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ABSTRACT 

The study examined the challenges in Human Resource Management (HRM) implementation 

among organizations using a quantitative research approach. The primary objective was to 

identify and rank the major challenges affecting the effective implementation of HRM 

practices. Data were collected from 100 respondents selected through the convenience 

sampling technique using a structured questionnaire. The collected data were analyzed using 

descriptive statistics, including mean, standard deviation, and mean rank, along with the 

Friedman test to determine significant differences in respondents' perceptions. The findings 

revealed that resistance to organizational change was the most significant challenge, followed 

by limited financial and human resources, rapid technological changes, inadequate leadership 

commitment, and compliance with changing labor laws and regulations. The Friedman test 

indicated a statistically significant difference in the ranking of these challenges (χ² = 19.989, 

p = 0.001), suggesting that respondents perceived certain challenges as more critical than 

others. The study concludes that organizations should prioritize change management 

initiatives, allocate adequate resources, strengthen leadership commitment, and continuously 

adapt to technological and regulatory changes to enhance the successful implementation of 

HRM practices. 

Keywords: Organisational Strategy and Business Goals, Organisational Culture, Financial 

Resources and Legal and Regulatory Environment. 

INTRODUCTION 

Human Resource Management (HRM) is crucial for organisational performance since it 

successfully manages personnel and aligns worker skills with strategic goals. Contemporary 

enterprises acknowledge that personnel are essential resources whose expertise, abilities, and 

dedication profoundly impact organisational efficacy. The effective execution of HRM 

processes, including recruiting and selection, training and development, performance 

management, remuneration, employee engagement, and talent retention, is contingent upon 

several internal and external factors. Comprehending these influential elements allows 

organisations to formulate efficient HRM systems that enhance employee productivity, 

organisational effectiveness, and enduring sustainability. 

KeyFactors Influencing the Implementation of Human Resource Management Practices 

in Organizations 
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1. Organisational Strategy and Business Goals: One of the most important things that 

affect how HRM is implemented is the strategic direction of the company. To make 

sure that HR policies and practices help the business reach its goals and that HR 

actually contributes to the success of the company. For example, companies that want 

to be innovative may put more emphasis on hiring talented people, learning new things 

all the time, and being creative. On the other hand, companies that want to be cost 

leaders may put more emphasis on making their workers more efficient and 

productive. Strategic alignment makes sure that HRM policies help the company stay 

competitive and grow over the long run. 

2. Support from leadership and top management: For HRM practices to be put into place 

effectively; senior management must be fully committed to them. Leaders set the 

culture of the company, decide how to use resources, and get everyone in the 

organization behind HR projects. When HR programs are actively supported by upper 

management, employees see them as important, which makes them more likely to 

participate and be accepted. Leadership commitment also makes it easier to follow 

through on policies, keep employees motivated, and handle organisational change. 

3. Organisational Culture: The way an organization works has a big impact on how well 

and how widely HRM techniques are used. HR initiatives are more likely to be 

successful if the company culture encourages trust, collaboration, new ideas, diversity, 

and constant improvement. On the other hand, an organization's culture that is stiff or 

resistant may make it hard to implement new HR policies. Because of this, HR 

methods must be in line with the company's views, values, and rules for behaviour. 

4. Organisational Size and Structure: The level of complexity and depth of HRM 

practices depends on the size and structure of a company. Large companies usually 

have HR departments that are specialised and have high-tech systems for hiring, 

training, reviewing performance, and helping employees grow. Small and medium-

sized businesses (SMEs), on the other hand, often don't have a lot of HR resources and 

rely on less formal HR practices. Organisational framework also affects how people 

can communicate, who can make decisions, and how well policies are carried out. 

5. Financial Resources: You need to have enough money to be able to adopt full HRM 

practices. A lot of money needs to be spent on things like hiring campaigns, training 

for employees, performance management systems, pay packages, wellness programs, 

and investments in technology. Companies with more money can put it into things like 

employee development, new HR technologies, and competitive reward systems. These 

things will make employees happier and help the company do better. 

6. Progress in technology: Automation, AI, cloud-based HR systems, and digital 

communication platforms are just a few of the ways that fast technological progress 

has changed HRM practices. Digital performance review tools, e-recruitment 

platforms, and human resource information systems (HRIS) all make things faster, 

more accurate, and easier to access. Companies that use technology can make HR tasks 

easier, make better decisions based on data, and make the work experience better for 

employees. 

7. Legal and Regulatory Environment: Employment laws and rules made by the 

government have a big impact on how HRM is used. Companies have to follow labour 

rules that cover things like pay, hours worked, safety at work, discrimination, benefits, 

social security, and rights at work. Not following the rules could lead to fines, lost 
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money, and damage to your image. So, HR workers must always keep an eye on how 

the law changes and make sure that the company's policies stay acceptable. 

8. Workforce Diversity: Today's businesses hire people from a wide range of 

backgrounds, such as age, gender, race, school, culture, and experience. To make 

HRM work well, it's important to support equal employment opportunities, workplaces 

that are welcoming to everyone, diversity training, and policies against discrimination. 

Managing variety in the workplace well boosts creativity, new ideas, employee 

involvement, and the company's image. 

9. Employee Skills and Competencies: The schooling, professional skills, and 

competencies of workers have an effect on how HRM is used. Companies with a lot of 

highly skilled workers often need advanced training programs, leadership development 

programs, and complex methods for managing employee performance. Employees can 

adapt to new technologies, market conditions, and company needs by taking advantage 

of chances for continuous learning. 

10. Communication and Participation of Employees: Clear communication is key to a 

successful HRM implementation because it makes sure that employees understand the 

company's rules, expectations, and performance standards. When employees are 

involved in making decisions, creating policies, and working to make the company 

better, they are more likely to support and commit to HR practices. Open 

communication also makes people trust each other, clears up confusion, and gets 

people more involved in their work. 

11. Economic Conditions: Both national and global economic conditions have a big effect 

on HRM choices. Whenever the economy is doing well, businesses may decide to add 

more hiring, training, and pay programs. When the economy is bad, businesses often 

focus on cutting costs, reorganising their staff, and making their products more 

productive. When the economy changes, HR managers have to change how they do 

things to keep employees happy and the company running smoothly. 

12. Globalisation and International Competition: Globalisation has made the competition 

tougher, so companies have to find and keep good workers while still following 

international rules. Multinational companies have to deal with employees from 

different cultures, rules about working abroad, managing expatriates, and 

communicating across cultures. To help foreign business operations, HRM methods 

need to become more adaptable and competitive on a global scale. 

13. Employee Motivation and Commitment to the Organization: The success of HRM 

practices is directly linked to how motivated employees are. Companies that offer fair 

pay, chances to move up in the company, recognition programs, work-life balance 

initiatives, and leadership that supports employees are more likely to have committed 

workers. When workers are motivated, they are more likely to take part in programs 

that help the company grow and help it succeed. 

14. The ability to manage change: Technology, structure, and strategy changes happen all 

the time in organisations. HRM is a key part of handling organisational change 

because it prepares workers, lowers resistance, and gives them the training they need, 

and makes sure they can communicate clearly. Putting in place new HR policies and 

procedures works better for companies that are good at managing change. 

15. External Competitive Environment: When the market is competitive, companies are 

more likely to keep improving their human resources (HR) practices. In order to 
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compete for skilled workers, businesses need to offer competitive pay, chances to 

advance in their careers, flexible work schedules, and positive work environments. 

Companies can keep their HR systems competitive by comparing them to the best 

practices in their business. 

RESEARCH GAP 

Although numerous studies have examined Human Resource Management (HRM) practices, 

limited research has focused on the practical challenges organizations face during HRM 

implementation in specific organizational contexts. Existing studies often emphasize HRM 

outcomes such as employee performance and organizational effectiveness while giving less 

attention to implementation barriers, including resistance to change, resource limitations, 

leadership commitment, technological adaptation, and regulatory compliance. Furthermore, 

there is a lack of empirical evidence using respondent-based rankings to identify the relative 

importance of these challenges. This study addresses this gap by examining and prioritizing 

the key challenges influencing successful HRM implementation among the selected 

respondents. 

IMPORTANCE OF THE STUDY 

The study is important because it gives us useful information about the main problems that 

come up when we try to use Human Resource Management practices. Organisational leaders, 

HR workers, and lawmakers will be able to use the results to figure out what stops HRM 

from working well and come up with ways to fix those problems. The study adds to academic 

knowledge by showing how important different implementation challenges really are based 

on real-world examples. It can also be used as a guide for future students who want to learn 

more about how to apply HRM and how to help organisations grow. In the end, the study 

helps companies improve their HR practices, the happiness of their employees, and their 

overall business performance. 

STATEMENT OF THE PROBLEM 

For a company to be successful, Human Resource Management must be implemented well. 

However, many organisations are still having trouble putting HR policies into action. HRM 

execution can be hampered by problems like employees who don't want to change, not 

enough money or people, leaders who aren't committed, fast technological changes, and 

having to follow new labour laws. These problems could make employees less engaged, 

operations less efficient, and the company less successful. Even though HRM is becoming 

more and more important, not much is known about which implementation problems 

employees think are the most important. So, the goal of this study is to find, rank, and analyse 

the biggest problems that come up when HRM is put into practice. 

ANALYSIS AND FINDINGS 

Table 1 presents the respondents' perceptions of the major challenges encountered in the 

implementation of Human Resource Management (HRM) practices. The analysis includes the 

mean, standard deviation, and means rank for each challenge, indicating the relative 

significance and consistency of respondents' opinions. A higher mean score reflects a greater 

level of agreement that the factor is a significant challenge in HRM implementation. 

Table 1: Challenges in HRM Implementation 

Challenges Mean 
Std. 

Deviation 

Mean 

Rank 

Resistance to organizational change 3.53 1.267 3.36 

Limited financial and human resources 3.32 1.262 3.24 
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Inadequate leadership commitment 3.01 1.176 2.76 

Compliance with changing labor laws and regulations. 2.93 1.312 2.68 

Rapid technological changes 3.10 1.307 2.96    

The findings indicate that resistance to organizational change is perceived as the most 

significant challenge in HRM implementation, with the highest mean score (M = 3.53, SD = 

1.267) and the top mean rank (3.36). This suggests that employees' reluctance to accept new 

policies, procedures, or organizational changes remains a major obstacle to effective HRM 

practices. 

The second most significant challenge is limited financial and human resources (M = 3.32, 

SD = 1.262; Mean Rank = 3.24), indicating that insufficient budgets and staffing constraints 

hinder the successful implementation of HR initiatives. 

Rapid technological changes ranked third (M = 3.10, SD = 1.307; Mean Rank = 2.96), 

suggesting that organizations face difficulties in adapting HR systems and employee skills to 

evolving technologies. 

Inadequate leadership commitment was ranked fourth (M = 3.01, SD = 1.176; Mean Rank = 

2.76), implying that limited support from top management can negatively affect the execution 

of HR strategies and policies. 

Finally, compliance with changing labor laws and regulations received the lowest mean score 

(M = 2.93, SD = 1.312; Mean Rank = 2.68), indicating that although it is considered a 

challenge, respondents perceive it as relatively less significant compared to the other factors. 

Overall, the results suggest that organizational resistance, resource constraints, and 

technological changes are the primary barriers to effective HRM implementation, while 

leadership commitment and regulatory compliance, though important, are viewed as 

comparatively less challenging. 

Friedman Test, 

Table 2 presents the results of the Friedman Test, a non-parametric statistical test used to 

determine whether there are significant differences in respondents' rankings of the challenges 

in HRM implementation. The test compares the mean ranks of the identified challenges to 

assess whether respondents perceive some challenges as significantly more important than 

others 

Table 2 

Friedman Test 

N 100 

Chi-Square 19.989 

Df 4 

Sig. .001 
 

The Friedman Test results indicate that the sample size consisted of 100 respondents (N = 

100). The calculated Chi-square value is 19.989 with 4 degrees of freedom (df = 4). The 

significance value (p = .001) is less than the conventional significance level of 0.05. 

This result indicates that there is a statistically significant difference in how respondents 

ranked the challenges of HRM implementation. Therefore, the null hypothesis is rejected, and 

the alternative hypothesis is accepted. This implies that respondents did not perceive all HRM 

implementation challenges as equally important. Specifically, challenges such as resistance to 

organizational change and limited financial and human resources were ranked significantly 
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higher than other challenges, confirming that these factors are viewed as the most critical 

barriers to effective HRM implementation. 

Overall, the Friedman Test validates that the observed differences in the rankings of HRM 

implementation challenges are statistically significant rather than due to random variation. 

IMPLICATIONS OF THE STUDY 

The study's results have important implications for both real life and the classroom. The 

results can help organisations figure out what areas of HRM execution need to be improved 

the most and come up with specific plans to deal with the biggest problems. HR outcomes 

and organisational performance can be improved by increasing leadership commitment, 

allocating enough resources, managing organisational change well, and implementing new 

technologies. The study also gives HR managers and organisational leaders proof that helps 

them make smart decisions. The results add to what is already known about the problems that 

come up when implementing HRM. They also lay the groundwork for more study in a variety 

of fields, with organisations of all kinds and in different parts of the world. 

RECOMMENDATIONS FOR EFFECTIVE HRM IMPLEMENTATION 

Structured change management programs should be used by companies to get employees to 

accept new HR efforts and lessen resistance. To make sure that HRM practices are carried out 

successfully, enough money and people should be set aside. Stronger loyalty should be 

shown by senior management by actively backing HR policies and programs. Regular 

training should be given to employees to help them get better at using technology and 

adapting to new work environments. Also, businesses should keep an eye on changes to 

labour laws and make sure they are followed by reviewing their policies on a regular basis. 

Lastly, HRM practices and ways for employees to give feedback should be constantly 

evaluated to find problems and make implementation work better. 

CONCLUSION 

Organisational, managerial, scientific, financial, legal, and environmental factors all play a 

role in how well Human Resource Management methods are put into place. Companies that 

match their HR strategies with their business goals, support technological innovation, invest 

in employee growth, and keep a helpful leadership style are more likely to maintain a long-

term competitive edge. As business environments change, HRM needs to stay adaptable, 

focused on employees, and strategically integrated to support growth, improve worker 

performance, and ensure long-term success. The study looked at the biggest problems that 

make it hard to use Human Resource Management methods and found the biggest problems 

that respondents thought were the biggest problems. The results showed that the success of 

implementing HRM is affected by things like resistance to organisational change, limited 

resources, and changes in technology, leadership commitment, and following the rules. The 

statistical study showed that there were big changes in how these problems were ranked, 

which shows that organisations need to set priorities for important problems. These problems 

can be solved by good leadership, allocating resources wisely, ongoing training, and strategy 

planning. This way, companies can improve HRM adoption, boost employee performance, 

and achieve long-term success and growth. 
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