreciated and remain with the company.

Encourage our managers to have even more personal conversations with their team members; it
shouldn't be the situation that they are only talking about work with them and have no other personal
connections.

Our employees should be given opportunities for skill development and progress so they may see their
futures with the company and remain involved with it.

Talent attraction and retention : 88 percent of companies declared their plan to hire new talent in the current
quarter of January to March 2022, according to an Employment output report and teamly services.

One of the difficulties that many companies have is keeping their workers loyal to the company, so as HR

professionals, it is our responsibility to develop innovative retention techniques. We can try a few of these
strategies to draw talent to our business:
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Increase the size of our talent pool by using all available hiring channels, such as campus hiring,
employee referrals, job portals, consultants, and employee referrals. This will increase the likelihood
that talented individuals will choose to work for our company.

Active hiring requires constant outreach to prospects, which takes a lot of time. However, if we work to
position our company as an Employer of Choice, candidates will come to us on their own.

Employees wellbeing: The office environment was now more welcoming and
stress-relieving; those coffee shop and water cooler talks were undoubtedly a way to let stress out that is
not possible when working from home. Therefore, working alone is causing mental stress in the
employees, which is affecting their daily performance. As human resources professionals, we must
ensure that we bring this issue to the management's attention and ask for funding to work toward a
solution. We can find these ways to improve employee well-being in our organisation:

Every employee wants their companies to provide health insurance so they may feel secure, and if atall
possible, firms should cover the family members of employees as well.

One of'the effects of working from home is mental stress, therefore as human resources professionals,
we must assist our employees in minimizing that stress by planning motivating speeches and mental
wellness sessions that will strengthen their commitment to the company.

Upskilling : The Learning and Development Function course should be combined with the Business Course,
thus we should undertake a Training Need Identification Process to identify the employees who require various
types of training. Additionally, we must design clear, shrewd, and simple training and learning programmes for
our staff. One of the main objectives of HR is to basically discover new ways to upskill and upsell our people so
that they can match the requirements of business.

New employees onboarding: It is the HR department's duty to ensure that new hires adjust to the workplace
quickly and effectively so that they can start contributing to the business as soon as possible. However, given
the work-from-home culture and the dispersed locations of the team members, it can be challenging to convey a
sense of warmth and welcome to each new hire. As a result, we must make sure that our virtual onboarding
process is set up so that every new hire experiences this warm welcome.

The pre-boarding procedure

Welcome new employees!

Role-specific instruction

Assistnew hires in adjusting to their new roles

CONCLUSIONAND DISCUSSION:

The field's theoretical and empirical development has increased the level of academic rigour and the calibre of
findings that can be made but a lot is still uncertain. This evaluation is intended to aid researchers to
comprehend the fundamental conceptual underpinnings, empirical findings, methodological issues, and
contemporary developments in strategic HRM analysis. We also anticipate that this essay will be enlightening
recommendations for next strategic HRM research. In the twenty-first century, strategic management of human
capital is expected to be a distinguishing characteristic of success, necessitating a greater emphasis on the
ideologies, regulations, and procedures used to maximise HRs.Given that the field continues to pose and
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address research problems of value and strategic significance, strategic HRM is in a good position to contribute
to this dialogue. SHRM is a theoretical and aspirational mindset that only materialises into actions and
reactions that can be characterised as strategic, such as broad or focused HR strategies or strategic behaviour on
the part of HR professionals collaborating with line managers.The modern justification for SHRM is that it
serves as the foundation for creating and implementing people management strategies that allow the
organisation to satisfy the needs of all of its stakeholders and take into account the evolving environment in
which the business operates;and as a result, HR practises drive strategy, which in turn promotes workplace
performance
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