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Introduction

Human resource management (HRM) is a very complex engagement that demands a lot of attention if good results are to be attained from the organization's human resource. It is a strategic yet very coherent approach to the guidance and management of a given organization's people asset. People are fundamental assets in any given organization (Boswell 2005). The aspect of human resource entails employing and managing people in an organization. It also involves employing, maintaining, utilizing, developing and compensating people's services with the job and a given organizational requirements. There are various features that relate to the human resource management. In Europe, different organizations and countries have various features that distinguish the manner in which the management of the human resource personnel is carried out (Langille 2005). The different strategies employed by various European organizations determine the success of various organizations.

The Distinguishing Features of HRM

In Europe, some of the common human resource management features include organizational management, industrial management, manpower management and personnel administration, among many other features. This is mainly on the assumption that different organizations have various management styles which are normally best suited to their business operations, available skills in the organization and the vision and mission of the organization and specific employees. The department of economic, transparency and the WT Beebe Institute of personnel and employment matter (2007) argues that the human resource management techniques, when properly practiced, are expressive of the goals and operating practices of the enterprise overall. Human resource management is also viewed as major role in steps put up to enhance risk reduction within organizations (Kelly 2001). The major fields of human resource management function entail administration, strategic business partnership, employee championship and management of change in organization (Anderson 2008). This paper therefore also addresses some of the issues that relate to European industrial management, personnel administration, organizational management and the methods of managing organization's manpower.

The company does not spend much on advertising as compared to its peers. Its spends nearly 2% on advertisement and marketing as compared to normal industrial standard of 8%. (AC Neilson, 2009)in order to penetrate to a larger customer base they need to spend higher on the advertising and marketing so that the consumers become aware of the products.

Various Personnel administration and manpower management in Europe

Although, over the years, the human resource management practices in most European countries have changed from the tradition model of personnel management, social, cultural, economic and political factors still have a very strong influence on the human resource management operations and policies and practices employed by the majority of firms in Europe. Some external factors affect the various functions of human resource management in many ways which distinguish these practices from those practiced across many firms in Europe and elsewhere (Elwood, James & Trot 1996; Kelly 2001, p.7). These differences in practices have been highlighted below with reference to relevant examples extracted from various researches done on many firms operating Europe. The main three components of the human resource management systems which include Recruitment and Selection, Training and Development and Performance and Reward Management are crucial (Greengard 1999, pp.4-8).

Recruitment and Selection Systems

Effective recruitment and selection systems play crucial roles towards the success of many firms. This is because effective selection system assists in choosing the best candidate. Thus, in developed countries like Albania, the UK, France and Germany, much attention is given to the design and the implementation of effective recruitment and selection strategies as such systems are seen to be positively related to a firm's overall performance. Public sector firms base their recruitment and selection activities on factors such as ascribed status and social and political connections (Legge 2004). This clearly implies the presence of strong collectivism within work cultures that puts more emphasis on familial and communal considerations over achieving greater work productivity (McLean, Osman-Gani & Cho 2004). Indeed many European Employee Referral Programs (RPs) are the preferred hiring process for many information technology and business organizations.
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Additionally, Nadler (1984) explains that the process of hiring employees through referrals is considered more advantageous than other recruitment options like placement agents, media advertisements or direct recruitment as it cultivates greater cultural bonding at the earliest. However, such systems can be viewed by firms of developed countries such as France, Ukraine, and the United Kingdom, among others as an opening for breeding extreme nepotism within the recruitment and selection practices. In an open letter written by President Evo Morales of Bolivia with regards to the European Union, (June 14, 2007), it is evident that such differences in the perception indicate the influence of cultural assumptions on the recruitment and selection practices.

Training and Development Systems

In this era of competitiveness, Training and Development has become extremely crucial in order to yield benefits from a firm's human capital (Shotwell 1997, pp.54-55). Several researches show positive links between investment in training employees and in boosting overall organizational performance. The extracted figures clearly reveal the extent to which firms in Europe view training and development of employees as a valuable means of achieving business excellence. In addition, most European firms emphasizes on the need to carry out thorough evaluation of training and development activities which performs a cost-benefit analysis of such activities to measure the actual monetary gains earned via return on investments. However, in some countries and business firms in Europe, investment in Human Resource Development (HRD) activities has two notions. One is such that activities not only help to attain business gains but also essentially realize that such activities build employee loyalty and commitment towards the goals of firm.

Additionally, the specialist and organizations that train personnel in Europe corporate intend to yield even better results over the years. Nevertheless many organizations still view Training and Development as only a need-based activity and treat as an expensive activity to frequently invest in. Hence, views about Training and Development activities are thus divided in most European countries. This indicates both the differences and similarity of perceptions of Europe towards such activities.

The analysis on trade and human resource management from the World Trade Organizations ministerial in Geneva, the Copenhagen climate talks explains the significance of human resource and the god management style of organizational personnel. In the European Union report of 2008, the EU proposed Migration and Asylum Pact. The selective discriminatory immigration policy had proposed human resource skills of the South and uses various development skills to implement EU's migration policies. The existing European Union policies led to broad resistance being built in relation to the manner in which personnel should be recruited, utilized and developed.

Reward and Performance Management Systems Armstrong and Baron clearly define performance management as "an elaborate process which contributes to the effective management of individuals and teams in order to achieve high levels of organizational performance" CIPD, (2008).

However, having performance appraisal systems in place is not adequate to motivate employees and to produce business results. The adoption of labor standards (2001) reveals the fact that many companies in the Europe had performance appraisal systems in place, yet half of employees and managers are unhappy with the way these systems are monitored and evaluated. Subsequently, many firms in Europe have realized the importance of having effective performance management systems for their employees. Thus, over the recent years, many contemporary firms in Europe invest in the implementation of such systems. This web-based software has been designed and implemented to assist the Human Resources Department to implement global human resource practices within the company which shows the efforts and resources that are being put into improving the performance management systems many European firms. Thus, it can be deduced that in some ways firms in Europe are capitalizing by modifying the performance management systems developed by firms of western economies and are reaping long term benefits from implementation of such systems.

In Europe, different organizations use information communication technologies in different ways to enhance the management of the organizations. Even though most European countries are developed and technology has been implemented in the management, the implementation has been used to achieve different results (Walker 1996, pp. 1-2). Technology has also been used in the workforce planning, recruitment processes which need to be attractive and easily manageable, employee induction, training and development, administration of personnel, scheme of personnel remuneration and the manner in which performance appraisal is determined.

Reward Management Systems

Reward management can be defined as the act of undertaking those activities that enable firms to grasp an understanding of the motivational factors of its workforce and designing reward strategies based on such understandings. In other words, the term 'reward management' involves both the strategy and the practice of pay mechanisms adopted by organizations. However, in different cultural contexts, employees hold different views with regards to pay due to the differences in perceptions towards monetary and non-monetary rewards (Wilkinson 1988, pp.40-56; Shotwell 1997, pp.54-55).

As markets have globalised and companies in Europe like elsewhere require facing a competitive business with massive scarcity of talented individuals, a growing number of firms have started recognizing the need for rewarding and reinforcing good performance of their workforce (McLean, Osman-Gani & Cho 2004). In addition, this has followed by the trend of paying comprehensive reward packages which need to be continuously reviewed and amended according to the changing motivational needs of today's workforce. Thus, reward management systems in countries such as Ukraine, Kazakhstan, Denmark, Poland and France have wide similarities between those being used in United Kingdom.

Employee engagement in the management

It is very important to ensure employee participation. The act of enhancing employee participation makes them have a sense of ownership in the organization and thus desire to even work much harder. Other European firms insist on their human resource employees to attain the Chartered Institute of Personnel and Development (CIPD) qualifications in order to perform better in their work specializations. The European engagement strategies are different and diverse in nature. In other organizations, the management directly involves the employees in the decision making process. This strategy helps many organizations in their performance due to the sense of belonging created by the active involvement in the running of the company affairs.

Motivation management and employee remuneration in Europe

Indeed according to the international labor laws and the European laws that govern employees in European countries, various recommendations that regard employees have been outlined. The major issues concern work, social security, employment, employment procedures and other related issues. In Estonia, Spain, Malta, Germany and France, trade unions representing healthcare workers have for quite a long time held demonstrations and strikes protesting for their rights and poor working conditions. This are signs poor human resource management hence employee dissatisfaction. Various small demonstrations in protest against government plans to cut healthcare spending have also been made in various European countries. The employee human resource department also ought to take care of all employee needs. According o the ruling of the European Court of Justice (ECJ), workers who fall ill while on annual leave or whose sickness prevents them from taking annual leave have the right to compensatory holiday leave. However, it is evident that this raises important issues regarding interpretation of the working time directive and also builds on a previous ECJ ruling

Business practices in Europe

Human resources management in Europe comprises several processes. The various processes help in the achievement of various organizational goals. When effectively integrated they provide significant economic benefits to the organizations. The other aspect that relate to the distinguishing features of human resource management in Europe revolves around employee knowledge, abilities and skills. According to Aycan, Kanungo, Sinha (1999), the knowledge of human resource management, including labor relations, organizational development, planning, employment, benefits administration and the employee development clearly differentiate the manner in which the various human resource management are carried out (Boswell 2005). Some organizations also implement different knowledge of strategic planning principles procedures and practices and knowledge of the code of Iowa and Federal laws and regulations as they relate to labor relations, employment, job insurance, worker's compensation and other practices of public sector employment all over Europe (Greengard 1999, pp. 4-8). Moreover, the strong leadership and decision making skills in some European business organizations distinguishes good and well performing organizations from the underperforming ones (Anderson 2008). The manner in which the human resource personnel manages issues related to the public and the manner in which the public relations office is conducted also differentiate various European organizations. The various resource departments in Europe also determine the best way in which to maintain effective working relationships with various county officials.

Conclusions

People are a very central to business organizations' success. This is the key function of businesses via which sustainable competitive advantage can be attained. The function of human resource management and its importance to achieving the strategic objectives of firms have evolved over the last few decades (Kelly 2001). Not only firms in developed countries in Europe but also most of the firms operating in most developing economies have increasingly recognized the need for developing and implementing effective human resource management systems in order to achieve business excellence.

It is also worth noting that in some European countries, the human resource management departments are coupled with a lot of bureaucratic procedures that undermines efforts made to enhance employee's welfare. The many public sectors bureaucracies have also thoroughly imbued a commercial ethos and that future progressive public delivery may require both reclaiming and transforming the many HRM departments (Legge 2004). It is evident from this study that various factors make European human resource management strategies unique. The uniqueness relates to the labor laws practicality, the quality of relationships among countries, the diversity, independence and responsiveness of the human resource bodies and their missions and visions.
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