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Abstract

This study identified the role of human resource development and management practices and
work motivation in 2Ist-century business competition. Management and leadership in human
resources, in particular the embodiment of competitiveness in industry and companies, in
particular on important issues directly related to HR management, training and staffing, work
motivation, attractiveness and motivation, recruitment and wages, employee recruitment and
awards and salaries, expenses and holidays and recognition of power competition between the
corporate sector. The entire study identifies the strategy and management of human resource
evolution from various literature sources and international published journals that critically
discuss concepts, theories, frameworks to practice. Furthermore, we focus on HR management's
role in organizations and companies gaining competitive advantage and innovation in the 21st
century, analyzed in terms of theory and strategy. Our data can be found in international journals
of industrial business organizations. We analyze in depth under the guidance of the
phenomenological approach to find answers to these study questions without neglecting the
study findings' validity and reliability. So we can mention the results, among others; the average
company has prioritized the treatment of their human resources for various positive reasons for
the advancement of the company and statf, consumers, and even the company's environment. We
hope that this result will be useful for many parties.

Keywords: Human resources management, Staff recruitment, Training and promoting, Compelitiveness
and advantage, Enterprise organizations.




Introduction

Human resource-based planning is the earliest thing that is done by companies to form good
human resources management. Human resource planning includes complex and technical matters
regarding employees. (Zaleska & de Menezes, 2007; Douglas & Goodale, G, 1986; Decenzo
D.A & Robbins, S P, 1999; Mahmood & Alkahtan, 2018; Bamberger et al., 2014; Bernardin,
1993; Haak-Saheem & Festing, 2020; Okpara & Wynn, 2008). For example, the number of
employees, the characteristics of the employee's needs, and the planning of what tasks the
employees will do in the company. What benefits will the company get if it has good HR
planning? The need for competent human resources meeting with adequate human resources
planning, the company will be able to achieve the right men in the right place. Placement of
employees who are competent and in the right position achieving more optimally and quickly
because the company knows well the quality of human resources required, how to recruit them -
if it wants to add employees, also how to retain the best employees.

Another reason for the importance of HR management is written by Guerci & Pedrini,
(2014) which states that the commitment between HR management and sustainability
management to developing better HR for multi-national change is driven by sustainability
efforts-to reform HR governance in synergy so that companies can save costs from operations to
final assessment. Before recruiting or searching for new staff, Top management first carried out a
re-engineering in the HR department, for instance by trying to promote and converting jobs,
going to retire and even laying off workers. It must, of course, follow the applicable rules on
human resources. First, by having to carry out a modification, workforce supply chain savings
are realized. If restoration is managed properly, there really is no wrong placement. Most
crucially, no need for government to spend money on adding new human resources. In some
instances, even so, the addition of new employees is inevitable. For example, the office opens
new outlets or new departments.

Throughout the sense of the expenses of the business plan, Kuchinke, (2010) also asserted
that the increase in quality of human resources in the context of business strategy. Advertise
balance ability, further more, if the company has strong HR practices, then perhaps a sequence of
functional actions can be made to control any fundamentals of economic vitality that occur. This
could, of course, get a great effect on the overall success of the organisation. An accurate
Effective HR system is set up by empowering proactive actions. Since an accurate HR
management system is among the essential aspects to achieve maximum the performance of an
organization or company, HR strategy will be able to motivate this same development of a
reliable and accurate HR data system, and this is of duration very valuable to the firm.

A harmonious working relationship will be established with good governance of HR. It can
be envisioned if the workplace environment in a corporation does have the appropriate and
talented individuals in ones roles and career paths. There requires to be a strong bond. Those
who will collaborate with one another in a sensible organization in order to maintain the
objectives and goals of the firm. Human resource:management are one of the critical parts of the
consistency of an organization or company. Thus it is important to pay attention to the process of




human resources management or the planning of the workforce. There really is no doubt that a
fair election of HR planning will provide excellent benefits for the consistency of the company
or organization in the coming years.

HR certainly has a goal based on the experts' explanation; the application of HR
management is indeed quite complicated to do. There are various aspects of the company that
needs to be analyzed and evaluated to have an appropriate impact. However, if done carefully,
HR management can provide rewards so that the company's development can increase
significantly. In general, HR management's goal is to optimize the function of all workers in an
organization or company. Another objective is to optimize functional managers and line
managers' performance in managing all employees or workers using more efficient means and
efforts. Kuchinke, (2010) said human resource development as the primary goal for man
resource improvement and development. Also explained that HR management has four primary
objectives.

Fulfilling social goals, every company has responsibility for all the needs of employees, and
the company seeks to reduce any damaging or detrimental impacts from the challenges of
employee social problems. In other words, this social goal is where every organization is socially
responsible for the challenges and needs that occur in the company environment, especially in
the organization's scope, and reduces the effects of negative or adverse impacts that will arise.
Organizational goals include the company's formal goals that are structured to achieve company
goals. The function of this organizational goal is to signal to companies that HR management has
its role. Meanwhile, for functional purposes, the company must maintain human resources'
contribution in each of the company's central departments. Then, the company needs to do
empowerment so that the contribution made by HR can run optimally. Personal lastly, individual
or personal goals include the manager's performance, which must be aligned with the company's
overall goals. It means that the manager must be able to move employees in pursuing company
goals.

The HR function supervisors is important for all companies. As being one of the key
components of the company, human resource management need a sound management system so
the value of a firm can be optimal. By arranging the management of HR, this same efforts of the
organization to create organizational objectives will be easier to achieve. The work environment
in the firm will also be more productive if it is qualified for the management of HR. The
disparity between staff that is sector is concerned to the performance of the company will rarely
be began to feel. Every company is therefore advised to have positive HR department, from of
the recruitment process to the empowerment of the human resources that have worked in the
company. Because HR is essential in every company, we were important in discovering
Effective HR performance and employee encouragement in the modern era, and the competitive
market century is very tight.

Method
This study's main objective is to identify HR development practices and employee morale in the
21st Century Business Competition era. To understand these objectives, we use a descriptive-




analytic approach based on the quantitative paradigm method. Meanwhile, the population and
samples from industrial companies went through working papers in international publications.
The sample consists of ten publications that discuss the importance and effectiveness of human
resources in the company and employee morale to achieve company goals. Other secondary data
we get from various literature related to the Google Scholar application, ERIC. This study did
not use primary data, considering that when this study was carried out, large-scale mass
restrictions were being imposed on responding to COVID-19. After we collect the data, then
analyze it through the coding process, in-depth interpretation, and concluding the principle of
valid and reliable findings. In other words, the findings we presented to answer the questions of
this study. We draw on a series of data collection and reporting based on Hasanah, (2017)
advice, namely analysis and observation techniques, an alternative method of qualitative data
collection in modern-day corporate social and economic sciences. (Berg, 2001; Bhowon &
Bundhoo, 2016; Creswell, 2009; Creswell & Poth, 2016).

Result
Employee recruitment system
Suryanto et al., (2018) said that the prevention of fraud by the recruitment system of employees

with the application of the decision support system has been proven to have failed to achieve the
objectives of the company. Although content materials, make more efficient and other
techniques, materials and investment are lacking, this inability is mainly due to a lack of human
resources that are capable of effectively managing these resources in order to achieve the
objectives of the company. It creates a high - performance workforce that distinguishes from
other companies but also maintains it’s own presence and sustainability. Numerous literatures
and studies discuss the hiring of various models. Historically, we can say that we believe that the
core objective of the hiring process to utilize as many workers as possible is justified by this
company on the grounds of reducing recruitment costs. (Limbong et al., 2018; Gunawan et al.,
2018; Rahim et al., 2018).

Meanwhile, Setyawan Agus et al., (2015) sees the traditional idea of recruitment as selling the
company. Thus according Singh & Finn, (2003), businesses depend on conventional ways of
employees required, such as Online advertising and employment agencies, using very little new
tech. Existing business situations have forced organisations to shift their perceptions of the
recruitment process due to the effect of many difficulties on hiring operations.

Fachrizal et al., (2019) said the staff reductions would lead to recruitment. Thompson &
Aspinwall, (2009) suggest that recruitment of staff who meet the requirements will never meet
demand. In addition, this can be asserted that it is particularly true in several types of
professionals, such as hospital personnel, financial market staff, banking staff, public
accountants and teaching staff. (Shammot, 2014). Many experts point to a critical issue, the
suitability of the applicant's desire for a job, the benefits and benefits, the role and ease with
which the company provides. This obstacle has improved analytical hiring into a business
strategies that includes all tasks and procedures conducted out with main goal of defining




employees of their skills, qualifications, experience and competencies, and then attracting staff to
work for some of skills. (Breaugh, 2008; Riggio, 2015; Bamberger et al., 2014; Bernardin,
1993).

Work Motivation.

Work motivation has a close relationship with the company climate, especially HR management
towards global competition in the 21st century. Work motivation also explains how employee
behaviour begins to support, strengthen, and direct the flow of company progress. To motivate
company employees, among others, by creating a work climate that can give or make employees
act and do something positive. Employee performance is the effect of a dynamic process, both
from the employee (internal factors) and outside the company's strategic position with the leader.
One way to increase work morale and motivation to achieve competitive performance is to
generate motivation or encouragement so that employees remain active and productive.
Typically, these work motivation questions are an effort to solve company managerial problems
in order to produce optimal performance. The answers that can be given to these various
questions vary widely and have different depths. Most employees will answer that controlling or
controlling is the best answer. However, it turns out that the answer cannot be generalized to all
types or types of businesses.

Training Employees

Employee development training and development are part of strategic HR practice. Through an
extensive discussion of these two practices, this review will analyze the effect of employee
training on company productivity. (Naqvi et al., 2013). This study deals with industrial
companies in many cases and how companies apply training methods as an essential activity to
increase the human resource of each company. Today, companies work in a dynamic and
challenging climate characterized by moderation, free markets, an age of big data and
information, and easy communication and information. This situation makes the climate and
business environment more challenging, which requires companies to compete efficiently in the
free market. The company's goal is to design and make the company think critically deeply in
producing a systematic approach that allows the company to achieve its strategic goal, namely
profit. To assist business people in designing business and business strategies.

Competitive Advantage

The competitive edge from of the perspective of human resources planning is that an energy
business could provide a justification for both the benefits of ensuring the role of HR as a
strategic edge. (Barney & Hesterly, 2008; Umar, 2003). Suggested that strategy formulation and
strategic edge be the basic concepts of any significant corporation that display that 3 main types
of human resource base could provide a competitive edge. One of them is human resources,
including the skills, greatness, high motivation, gratitude and intellect of employees. They
quantify the skill of an individual with special knowledge or skills while working expertly and
competently. So a successful recruitment strategy. An adequate staff hiring method includes all




approaches and operational aimed at hiring the great staff in terms of behaviour and competence
that are relevant to the position being offered. (Breaugh, 2008).

Enrollment of staff Many institutions have failed to meet their intention is a function raw
materials, innovations as well as other tools, like equipment and financing. The reason for failure
may, in certain cases, be the absence of a human factor capable of handling and investing these
funds effectively to achieve organisational goals. In particular, the existence of a competitive
advantage differentiates it from others maintains its presence and continuity. Many literature
studies have discussed this same recruitment process from an amount of viewpoints.

Employee recruitment methods

Businesses now appear to compile staff members' identities, employment ideologies and
qualities that are designed to expand potential employees through a program called Corporation
Branding. (Backhaus & Tikoo, 2004). Corporation branding is defined by Sullivan et al., (2004)
as a lengthy strategy to concentrating the corporation on workers and potential employees, and
also services company interested parties. This same branding of the corporation lead to the
development of a strong psychological reputation for job applicants, even at the public level. It
promotes prospective employees to work in specific companies as they will receive
compensation in the future of large pay and end up leaving allowances, and also frequent
psychological benefits. Both these authors referred to a term "Employer Brand identity" as total
effort generated by the firm to interact to current and prospective customers.

Salaries and rewards system.

Demyen & Lala-Popa, (2013) noted that the relevance of salaries for effective human resource
management in times of disruption is closely related to the stimulation of these resources through
salaries and rewards of employees. It represents permanent concern and respect for professionals
as well as from the business area of practice. During the current economic environment, when
adversity befalls, the whole is added to by the economic crisis due to disasters and other social
problems. The issue of paying wages has become very urgent and must be discussed with top
priority in two perspectives; based on business reviews, but also through cases regarding
companies from around the world implementing HR development towards the 21st-century era
with global competition.

Similarly to reward, Jiang et al., (2009) studied total reward strategies on HR management
strategies following the trends of the times. According to them, the modern reward management
method has become an award strategy that is increasingly being applied by company bosses and
scientists. All ways and approaches, strategies of human resource management are of human
nature. The total reward strategy must be analyzed and applied overtime to make sure it is
working effectively and productively. Many findings have suggested that the dimensions of the
total reward strategy should vary over time as they solidify through trends. Corporate managers
will earn tremendous benefits for the companies they manage if they use a fully integrated,
absolute reward strategy. This total reward strategy will not only improve employee




performance, play a full role in the process of making every company decision, but they also
solve all existing problems that have the potential to benefit the company Sympathy for
Employees.

Jo & Lee, (2016) examined the impact of the CEO value system and employee sympathy
awareness on company performance. Their findings analyze actual evidence of how the CEQO's
value system affects company performance. To do this, they analyzed the content of many
different actual CEO value systems through in-depth interviews with company staff. Besides,
they also identified the impact of the CEO's value system on company performance depending
on the ability and sympathy of employees. Firm performance is analyzed in two areas, social and
financial performance and the significant results obtained in both areas have convinced that the
impact of the CEO value system and sympathy.

DISCUSSION

The core objective of the study topic is to identify the role of human resource development
practices and work motivation in the 2l1st-century business competition. Management and
leadership in human resources, especially the realization of competitiveness in industry and
companies, especially on important issues that are directly related to HR management is an
essential issue in modern business. The issue of HR management practises been increasingly
being discussed so that companies and employees have received enlightenment from findings
and international publications that speak of the importance of reliable HR management so that
companies can be more competitive with the full support of their employees. For this reason,
collective awareness is needed between employees and the company so that they are more
successful in achieving goals, namely, profitable and sustainable.

Our findings from ten international journal publications of companies and industrial
businesses show that there are a strong correlation and competitiveness, educational aspects,
motivation in work, salaries, rewards and bonuses, employment and company operations,
recruitment system for prospective employees, recitation and reward systems, sympathy to
employees and staff with the realization of superior human resources and competition between
business and sustainability companies. (Halynska & Huang, 2019). Starting from the employee
recruitment system, companies that prioritize HR management will modernize the recruitment
system for prospective employees according to the competencies and positions offered. Because
basically, employee recruitment aims to get several staffs and quality qualifications of
experience and education so that good HR management will be able to select employees who
meet the capabilities they need in the company. (Armstrong, 1990; Hasibuan, 2008). Recruitment
system activities will be different from eliminating less targeted applicants and focusing their
abilities on candidates who will be called back. Therefore, companies with such capacity will get
the desired staff candidates.

Working motivation, Valdez et al., (2018) managed to prove the diversity of reasons from
meta-analytic studies on the work motivation of company employees and the use of corporate
social networks for universal access in a modern society full of data and information. Benefits of




enthusiasm and motivation for employees and the main reason it is essential to provide full work
motivation to employees in the company. It is essential to improve employee ethics when
entering the world of work, and naturally, employees have the intention to work optimally and
give good results. Helps make work easier to increase product value.

Naqvi et al., (2013) suggest that training for employees and company performance is
mediation for employee performance. They discuss to visualize the importance of training for
employees and analyze the relationship between training and employee performance. Companies
in many parts of the world cannot visualize the importance of their employee training and their
impact on company performance. That is for them to identify the impact of training on employee
performance as well as company performance and employee performance as well as the role of
mediation between employee training and company performance. They further propose simple
ways to increase employee effectiveness with education and training. The results show a
significant relationship between training and company performance. Mediation role employee
performance also provides positive results. In general, the model is well supported theoretically
and statistically closely related.

Martin & Martin, (2009) proved a competitive advantage, and strategic information systems
capable of enhancing business and effective management is essential. Organizations and
companies with an emphasis on existing information systems are trying to gather the information
necessary for decision making, due to the overall change in company backgrounds and the
emergence of computers and the internet. So that the business structure and information needed
have changed, competitiveness as a significant factor in organizational life at the information
edge is prey to the challenges of information technology.

CONCLUSION

Our study with the topic "ldentifying Human Resource Development Practices and Work
Motivation in 21st Century Business Competition" has resulted in significant relationships and
competitiveness between aspects such as education and training for employees, work motivation,
salaries and bonuses, employment and operations, employee recruitment, salaries and awards,
sympathy for employees and staff with the realization of human resources among business and
sustainability companies. We hope that the results of this research can provide meaningful input
for researchers, academics, policymakers, and the private sector. Many international studies have
proven that the performance of companies will increase when they apply reasonable and
competitive HR management in the face of the era of competition between the 21st century and
the millennial and revolution 4.0.
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