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CHALLENGES OF HRM IN A GLOBAL BUSINESS ENVIRONMENT: 

A REVIEW AND RESEARCH AGENDA  
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WYZWANIA ZZL W GLOBALNYM ŚRODOWISKU BIZNESOWYM: 

PRZEGLĄD I PLAN BADAŃ (PODEJŚCIE MIĘDZYNARODOWE) 

 
Abstract 

This paper explores the various challenges of HRM and its practice in a global business 

environment. The roles and responsibilities of HR departments are transforming as the 

modern business faces pressures of globalization, hyper-competition in the markets, de-

clining margins and changing consumer demands, workforce diversity, technological ad-

vances and changes in the political and legal environment. Today, global HR manage-

ment has become a front-and-center issue for a wide variety of firms. Many larger cor-

porations, and even smaller ones doing business in key international markets, now have 

full-time HR managers devoted solely to assisting with the globalization process. For the 

HR managers to thrive and be relevant in the global context, new roles and agenda for 

the profession should not focus on traditional HR activities such as recruitment and se-

lection, training and development, and compensation, but on its outcomes. There is pres-

ently an increasing interaction of national economic systems all over the world through 

the growth in international trade, investment, and capital flows. This interaction is a 

worldwide drive toward globalization and a globalized economic system. Globalization, 

an inevitable and irreversible force is a new reality in which HR practitioners, enterprises 

and government are always on the lookout for new processes and innovations. This glob-

alization process, therefore, necessitates an investigation into human resource manage-

ment. The paper utilizes the methods of descriptive analysis and synthesis of the scientific 

literature and empirical investigation. The paper sums up with requisite conclusion and 
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recommendations that will help HR professionals contribute positively to employees’ 

well-being and meeting organizational targets in a global business environment.    

Keywords: Human Resource Management, Globalization, Dynamic Business Environ-

ment, Challenges, Solution, Competitive Advantage 

 
Streszczenie 

Niniejszy artykuł bada różne wyzwania związane z ZZL (zarządzanie zasobami ludzkimi) 

w globalnym środowisku biznesowym. Role i obowiązki działów HR zmieniają się, ponie-

waż współczesny biznes zmaga się z presją globalizacji, nadmierną konkurencją na ryn-

kach, malejącymi marżami, zmieniającymi się wymaganiami konsumentów, różnorodno-

ścią siły roboczej, postępem technologicznym i zmianami w otoczeniu politycznym i praw-

nym. Obecnie globalne zarządzanie zasobami ludzkimi stało się problemem dla wielu 

firm. Wiele większych korporacji, a także mniejszych firm prowadzących działalność na 

kluczowych rynkach międzynarodowych, posiada pełnoetatowych menedżerów HR po-

święconych wyłącznie pomocy w procesie globalizacji. Aby menedżerowie HR mogli się 

rozwijać i mieć znaczenie w kontekście globalnym, ich rola nie powinna koncentrować 

się na tradycyjnych działaniach HR, takich jak rekrutacja, selekcja, szkolenia i rozwój, 

wynagrodzenia itp., ale na wynikach. Obecnie wzrasta wzajemne oddziaływanie krajo-

wych systemów gospodarczych na całym świecie poprzez wzrost handlu międzynarodo-

wego, inwestycji i przepływów kapitałowych. Ta interakcja jest ogólnoświatowym dąże-

niem do globalizacji i zglobalizowanego systemu gospodarczego. Globalizacja jako nie-

unikniona i nieodwracalna siła, to nowa rzeczywistość, w której praktycy HR, przedsię-

biorstwa i rząd zawsze poszukują nowych procesów i innowacji. Proces globalizacji wy-

maga zatem zbadania zarządzania zasobami ludzkimi. Artykuł wykorzystuje metody ana-

lizy opisowej i syntezy literatury naukowej i badań empirycznych. Artykuł podsumowuje 

niezbędne wnioski i zalecenia, które pomogą specjalistom HR w pozytywny sposób przy-

czynić się do dobrego samopoczucia pracowników i osiągnąć cele organizacyjne w glo-

balnym środowisku biznesowym. 

Słowa kluczowe: zarządzanie zasobami ludzkimi, globalizacja, dynamiczne środowisko 

biznesowe, wyzwania, rozwiązania, przewaga konkurencyjna. 
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Statement of the problem in general outlook and its connection with important 

scientific and practical tasks  
 

HR departments are transforming as the 

modern business faces numerous and com-

plex challenges and exploit opportunities. 

The transformation of HR today is a direct 

call for the rapid changes within businesses 

due to factors such as globalization, hyper-

competition in the markets, declining mar-

gins and changing consumer demands, 

workforce diversity, technological ad-

vances and changes in a political and legal 

environment. These have led to a paradigm 

shift in the roles and responsibilities of HR 

professionals. In today’s global business 
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environment, decision-making in organiza-

tions has become increasingly intricate and 

convoluted. The new global world has wid-

ened the talent pool for excellent and mar-

ginal workers and for permanent and fluid 

workers. An organization’s talent can be a 

source for sustained competitive advantage 

and can affect important organizational out-

comes such as survival, profitability, cus-

tomer satisfaction level and employees’ 

performance (Pfeffer, 1994). 

Also, Gandossy, Tucker, and Verma (2006) 

noted that the workforce is in the midst of 

an unstoppable and dramatic transfor-

mation. In the coming years, the organiza-

tion will confront challenges related to de-

mographic trends, global mobility, diver-

sity, work/life issues, technology changes, 

and a virtual workforce. The competition 

will be global; capital will be abundant; 

leaders will be developed swiftly, and tal-

ented people will be keen to change jobs 

frequently. These changes will influence 

how work is performed, where it is per-

formed and what skills are required. While 

other resources will be abundant, the most 

important resource of all-talent will become 

increasingly scarce. Most emerging nations 

with large populations, including China, 

Russia, Brazil, India, may not be able to 

sustain a net surplus workforce with the 

right skills for much longer. Now, more 

than ever, organizations need to place 

greater emphasis on attracting, nurturing 

and retaining human capital rather than fi-

nancial capital. This is because financial 

capital is broadly available from investors 

and lenders, and innovations can be dupli-

cated relatively easily and quickly, but ef-

fective HRM is the best way to differentiate 

one company from another. Therefore, only 

the multinationals that will be willing to 

adapt their HR practices to the changing 

global labor market conditions will be able 

to attract, nurture and retain the right talent, 

and will likely succeed in the global com-

petition (Srivastava & Agarwal, 2012). 

In the past, HR practitioners feared that ma-

chines might one day eliminate the need for 

people at work. In reality, just the opposite 

has been occurring. People are more im-

portant in today’s organizations than ever 

before. As Edward Gubman, author of The 

Talent Solution, points out, “In many fast-

growing economies, it may be easier to ac-

cess money and technology than good peo-

ple”. The competitive advantage belongs to 

global firms that know how to attract, se-

lect, deploy, and develop talent (Edward, 

1996). We use a lot of words to describe the 

importance of people to organizations. The 

term human resource implies that people 

have capabilities that drive organizational 

performance (along with other resources 

such as materials, money, and information). 

Therefore, successful organizations are par-

ticularly adept at bringing together different 

kinds of people to achieve a common pur-

pose. This is the essence of human re-

sources management.  

However, the management of human re-

sources (HR) is complex and problematic 

because according to Anyim, Ikemefuna, 

and Mbah  (2011),  the individuals as em-

ployees hardly adapt or voluntarily em-

brace the objectives of the organization. As 

individuals, the employees have needs, as-

pirations, motivations, desires, and interests 

which influence their behavior at work but 

unfortunately, these objectives are some-

times in conflict with the corporate objec-

tives of the enterprise. In reconciling these 

conflicting interests, Human Resources 

Management and Planning are useful tools 

employed in harmonizing the needs of the 

employees with the goals and objectives of 

the organization on a continuous basis. 

More than ever in history, organizations 

and multination corporations today face 
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both opportunity and the challenge of em-

ploying global workforces that diverge in 

age, gender, education, and culture. For the 

past two decades, organizations have to 

keep a finger on the pulse of major trends 

such as going global, embracing new tech-

nology, managing change, managing talent, 

responding to the market, and containing 

cost. These trends extend beyond ‘people 

issues’ but they all focus on the need to de-

velop a skilled and flexible workforce in or-

der to compete in the twenty-first century. 

 Essentially, there is a need to develop a 

flexible workforce to meet the changing de-

mands of the twenty-first century. The ob-

jective of this research paper is to appraise 

the challenges human resources managers’ 

faced when ensuring that their organiza-

tions succeed in the global environment. 
 

Analysis of latest research where the solution of the problem was initiated  
 

Human Resource Management is increas-

ingly used to refer to the philosophy, poli-

cies, procedures, and practices relating to 

the management of people within organiza-

tions. According to Oloyede (2015), human 

resource management is that part of man-

agement which is concerned with people at 

work and with their relationships within the 

organization. Storey (1995) sees HRM as a 

distinctive approach to employment man-

agement which seeks to achieve competi-

tive advantage through the strategic deploy-

ment of a highly committed and capable 

workforce, using an integrated array of cul-

tural, structural, and personnel techniques. 

HRM is concerned with planning, organiz-

ing, directing and controlling of the recruit-

ment, the selection, and placement, the in-

duction, the training and development, the 

compensation, the integration and mainte-

nance of people for the purpose of contrib-

uting to the goals of the organization 

(Akinloye & Akinpelu, 2018). In addition, 

Ideh and Aghogban (2018) view HRM as a 

set of policies designed to maximize organ-

izational integration, employee commit-

ment, flexibility and quality of work. Es-

sentially, HRM is a multidisciplinary func-

tion that depicts assumptions from different 

fields such as management, psychology, so-

ciology, and economics (Senyuce, 2009). 

An effective HRM attempts to get extraor-

dinary results from ordinary people (Nasir, 

2017). Besides, hiring the right person for 

the right job at the right time, the HR man-

ager is also responsible for employee moti-

vation, satisfaction, training, long term de-

velopment and retention (Walker, 1994). 

The twenty-first-century approach of HRM 

is to utilize the knowledge and expertise of 

people efficiently and effectively to meet 

organizational targets (Wong & Snell, 

2003). The imperatives of contemporary 

HRM theory include such principles as ef-

ficiency, effectiveness, productivity, labor 

flexibility and competitive organizational 

advantage (Tubey, Rotch & Kurgat, 2015). 

Baird and McGrath-Champ (1999) suggest 

that the HRM concept represent the 

strengthening of managerial prerogatives. 

Patrickson and Hartmann (2001) summa-

rize its dominant strategic emphasis as 

productivity enhancement, cost minimiza-

tion, and work intensification. Nankervis, 

Chatterjee and  Coffey (2011) noted that the 

recent trends in the nature of employment 

(such as casualization, more flexible condi-

tions and changes to industrial relations 

systems), and the various impacts of tech-

nology and globalization, together with in-

novative HR practices such as rightsizing, 

outsourcing and offshoring, present serious 

challenges and opportunities to the future of 

HRM. However, organizations today are 

facing the challenges of a dynamic environ-

ment which requires them to espouse recent 
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changes and put in more effort for profit op-

timization (Robbins, 2005). In order to lead 

organizations in unchartered waters of 

globalization, HR professionals or depart-

ments must assume new roles and responsi-

bilities. Ulrich (1996) defines these roles 

and responsibilities based on the following 

four functions-strategic business partners, 

change agent, employee champion and ad-

ministrative expert. HR professionals are 

also the champion of globalization and 

technology savvy (Friedman, 2005).  

Strategic Business Partner and Change 

Agent     

The strategic business partner and change 

agent functions are about leading and help-

ing in formulating the organization’s over-

all business strategy and to align HR activ-

ities and initiatives with the organization’s 

overall business strategy. Unless the HR 

strategy is appropriately formulated and 

skillfully implemented, the success of the 

organization is at risk. In these roles, the 

HR professional contributes to the formula-

tion and the accomplishment of the organi-

zation-wide business plans and objectives 

and formulates the HR business objectives 

to support the attainment of the overall stra-

tegic business plans and objectives 

(Belcourt & McBey, 2010). It is the onus of 

the HR professionals to carry out the peri-

odic evaluation of the effectiveness of the 

organization at the corporate level. HR 

managers anticipate changes and under-

stand what is necessary to implement them. 

HR professionals are skilled in acquiring 

business insight in order to predict changes 

and make informed decisions at the opera-

tional and strategic levels. HR professional 

accesses current requirements and antici-

pates future skills shortages through strate-

gic skills planning. Business volatility and 

uncertainty increase the need for multina-

tional companies to rely on advanced ana-

lytics, scenario simulations, and another so-

phisticated workforce- planning levers 

(BCG & WFPMA, 2010). The ability to in-

tegrate business, HR, and change compe-

tencies is essential. By helping their organ-

izations build a sustained competitive ad-

vantage and by learning to manage many 

activities. HR professionals are becoming 

full of business partners.   

Employee Advocacy and Champion of 

Globalization            
One of the enduring roles of HR profession-

als/managers is to serve as an employee ad-

vocacy-listening to employees’ concerns 

and representing their needs to manage-

ment. Effective employee relations provide 

a support structure when disruptive changes 

interfere with normal daily activities. This 

advocacy includes expertise in how to cre-

ate a work environment in which people 

will choose to be motivated, contributing, 

and happy (Ulrich, 1996). When employees 

are motivated, they want to do their best 

work-not out of obligation but because of 

their job matters to them, both profession-

ally and personally. On the other hand, dis-

cipline comprises systems, policies, and 

practices that raise accountability. When 

motivation and discipline unite, employees 

are excited about, accountable for, and re-

warded for their work (BCG & WFPMA, 

2010). Workplace flexibility is expected to 

be on the rise in the future workplaces and 

thus, most of the interaction between HR 

managers and line managers or employees 

will be victual, without a face-to-face meet-

ing. Also, HR professionals are a champion 

of globalization and help develop a global 

mindset in their employees. Having a 

global mindset implies recognition of ben-

efits that can flow to the whole organization 

from encouraging and valuing cultural di-

versity in people. Globalization is increas-

ingly adding one more thing to low- cost la-

bor and high power technology: unfettered 
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imagination-that is, highly innovative and 

creative capabilities (Friedman, 2005). The 

role of the HR professional is to implement 

the necessary organizational strategies with 

sensitivity to specific cultural influences. 

Partner with Line Managers         

One of the characteristic features of HR lit-

erature is the pivotal role that has been 

given to line managers as a delivery point 

for a variety of employment policies that 

are intended to raise the performance of the 

workforce (Prahlad, 1983). The people and 

performance research carried out for the 

CIPD by a team at Bath University found a 

direct correlation between employees feel-

ing positive about their relationship with 

their frontline managers and them being 

more likely to have higher levels of job sat-

isfaction, commitment, and loyalty which 

are associated with higher levels of perfor-

mance (Hutchinson & Purcell, 2003). The 

role of an HR professional is to partner with 

line managers to effectively acquire, de-

velop and retain human capital for all busi-

ness units. Modern technology has made it 

possible for HR professionals and line man-

agers to have virtual, without face-to-face 

meetings and communications. Thus, HR 

professionals must remember the bottom 

line if they are to fulfill their role. As much 

as we might say about the role of HR pro-

fessionals, in the final analysis, managing 

people depends on effective supervisors 

and line managers.
 

Aims of Paper . Methods 
 

The main aim of this paper is to explore the 

factors affecting HRM and its practice in a 

global context. Also, it is the aim of this pa-

per to make recommendations to tackle the 

challenges of HRM in a global business en-

vironment. The paper utilizes the methods 

of descriptive analysis and synthesis of sci-

entific literature. That is data for the study 

were sourced from primary and secondary 

sources and collected from documentations 

through published and unpublished books, 

journal articles among others, and were 

content analyzed in relation to the scope of 

the paper. 

 

Exposition of main material of research with complete substantiation of ob-

tained scientific results. Discussion  
 

The Essence of Human Resource Man-

agement 

Over the years, professional organizations 

such as the U.S. Society for Human Re-

source Management, the U.S. Human Re-

source Planning Society and researchers 

have captured the fundamentals of human 

resource management in various ways. 

However, there are certain basic assump-

tions as outlined by Heijltjes and Wit-

teloostuijn (2003), such as the importance 

of people to organizational success, the 

goals of organizations and human resource 

management policies being mutually rein-

forcing, the personnel function being linked 

to decentralized units, and line manage-

ment. Also pertinent is the importance of 

integrating human resource management 

with the organizational governance struc-

ture. The central theme of HRM lies in the 

effective management of an organization’s 

most valued asset. In effect, it entails the 

optimal utilization of different categories of 

people to facilitate the creation of competi-

tive advantage. Armstrong (2009) affirms 

that HRM focuses on the strategic manage-

ment of people and a comprehensive per-

spective towards the delivery of a mutually 

reinforcing workforce. HRM also pertains 

to issues related to employee commitment 
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to the organization’s mission and values, 

the perception and treatment of people as 

assets rather than costs and the adoption of 

an approach to employee relations that is 

unitarist rather than pluralistic. Essentially, 

the overall purpose of HRM is to ensure 

that the organization is able to achieve suc-

cess through people. HRM aims to increase 

organizational effectiveness and capability 

the capacity of an organization to achieve 

its goals and objectives by making the best 

use of the resources available to it (Arm-

strong, 2009). In addition, Caldwell (2004) 

stated that the essence of policy goals of 

HRM include managing people as assets 

that are fundamental to the competitive ad-

vantage of the organization, aligning HRM 

policies with business policies and corpo-

rate strategy, and developing a close fit of 

HR policies, procedures, and systems with 

one another.  

Challenge of HRM in a Global Business 

Environment 

Organizations that are committed to fully 

utilizing their human resources, having a 

workforce that is diverse in terms of age, 

gender, ethnicity, country, culture, lifestyle, 

religion, sexual orientation, and many other 

characteristics requires finding new ways 

of managing their workforce. The increas-

ing diversity of the workforce, combined 

with changing attitudes within society, pre-

sent challenges for organizations and their 

employees such as change management, 

conflict management, managing the multi-

generational workforce, managing 5R’s, 

globalization, striking work-life balance, 

succession planning, talent management, 

etc. Some of the challenges being faced by 

HR managers in a global business environ-

ment are discussed below:  

Managing Globalization  

In order to grow and prosper, many compa-

nies are seeking opportunities in global 

markets. Competition and cooperation with 

foreign companies have become an im-

portant focal point for the business. Ac-

cording to Anyim et al. (2011), the pace of 

globalization is increasing continuously in 

terms of markets for goods and services, in-

vestment opportunities across borders 

amongst others. Companies face competi-

tion from all fronts. HRM is not left out in 

this transformation crusade as it has an ob-

ligation to move along with the changing 

demands of the globalization process. 

Therefore, globalization refers to the trend 

toward opening up foreign markets to inter-

national trade and investment (Bohlander & 

Snell, 2007). Due to globalization, compa-

nies now face business challenges which re-

quire the organization to build new capabil-

ities. This innovation has created an oppor-

tunity for HR professionals to play a lead-

ership role in assisting the organization to 

meet the competitive challenges (Anyim et 

al., 2011; Singh & Dhawan, 2013). There-

fore, with the rapid expansion of the global 

markets, the HR managers/professionals 

must think globally and transform the same 

to meet local needs. Going global and suc-

ceed in today’s competitive environment 

depends on utilizing the diverse talents and 

capabilities of the broadest possible spec-

trum of human resources. This is because 

globalization and internationalization have 

given rising concern for processes and com-

petencies, more emphasis on customer/cli-

ent satisfaction, increased education and 

enlightenment of employees amongst oth-

ers.      

Embracing New Technology  

Advancements in information technology 

have enabled organizations to take ad-

vantage of the information explosion. 

Osagie (2011) stated that information tech-

nology provides the communication net-

work that facilitates the expansion of prod-

ucts, ideas, and resources among nations 
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and people regardless of geographic loca-

tion. The use of the internet to transact busi-

ness has become so pervasive for both 

small and large companies that e-commerce 

is rapidly becoming the organizational 

challenge of the new millennium 

(Bohlander & Snell, 2007).  Organizations 

are connected via computer-mediated rela-

tionships, and they are giving rise to a new 

generation of ‘virtual’ workers who work 

from home, in hotels, in their cars, or wher-

ever their work takes them. The implica-

tions for HRM are at times mind-boggling.  

Managing Change  

Technology and globalization are only two 

of the forces driving change in organiza-

tions and HRM. Today, being able to man-

age change has become paramount to the 

firm’s success. That is, successful compa-

nies develop a culture that just keeps mov-

ing all the time. Given the pace of today’s 

commerce, organizations can rarely stand 

still for long. In highly competitive envi-

ronments, where competition is global, and 

innovation is continuous, change has be-

come a core competency of organizations. 

However, most of the major reasons why 

change efforts can fail to come down to HR 

issues such as not establishing a sense of ur-

gency; not creating a powerful coalition to 

guide the effort; lacking leaders who have a 

vision; not removing obstacles on the new 

vision; declaring victory too soon; not sys-

tematically planning for and creating short-

term ‘wins’; and not anchoring changes in 

the corporate culture (Bohlander & Snell, 

2007). 

Multi-Skilling Process  

The pace of change in the HR environment 

in this era of globalization will require HR 

professionals to be multi-skilled. They 

must devote more attention to core strategic 

issues in HR management and be facilitator 

or change initiators and internal consultant 

to the organization. The process of multi-

skilling endows HR professionals to func-

tion in other capacities and also affords 

them the opportunity to appreciate the job 

schedule of line managers (Anyim et al., 

2011).  

Managing Multi-Generational Work-

force  

Organizations these days have employees 

belonging to multi-generations who fall un-

der various age groups. These generations 

are classified as Baby Boomers I, Genera-

tion Jones or Boomers II, Generation X, 

and Generation Y. Baby Boomers are peo-

ple who feel comfortable with their tradi-

tional ways and they do not like to come out 

of their comfort zone. They tend to believe 

that hard work and sacrifice are the price to 

pay for success. They value health, well-

ness, personal growth, and diversity and 

they have a strong sense of entitlement 

(Werner, Schuler & Jackson, 2012). Gener-

ation X and Y born people grew up with the 

most technological advances and changes, 

they have a preference for positive feed-

back but are willing to learn and develop, 

they are comfortable with multitasking, 

change, and innovation and they are willing 

and able to work effectively in teams (Wer-

ner et al., 2012; Nasir, 2017). However, 

Healthfield (2004) holds that generation X 

and Y born people will move from work-

place to workplace without any hesitation 

and are akin to free agents who will decide 

where and why they should work. The 

emergence of this new breed of the work-

force will create additional responsibilities 

for HR professionals who have to provide a 

wide range of services in a different config-

uration in a bid to carry this group along in 

employees’ employment relationship.  

Managing Talent or Human Capital  

The idea that organizations ‘compete 

through people’ highlights the fact that suc-

cess increasingly depends on an organiza-

tion’s ability to manage talent, or human 
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capital. The term ‘human capital’ describes 

the economic value of employees’ 

knowledge, skills, and capabilities. As 

pointed out by Armstrong (2009), talent 

management allows firms to capture, apply, 

and generate value from their employees’ 

creativity and expertise. Consequently, the 

role of the HR professionals is to ensure 

that the organization has the human capital 

it needs in the right proportion and at the 

appropriate time. The HR professionals 

must device means to ensure that valued 

and talented employees who can contribute 

to knowledge creation and sharing are at-

tracted, deployed, developed and retained.  

Managing 5R’s 

In today’s competitive environments, the 

5R’s are becoming crucial in the success of 

every organization. Today, HR professions 

have to take care of all the 5R’s namely re-

sourcing, recruiting the right talent, retain-

ing the talent, retraining, and restructuring.  

Containing Costs  

Investments in reengineering, human capi-

tal, total quality management (IQM), tech-

nology, globalization, and the like are very 

important for organizational competitive-

ness. Yet at the same time, there are in-

creasing pressures’ on companies to lower 

costs and improve productivity to maxim-

ize efficiency. Like other functional depart-

ment managers, HR managers are now un-

der pressure to show top management the 

‘bottom line’ financial results their depart-

ments are achieving. Labor costs are one of 

the largest expenditures of any organiza-

tion, particularly in service-and knowledge-

intensive companies. Moreover, the 

healthcare costs of insuring workers and 

their families have skyrocketed in the past 

decade, posing a much bigger burden to 

firms. Organizations are taking many ap-

proaches to lower labor-related costs. In ad-

dition, to shifting some of the rising costs 

of healthcare back onto employees, compa-

nies are also downsizing, outsourcing, off-

shoring, and engaging in employee leasing 

in an attempt to enhance productivity. Each 

of these efforts has a big impact on HR pol-

icies and practices. 

Striking Work-Life Balance  

The concept of quality of working life 

emerged in the 1970s (Wilson, 1973) but 

has been more prominent recently, particu-

larly because of the preoccupation with the 

work-life balance. Work-life balance is a 

state of equipoise between and among the 

four quadrants of every individual life. The 

four quadrants may be broadly categorized 

under work, family, friends, and self (Chan-

tai, 2014). As defined by Kodz, Harper, and 

Dench (2002), the concept of work-life bal-

ance is about employees achieving a satis-

factory equilibrium between work and non-

work activities (i.e, parental responsibilities 

and wider caring duties, as well as other ac-

tivities and interests). Due to intense com-

petition in the market place, the workload is 

increasing day-by-day and this leads to var-

ious health challenges and work stress 

amongst the workforce. Therefore, it is a re-

sponsibility of the HR manager to make a 

segregating line between work and leisure 

activities. People often quit their jobs if 

they do not find an appropriate balance be-

tween personal lives and professional obli-

gations. Hence, the HR manager has to 

work to avoid such a scenario and he/she 

need to help employees in finding the right 

work-life balance (Kossek & Ozeki, 1998).  

Workforce Diversity                           

Today, organizations are having the hetero-

geneous workforce, which is considered to 

be a positive thing as diverse minds will 

guide to new creations and ideas, but man-

aging the culture where people have differ-

ent mindsets and putting across the cultural 

values is indeed a challenging task. There-

fore, the HR practitioner or professional 
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must ensure that no group of members has 

an advantage or disadvantage over the other 

in the workplace. Besides, the HR manager 

must also ensure that the productivity, cre-

ativity, and commitment of the workforce 

are maximized while meeting the needs of 

their diverse interest (Anyim et al., 2011). 

The challenge of workforce diversity be-

comes even more complex when dealing 

with new workers, those engaged through 

means such as crowds sourcing, as well as 

remote and temporary workers. The HR 

manager also needs to develop programs to 

assist executives to adapt when they move 

from the head office to regions with differ-

ent societal and cultural norms. Therefore, 

developing HR practices for promoting col-

laboration among diverse workers and 

communicating values and policies across 

countries and ethnicities will be important 

in driving success within global organiza-

tions.  

Staying Within Laws  

 Temporary and part-time workers play an 

important role in today’s workforce. Yet 

laws regarding these workers differ from 

country to country. Indonesian law, for ex-

ample, does not recognize the concept of 

part-time workers, who are consequently 

entitled to the same rights as full-time 

workers. Temporary workers, too, must re-

ceive the same benefits as permanent work-

ers. The challenge for HR when conducting 

workforce planning is to understand the nu-

ances of the laws and customs in each of the 

regions where it operates and ensure that it 

is treating part-time, temporary and remote 

workers legally. Therefore, regulations be-

come murkier when the employment pro-

cess is conducted through online 

crowdsourcing or other, less traditional re-

cruiting methods, further increasing the 

risks while demanding greater understand-

ing of compliance form HR (Akinloye & 

Akinpelu, 2018). Keeping up-to-date with 

ever-changing and complex labor laws in 

each country and region will continue to 

present a constant challenge beyond the tra-

ditional visa issues, local versus foreign 

worker regulations and migration laws.                    

Upgrading the Skills of HR Managers  

To be able to cope with the global chal-

lenges and be relevant in the current cen-

tury, the quality of HR staff need to be im-

proved. The firm’s need people who know 

the business, understand the theory and 

practice of HR. those who can manage peo-

ple effectively and make change happen 

and have personal credibility and integrity. 

Sometimes such individuals or talents may 

already exist within the organization, but 

they must be identified and given additional 

qualitative training to sharpen their skills. 

In sum, the HR managers or professionals 

cannot expand their role in the organization 

without the requisite expertise considering 

the current knowledge-driven operating en-

vironment. Knowledge is part of the learn-

ing process. It is the accumulated experi-

ence and actionable information that exists 

within an organization. It is information or 

the capacity to take action (Nonaka & 

Teece, 2001; Anyim et al., 2011; Singh & 

Dhawan, 2013).  

Identifying Skills on a Local Level  

Firms that can identify skills beyond those 

presented in traditional CVs and Resumes 

will have an advantage over their competi-

tors. However, identifying the desired skills 

and finding them in a pool of candidates is 

a significant challenge for HR managers, 

especially when entering new markets and 

geographies.  

HR Managers as Vanguard of Employ-

ees’ Welfare   

The HR managers will be held accountable 

for ensuring that employees show commit-

ment and add value to the business of the 

organization irrespective of attending to 

their social needs. This goes to underscore 
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the relevance and importance of HR ap-

proach which holds that organizational 

goals and human needs should be mutual 

and compatible and that one set need not be 

gained at the expense of the other (Anyim, 

et al., 2011). According to Ulrich (1998), 

HR managers would become champion of 

employees, vigorously representing their 

concerns to top management and to in-

crease employees’ commitment to the or-

ganization and their ability to deliver re-

sults. The challenge for HR professionals is 

to educate managers on how to take ad-

vantage of the cultural differences while 

mitigating any friction.  

Making the Business Case for CSR 

Corporate Social Responsibility (CSR) is 

among the top challenges firms face when 

expanding into new markets, especially in 

developing regions. Business practices that 

are acceptable locally are frequently at odds 

with the values of the firm and the laws of 

its regulatory agencies. This creates a tug-

of-war between social responsibility and 

the need to be successful in those markets, 

which can turn into a significant risk. The 

challenge for HR professionals is to gain a 

detailed understanding of local environ-

ments and their accepted business practices. 

It then needs to establish protocols that are 

customized for each region and communi-

cate these protocols throughout the organi-

zation and across its supply chain. There-

fore, when local labor practices conflict 

with the organization’s CSR policies, HR 

managers needs to be the voice of the indi-

vidual and ensure that the firm maintains its 

integrity, even when this goes against the 

potential economic value. HR managers 

face the additional challenge of demonstrat-

ing to the firm how good CSR policies 

strengthen the brand, increase customer 

loyalty, and boost shareholder value.  

Demographic Changes 

A dwindling youth population in developed 

economies and high youth unemployment 

in developing regions is causing skills 

shortages. Some of these shortages are be-

ing filled by older workers, more women in 

the workforce and cross-border migration. 

Demographic, as well as cultural diversity, 

will continue to define the global workforce 

as companies seek to fill shortages, gain 

market efficiencies, and acquire strategic 

assets (Wong & Snell, 2003). Added to the 

foregoing is the fact that older workers pro-

vide experience, but also pose challenges 

for organizations, including providing 

healthcare for a population that will experi-

ence four-and half-times as many disabili-

ties as younger workers, creating flexible 

work schedules and shifting responsibilities 

away from physically demanding work. 

This is compounded in a global workforce 

that combines differing management and 

work styles based on individual cultures. 

The challenge here is to identify the right 

job roles, incentives, and retraining oppor-

tunities for each worker while avoiding 

age-discriminatory practices. In Nigeria, 

the pensionable age of academies has been 

raised to accommodate what is perceived as 

a need for experience and well-bred indi-

viduals. Meanwhile, much of the develop-

ing world is confronting a very different de-

mographic challenge and is seeking to de-

vise the appropriate education systems to 

prepare an overwhelmingly young popula-

tion for the workplace.
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Conclusions.  
 

HRN is the formal structure within an or-

ganization responsible for all the decisions, 

strategies, factors, principles, operations, 

practices, functions, activities and methods 

related to the management of people. It is a 

complex and rapidly changing field of prac-

tice in academia and industry. In today’s 

business environment, HR professionals 

are facing numerous and complex chal-

lenges due to factors such as globalization, 

hyper-competition in the markets, declining 

margins and changing consumer demands, 

workforce diversity, technologic advances, 

and changes in the political and legal envi-

ronment. Despite these challenges, HRM is 

a critical factor in the success of all organi-

zations. Attempts have been made to ana-

lyze the factors affecting HRM and its prac-

tice in a global business environment. How-

ever, to work with people effectively, we 

have to understand human behaviors, and 

we have to be knowledgeable about the var-

ious systems and practices available to help 

us build a skilled and motivated workforce. 

At the same time, we have to be aware of 

economic, technological, social, and legal 

issues that either facilitate or constrain our 

efforts to achieve organizational goals and 

objectives. This is because employee skills, 

knowledge, and abilities are among the 

most distinctive and renewable on which a 

firm can draw, their strategic management 

is more important than ever. Environmental 

differences between countries have to be 

taken into account in managing globally, 

today, the main issue for multinational 

companies is the need to manage the chal-

lenges of global efficiency and multina-

tional flexibility - the ability of an organi-

zation to manage the risks and exploit the 

opportunities that arise from the diversity 

and volatility of the global environment. In 

addition to the competitive challenges fac-

ing organization, HR managers need to be 

concerned about changes in the makeup and 

the expectations of their employees. This 

paper, therefore, concludes that only the 

multinational companies that are willing to 

adapt their HR practices to the changing 

global labor market conditions will be able 

to attract,  nurture and retain talented em-

ployees, and will likely survive and succeed 

in the global business environment. In light 

of the foregoing, the paper recommends the 

following: 

1) The attitudes, beliefs values, and cus-

toms of people in a society are an integral 

part of their culture. Naturally, their culture 

affects their behavior on the job and the en-

vironment within the organization, influ-

encing their reactions to work assignments, 

leadership styles, and reward systems. Like 

the external and internal environments of 

which it is part, culture is undergoing con-

tinual change. HR policies and procedures, 

therefore, should be adjusted to cope with 

this change.  

2) The HR managers should streamline the 

organization’s systems and procedures and 

deliver flawless administrative services to 

become a reckonable party in the execution 

of corporate plans.  

3) The HR professionals should become an 

agent of continuous transformation; shap-

ing processes and a culture that together im-

prove a multinational company’s capacity 

for change.  

4) HR managers should accept differences 

between countries as a fact and adjust to 

these differences effectively and become 

experts in the way work is organized and 

executed, delivering administrative effi-

ciency to ensure that costs are reduced 

while quality is maintained.  
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5) Increased responsibility for HR matters 

should be devolved to line managers where 

appropriate. HR managers should develop 

elements of a common framework for com-

pany strategies, policies, and operations.  

6) The HR managers should become a part-

ner with top and line managers in strategic 

execution, helping to move planning from 

the conference room to the market place.  

This will go a long way to help organiza-

tions gain a competitive edge on a global 

scale.   

7) The HR managers must be on a continu-

ous lookout for creativity and innovation as 

it is known to be the key to success and this 

will help organizations to align their HR 

processes efficiently with organizational 

goals on a broader perspective.
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