4. RESULTS
4.1 External Environmental Impact Analysis
The external environmental impact of human resource management refers to the
factors that influence internal human resource management, including folk custom, legal
system, social environment, development of human resource management is greatly
influenced by external environment factors. The company is influenced by environmental
factors in developing management strategy, controlling cost and developing management
standard. HR is a product of the human relations movement of the early 20th century, when
researchers began documenting ways of creating business value through the strategic
management of the workforce.[citation needed] It was initially dominated by transactional
work, such as payroll and benefits administration, but due to globalization, company
consolidation, technological advances, and further research, HR as of 2015 focuses on
strategic initiatives like mergers and acquisitions, talent management, succession planning,
industrial and labor relations, and diversity and inclusion. In the current global work
environment, most companies focus on lowering employee turnover and on retaining the
talent and knowledge held by their workforce. New hiring not only entails a high cost but
also increases the risk of a newcomer not being able to replace the person who worked in a
position before. HR departments strive to offer benefits that will appeal to workers, thus
reducing the risk of losing corporate knowledge.
Small and medium-sized enterprises are affected by some internal factors in the
process of human resource management. These factors include market factors, product
factors, contract factors, social environment factors, it is important external factors include:
(1) cooperation with large enterprises. The human resource management implemented
by small and medium-sized enterprises is affected by the scale of enterprises. Compared
with small and medium-sized enterprises, the human resource management system
established by large enterprises is more standardized and scientific. If small and mediumsized enterprises can establish cooperative relations with large enterprises and become their
distributors and suppliers, then the human resource management of small and mediumsized enterprises will be developed in a normalized direction. Small and medium-sized
enterprises in cooperation with large enterprises, can learn from large enterprises many
advanced scientific management methods, through the reference and use the means of
management, small and medium-sized enterprises can improve their management
efficiency.
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(2) social environment. In terms of small and medium-sized enterprises in China,
their human resource management work is greatly influenced by the national background.
Since China became a member of market competition is increasing in our country, which
brings the new challenges to the small and medium-sized enterprises and pressure, more
and more companies use before instead of the personnel management of human resources
management. In the past, the personnel management of enterprises was gradually replaced
by human resource management.
(3) legitimacy. Small and medium-sized enterprises to develop human resource
practice, is not the practice because it can play an effective role, but because they are
influenced by many factors in the development, these factors include uncertainty,
legitimacy, and the specialized demand, only by use of scientific and effective management
means to meet the demand of its development
(4) market environment changes. In terms of the real estate market, with the expansion
of cities, urban renewal, the acceleration of urbanization, and loose monetary policy.
Expectations for the future of real estate, the developers are increasing investment, building
quality gradually upgrade, the expansion of territory and at the same time actively
introducing concept of modern human resources management. In this environment, if small
and medium-sized developers cannot keep up with the pace of environmental change, the
living space will be further squeezed.

4.2 Internal Cause Analysis
In order to understand the basic situation of employees and employees' awareness and
satisfaction of the company's human resource management status, the author designed the
basic information and human resources questionnaire. Problems setting up the
questionnaire, a total of 59 article, describing the staff on the company's human resources
management problems of 32, on enterprise development, performance appraisal, and 17,
2007 in the transformation of problem have 5 questions, questionnaire 1 titled open
questions at last, by employees to choose whether to answer. A total of 65 questionnaires
were issued, and 65 copies were collected as of the deadline. In addition to article 59, the
total feedback of all questions was 59. According to the categories of employees' posts, age
distribution, service time and cultural level, the following statistics were made for the
effective recovery questionnaire.
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(1) employee job categories, the survey in addition to the chairman, vice chairman
and general manager, the remaining 65 employees, covering the company job category,
quantity, distribution as shown in table 4.1.

logistical
12%

staff
15%

marketing
19%

manager
32%

technicist
22%

Table 4.1 Analysis of employee categories in the company
In addition to the chairman and general manager, FIRM KAINE staff classification
from big to small in turn is: 21 were managers, accounted for 32% of the total number of
technical personnel 14 people, accounting for 22%, sales staff 12 people, accounting for
19%, ordinary staff 10 people, accounting for 15%, logistics personnel 8 people, accounting
for 12%.From the personnel structure, weak FIRM KAINE's technology strength, the direct
consequences of is in the actual development process, it is difficult to complete the review
from project start construction drawings and technical work, which is difficult to accurately
control on cost, frequent late rework phenomenon, both the immediate loss of developers,
also long construction period, increase the management and financial cost .In addition,
managers have 21 people, accounting for about one-third of the company's total number, a
bit bloated, management is the main reason why more individuals to older employees, along
with the boss because the company was established in the early didn't buy social security
for employees, can't from people club bureau to receive retirement pay, still stay in the
company after the retirement age, although a sinecure, but enjoy the benefits of the
executive level. From this aspect, private enterprise still has certain warmth element.
However, the lack of a standard guarantee system will not only create a huge financial
burden for enterprises in the long run, but also affect the promotion opportunities of other
employees and hinder the standardized development of enterprises.
(2) in terms of age distribution, the age distribution of employees of FIRM KAINE
was divided into 4 districts, as shown in table 4.2.
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Table 4.2 Employee age distribution
From the above table, it can be concluded that the overall age distribution of
employees of FIRM KAINE is 9 persons over 60 years old, accounting for 14%. The
number of people aged 45 to 60 is 22, accounting for 34 percent. The number of people
aged 30 to 45 is 22, accounting for 34 percent.12 people under 30, 18%. If the graphical
display, is a small head, two big football shape among them, and the ideal employee age
distribution should be a pyramid, age step by step down from the top is reduced, the number
increased step by step, the age structure is more advantageous to the internal staff change.
At the same time, more than 60 employees a total of nine people, including six people is
still carried in the enterprise management personnel, because researchers aging not only
affect the work efficiency and organizational effectiveness, and also further edged out the
young worker upward path. In addition, K age structure problem is more serious employees
in the company management and technical personnel under the age of 30 are only an
employee, in training young powerhouse show that the company serious lag, in terms of
personnel training and the introduction of the lack of long-term strategic vision. Especially
in the training of young management force and technical force, the enterprise leaders need
to pay close attention and focus on the urgent work.
(3) according to the working age of employees, the results are shown as below.

32

12
9

8
5

3

3

5

4

4

5

5
2

under 3years

3-10years
manager

10-15years
technicist

beyond 15years

others

Table 4.3 Distribution of employees' seniority
Studies have found that employees to work in a new environment, need the half a year,
more than a year's time to bring benefits for the enterprise, therefore, a relatively stable
staff architecture is essential for the enterprise to achieve sustainable development. From
table 4.3, we can clearly see the distribution of working age of the main class of FIRM
KAINE. Most supervisors and technicians working in 3 ~ 15 years, suggests that the
company was founded more than 20 years of during the middle structure is relatively stable,
the enterprise has high cohesion, also is the important basis for the development of
company's long-term survival. With the transformation of FIRM KAINE, as a leader, in
addition to pay attention to the structure stability, should be more concerned about whether
employees have enough capacity to deal with the problem of transition, from a strategic
height in human resources management planning, improve the ability of employees, reduce
the risk transformation. In addition, it is important to note that other employees who have
been working for more than 15year account for 18% of the total number of employees. This
part of employees generally started to serve the company when the company was founded.
Their common characteristic is low education, low skills, work hard and corporate loyalty
is high, and most of them are close to or reached the retirement age, because the enterprise
is not standard, in the early of their social security problem has not been completely
resolved. Therefore, how to plan this batch of employees' retirement security, remove their
worries, is not only embodies the social responsibility of an enterprise, and enterprise
culture, introduce and one of the important means of retaining talent.
(4) according to the employee education, the following distribution map can be
obtained.
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