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Introduction
	In response to the disappointing economic trend in Easyreach. The newly appointed CEO Prithiviraj Sing had to make a change and therefore appoints Pawan to be the head of the Human Resource Department. Together, both CEOS wanted to strengthen the strategic business orientation of the department. Prithiviraj launched a Back on Track (BOT) initiative. He was to do a head- count reduction. He was also to divest businesses that were not profitable and streamlined the business into two divisions. The training calendar got scrapped and trainings could only be done when needed. The move saw the role of HR being declined and Pawan had a challenge and deciding where to begin.  
It is evident that when Pawan joined the organization it was under so many managerial problems. The prior management had messed the structure of the organization thus leading to the many problems experienced now. As the new appointee of the human resource, Pawan had to put everything back to order a failure to; he would lose his job just when he got it. The department had been really fallen (Nir 11). To add salt to injury he was new in the organization and did not know anybody. Therefore he knew it would take him time to get to know the company’s employees and other managers for him to begin the process of streamlining his department. The action required some time and the top management wanted action to be taken almost immediately. 
At the time of recruitment, the roles of the HR had just been changed and some power deprived of him. Therefore, Pawan had to work extra hard and despite carrying his normal duty; he would familiarize himself with the duties assigned. He also bought some time in order to know different people in different departments before starting implementing the new rules. 
As it is stated by Okpara (57), studies have identified several HRM practices challenges and prospects faced by the Human Resource Managers such as training, recruitment, compensation, performance, appraisal and reward systems. Having studied business and management in the higher levels of learning, Pawan knew well that training the employees in their role was the first step that would lead to his success. According to Hollon, 2011, high impact HR organizations tend to commit themselves to create work environments that enable employees to thrive both as individuals and as a contributor to business success. The employees require frequent training and mental teachings so that they would update them in their fields and help them improve their skills for better production (Okpara 57). He also knew that the motivation sessions and training were important parts of training the employees since it helps boost their morale for work and to only focus on quality production (Md Mehedi 11).
The new management led by the new CEO had scrapped the calendar for training and mentorship programme. He argued that they could only be done when a need arises but not as regular as they used to do. The move was one of the fulfilling agendas which prevented misuse of the company’s money in the name of training the workers. We expect that employees will more likely leave their organization when managers use hard pressure tactics to influence them Reina (9).
Being the leader of the Human Resource department, Pawan had to look for different approaches where he would convince the CEO to bring back training and mentorship program without frustrating him. To achieve this, he had to present him with many reasons and try to convince him that by cutting off training it would be difficult to get the best quality products. In fact, it would lead to many other bigger problems (Md Mehedi 11). On his side, he was supposed to come up with different ways of on how he would be carrying out training and the mentorship without any waste of resources. He would also figure out the best time to do the training which may not be of any effect to the employees working schedule. It was indeed a challenge but he had to deal with it professionally. 
 The new CEO was destined to reduce the head counts. The reduction was meant to help the organization deal with several problems. One major problem was to reduce the extra workers who hardly had any duties to perform. Most probably the previous CEO and the HR department used to give opportunities to people without even defining their duties. As a result, there was overcrowding and the company, therefore, incurred huge costs in terms of salary and allowance payments. The other reason why the CEO would carry out the headcount was so as to get rid of the ghost workers. The ghost workers are the people who receive payments yet they do not work for that company or used to work their long time ago. 
The existing of the ghost workers is for the benefit of those in management since they would pocket the money but when asked they could account for it thus getting away with it. In this, headcount it was a guarantee that many people lost their opportunities. It is the role of HR to determine how they would be compensated. The compensation case would get complicated because if the workers were on a contract, the government requires the company to a certain amount of money for the compensation. The law gets even stricter if the contract was terminated by the management without any reason for the sackings. 
The HR was to deal with the cases and also try to convince the CEO to retain some of them till their contracts ended. The termination was going to be expensive and thus there was a need for alerts and reconsiderations.  The company’s employee was most likely going to be dragged behind by the change of management. The move would tend to reduce the rate of production; therefore, leading to delays that would cause huge loses. As the new HR, Pawan had to look for ways and methods from which he would familiarize with everyone.
To achieve this, he was expected to always there was close contact between him and most of the employees. The close relationship would help him know them well together with their character traits. Through the relationship, he would also be able to note their potentials a factor which he would use as a guide to carry out reshuffles and promotions since this was one of his main objectives to ensure productivity (Nir 11). Pawan had a challenge of convincing the employees that the company would no longer practice job succession. They would from them do transfers and promotions which would be done through the internal job posting.
With the constant changes in the laws among the work unions, Pawan had to be updated on the change of the laws and regulation. The advanced learning would be of great benefit in that he would not face conflicts. Nowadays almost all the workers are so much aware of how they should be treated (Paul Banfield 16). In case they are mistreated they can move to court through the unions or individually hence forcing you to attend the hearings. These hearings are time-consuming and most of the time lead to collisions with the management since one is likely to stay away from work thus neglecting his day to day duties.
The HR should also take part in educating the management especially at the top level of the existence of these laws. At this point, he will have dealt with the harassment of workers and the officials. The officials would most likely get harassed by the leaders of the worker’s unions. Furthermore Banfield (30), suggests that the organization that suppress or fail to recognize that which is good about the human condition is an unhealthy psychological environment.
             To deal with cultures and unethical behavior in an organization is normally a challenge to many. The challenge comes in that you are always trying to convince the people to stop doing things they were used to doing. It is important to recognize, therefore, that ability-focused HRM practices entail a careful screening of personnel in order to identify and retain those essential to asset integration while decisively letting go of the rest (Brueller 10)
The problem can be solved through constant training and mentorship programme. The psychology experts are likely to be involved in something which leads to the company incurring huge expenses. On the other side, they cannot just wake up and sack all of them. It would lead to delays as they look for new talented employees. It was also not a guarantee that the new employees would not follow the same routes.

Conclusion
Despite having many restrictions, Pawan remained strong. He knew that the position he was holding had many challenges but it required time to put everything back to order. The CEO seems to be interfering with the workers data and past whereas according to Onik (11), the authenticity and interfering of the information belonging to the human resource is seen to affect their motivation rate and efficiency The CEO preferred him because he knew that Pawan was capable and would have transformed the department.
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