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[bookmark: _Toc180009797]Chapter 4: Findings & Discussion
The findings of this research study related to human resource management practices showed their crucial role in making a positive impact on employee performance. The qualitative data analysis and thematic interpretation have also concluded that effective HRM strategies have the capabilities to create a positive impact when it comes to motivating, engaging, and boosting the productivity level of employees.
 The number of participants who belonged to different organisations, like Marriott Hotels, also showed that they have designed well-structured HRM frameworks. These frameworks are comprised of different initiatives like training programs and deployment of performance management systems. Moreover, welfare policies have also been found to be effective in aligning with overall organisational goals. This alignment of schools with productive working environments has shown that employees feel more supported, which can be seen in their better job performance. In addition, human resource management (HRM) tactics are not only useful for improving individual performance, but they also have a significant impact on collaboration, which fosters a more cooperative and productive company culture.
One of the notable themes observed in interviews was the role of employee development initiatives led by companies. For this, participant’s opinions have shown that HRM practices have played a crucial role in their career growth and professional development. In this way, employees have performed well on various levels. Those employees who received continuous training have shown that they are more capable of catering to the demands of their roles, improving overall performance. Moreover, this research has established that organisations with robust HRM practices are more successful in retaining their talented workforce. Therefore, investment in employees develops organisations not only to increase employee performance but also to cultivate a climate of devotion and loyalty, which lowers attrition and guarantees the long-term viability of the company.
This research study has also founded different challenges faced by organisations to implement HRM practices with their full spirit. Participants from various regions have also shown that cultural differences and regional differences can also hinder smooth application of HRM practices in respective organisations. There are particular sets of HR policies that can play an effective role in a geographical region. In some cases, this may not result in the same results in another due to changing cultural norms and expectations of employees. This challenge is particularly evident in multinational organisations, in which practices had to adapt to suit local community culture, which must be aligned with global objectives. The necessity for adaptable HRM techniques kept coming up since inflexible plans frequently fall short of meeting the varied demands of workers in various settings.
Lastly, research studies related to HRM practices are more effective in environments that are designed for inclusiveness. For this number of participants, it is noted that HRM strategies must consider employee feedback. In this backdrop, open communication channels should be established, providing flexibility to increase job performance. In addition, findings of the research study have also shown that employees who are in favour of HR practices were created to manage their particular needs. This may include better facilities for mental health, employee recognition plans, and a flexible working environment. Along with improving, these HRM practices also contribute to the favourable environment's creation.
There are a number of key insights provided by the literature review used in this research study; various theoretical frameworks are identified in modern organisations. Moreover, research studies have also highlighted that HRM can play a pivotal role in achieving organisational goals. In this research, various studies about HRM strategies have discussed the pivotal role of HRM strategies. In this way, organisations have fuelled a high level of production.
There are other studies that highlighted that human capital theory describes that talented employees can be seen as a backbone in overall organisational success. These studies have also shown that organisations that have allocated ample sources have achieved high revenues as compared to their competitors in the market. In this way, companies have also achieved a competitive edge by using resource-based view theory. These theoretical positions emphasise how crucial HRM is in figuring out how successfully employees function inside an organisation, both personally and collectively.
There are other studies that have explained that HRM practices are likely to design positive impacts to increase job performance. Numerous research studies about employee retention and selection have also highlighted that HR practices play a pivotal role in this regard. Additionally, a rigorous hiring procedure helps ensure that the correct individuals are employed in the ideal positions, lowering attrition and raising output.
Other studies have suggested that continuous professional development can equip employees with particular skills to effectively play their roles in organisations. Different organisations like Microsoft and Cisco are seen as case studies that used well-designed training programs to increase productivity and creativity levels in the workplace. Additionally, via offering frequent feedback and promoting continual development, performance assessment systems such as Adobe and General Electric play a key part in ensuring high performance levels.
When it comes to HRM practice having a positive impact on creating organisational culture, research studies have concluded that HRM strategies are key to revamping and creating a sustainable, positive, and productive working environment. For this, Anwar and Abdullah (2021) have discussed in their research study the conducive corporate culture to increase employee satisfaction level in organisations. Therefore, HR practices like leadership development and effective communication play a central role in boosting the working environment. 
In this way, employees feel more heard and motivated to contribute to the organisation’s goals. Different case studies like SalesForce and Netflix have impelled such HRM practices to create a work culture and promote job satisfaction levels. Another research study has also shown that corporate cultural managers play one of the most notable roles in companies that are operating worldwide. Organisations like IBM and Unilever have implemented cross-cultural training programs that recognize and incorporate many cultural perspectives, enabling them to navigate an international staff with effectiveness.
The literature review utilized in this research study has highlighted various issues related to HR professionals serving in modern organisations. One of the key challenges faced by organisations is to implement their HR strategies in their full spirit, rapidly changing working environments. Other research studies have shown that managers can play a crucial role in creating demand, such as career development opportunities and work-life balance. Likewise, after the advent of remote work, we can design additional challenges to manage teams. In addition, the growing application of data analytics and other technologies in HRM. This presents opportunities for making decisions based on data but also raises ethical concerns regarding worker secrecy as well as data protection.
[bookmark: _Toc167124283][bookmark: _Toc180009798]Conclusion 
To sum up this section, this research study’s finding highlight the key role of HRM strategies to align with organisational goals, job satisfaction level, and job retention as well. By taking full-scale advantage from theories discussed, we can increase the competitive edge of organisations. Various challenges, such as workforce needs and social technology, can increase adaptive HR practices. In the end, an effective HRM framework promotes a good workplace culture, which in turn propels the success and sustainability of the organisation as a whole.
[bookmark: _Toc167124284][bookmark: _Toc180009799]Chapter 5: Research limitations, Recommendations 
[bookmark: _Toc167124285][bookmark: _Toc180009800]5.1	Research Limitations & Future Research
The first limitation of this research study is reliance on secondary data and existing literature, which may not grasp the current policies related to HRM related to changing working environments in modern organisations. On the other hand, research studies have also highlighted the range of sources; the swiftly changing working environment of the global workforce, particularly post-COVID, might indicate that some knowledge is already out of date. In addition, the literature review utilised in this research study focuses on developed economies, which cannot show the HRM challenges faced in changing markets, where variations in culture, economy, and regulations may have a big influence on HR strategy.
The second limitation of this research study is its generalisation of practices and theories related to various industries. Moreover, various HRM strategies may need industry-oriented adaptation, which is not fully explored in this research study. Like, sectors like technology and healthcare have created unique challenges that may influence HR practices as compared to other industries like retail and manufacturing. Because of its wide scope, the research could thus miss subtle differences in the application of HRM ideas in certain business situations.
The limitation of this research study is its scope, which is limited by its focus on big multinational organisations like Salesforce, Amazon, and Google. This focus may not fully grasp challenges related to strategies and practices by small and medium enterprises, which mainly used few resources and different organisational structures. Since SMEs make up a sizable share of the international economy and face special challenges in attracting, retaining, and training staff members, future studies might focus on HRM techniques in smaller organisations.
There are a number of areas that need to be explored for future research related to geographical scope focused on HRM practices related to new markets and developing countries. After the advent of globalization, HRM practices to bridge markets with different cultures and economic backgrounds need more detailed explanation. Moreover, future studies have also provided context-oriented insights to cater to challenges related to smooth workforce management. This includes cultural variety, adherence to laws, and the effects of unofficial labor markets.
In addition, future research studies can also take advantage of longitudinal studies to track down the evolution of HRM strategies over time, especially in response to sophisticated technology and changing remote working cultures and hybrid work models. Different studies have provided way forward for organisations to adapt HR practices to make sure employee pride will increase in their organisations.
[bookmark: _Toc167124286][bookmark: _Toc180009801] 5.2	Research Recommendation
1. For achieving overall organizational objectives, HRM practices should be designed accordingly. In this regard, systemic approaches should be employed to implement human resource practices such as recruiting talented people, skill set development, and increasing retention levels (Haerani et al., 2020). This can guarantee that the company can keep its competitive advantage without lowering worker productivity.
2. Companies need to allocate an appropriate budget to polish employee’s skill sets and train them for new job requirements. In this way, organisations can boost job performance and satisfaction levels for a longer run (Wickham and Wong, 2018). 
3. Organisations should use Performance Management methods (PMS) instead of traditional yearly performance review methods (Davidescu et al., 2020). In this way, continuous feedback and employee development plans can be made. These plans can fuel high levels of productivity.
4. Using Herzberg’s Two-Factor and McGregor’s Theory X and Y for designing HRM strategies (Mulang, 2021). These motivational theories can boost employees' engagement levels. Tailoring remuneration and leadership techniques to specific employee requirements can increase effectiveness and efficiency.
5. HR departments must take full scale advantage of technological tools. This includes tools like data analytics and Virtual collaboration platforms to manage remote teams (Darmawan et al., 2020). This will guarantee accuracy and sustain productivity, particularly in distant work environments.
6. Global companies need to adopt flexible HR strategies that are aligned with global standards and local cultural values (Davidescu et al., 2020). Prioritizing cross-cultural training will help diverse teams communicate and understand each other better.
7. HR professionals can guarantee compliance with labor laws and ethical standards. Putting in place procedures that safeguard employee rights and data can improve the organisation's status in the law and reputation (Haerani et al., 2020).
[bookmark: _Toc180009802]5.3	Conclusion 
To sum up this report, this research study is focused on the key role of HRM practices to boost organisational performance and satisfaction levels of employees. HRM practices must be aligned with organisational objectives; organisations can boost productivity levels. There are a number of theories, like motivational theories, that have provided key insights about high employee engagement levels. Nonetheless, there are still a lot of obstacles to get through, such as coordinating varied employees, remaining up with technology, and guaranteeing legal compliance. HR specialists may help establish a healthy company culture and long-term success by tackling these issues.
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