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As a Human Resource director of an Information technology company, the responsibility of mine is effective running of operations conducted in the organization. Whether the responsibility is to Recruit skilled employees or enhance their learning and development of them or the compensation as per their job role and initiatives smooth conduction is in the Human resource end (Strohmeier ,  2020). To meet this end, it becomes essential to develop and deploy effective Human resource strategies favorable for the organization and as per International Human Resource management standards. The strategies implemented make the team more valuable and appreciated and develop a sense of belongingness towards the organization by aligning them towards their goal and conducting operations for their growth and development (Boon et al., 2019). 
The compensation provided is as per their qualifications, skills, and experience and as per the standards set by IHRM (Zaid et.,2018). The training programs and the results derived are regularly accessed to ensure that they meet the company’s needs. The company also has management practices that are fine in terms of performance planning which openly addresses the corporate objectives of HRM. Although the company sometimes faces some sort of problems in its Human resources. To counter this human resource management of Google uses the data of problems in performance as the basis for effective functioning of management practices next to training programs for the employee (Irabor et al.,2019). While recruiting the employees the company strictly believes that no racial discrimination in terms of gender, ethnicity, age,or color is prevalent so that a diverse workforce from different parts of countries with their curative minds present in the organization (Boon et al., 2019). Also, make sure that structured interviewing is conducted which decreases the influence of bias by asking the same questions and criteria for grading each candidate applied for the job (Zaid et.,2018). 
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Recruitment involves a series of actions to determine the potential candidate by providing them some enthusiasm to showcase their expertise and information which is required to swell job positions in the preparation of service at a corporation. It is very essential to do the recruitment process in the preliminary stages of the business's human resources for selecting the work and achieving the target and goals of the organization (Goering et al., 2022). Some of the stages that the company has to undergo to recruit of best talents:

1.  Establishing and leveraging the company brand
To attract the candidates with skillful and best talents the company is needed to create a brand image so that the candidates know why should they choose this information technology firm. Employer branding investments increase the likelihood that a company will hire top talent by three times. The company can achieve this by publishing its last 5-year financial statements determining the company’s growth and the mission statement which they carry. Establishing a sturdy company brand determines an important role in the Employee value proposition (EVP) (Bilan et al.,2020). 
2. Improving employment postings with convincing employment descriptions 
To make affirmative first intuition on candidates Job postings is the first and the foremost opportunity. The team recruitment needs to put the effort into creating descriptions of jobs that are detailed, precise, and appealing as well. The job descriptions must fulfill these criteria:
a. Relevant and short
b. Professional and Organized (Goering et al., 2022).
c. Demonstration of the Company’s culture 
d. Clear about compensation and requirements (Bilan et al.,2020).
The most important thing is to describe the position in such a way that job seekers appeal more than the industry professionals.
3. Conducting Great Interviews
The rounds of interviews differ from company to company. Most interviews are conducted in 3 rounds where the candidates are assessed as such:

a. Telephonic / Video Call Interview
As the company is International so to beat the distance aspect this is the best suitable option. After getting the CV from the candidate telephonic interviews are conducted to identify the weaker candidates by checking/her presence of mind, responsiveness and communication skills (Irabor et al.,2019). To skim out the weaker candidates and shorten the long list of applied candidates this is the appropriate method for selection in the next rounds of interviews. One thing must be taken care of that candidates must be given appropriate time to respond to the queries and given some chances if he/she lacks somewhere (Irabor et al.,2019).
b. Assessment
 In this process, the candidates are given a set of interview questions as per their job roles. For software engineer profiles mostly 3 rounds took place. In each round, 90 minutes were given to each candidate to solve the questions ranging from medium to high levels. These questions are based on data structure and algorithms, logic and proofs, and time complexion based. For assessment of their quantitative and reasoning abilities a 45 minutes test is conducted afterwards. The candidates who passed this round are further sent to the next rounds of interviews. This can be done at the nearest company office or online in a meeting where test questions will be provided to students at company’s portal (Strohmeier, S, 2020). 
c. In-Person Interviews: 
To evaluate whether the person is the right fit for the job this round is most important. The HR team checks the body language and confidence of the candidate. The test is conducted thoroughly where the personal questions are asked for background checks and professional questions to check his previous work experience knowledge and theoretical question for evaluation of his knowledge of the field. Each recruiter set parameters that the candidate must pass to ensure the selection of the candidate (Aziz et al.,2021). The HR team must take care that interviews don’t get biased and the good candidate may not get missed out. These interviews are conducted at a workplace of the organization but not necessarily at the place where the candidate will get a job as international companies prefer employees to work in big cities where the accessibility of resources is much higher (Geetha et al.,2018). 
4. College Recruitments
College recruitment is considered the best source to choose the best talent from your industry. Also, connecting the company’s Human Resources with school connections and internship job chances. The company can discover college applicants in a variety of ways, including by taking part in career or employment fairs, presenting publicising job openings on university employment boards or at industry conferences. (Geetha et al.,2018).
5. Spend in an Applicant Tracking System
By actively utilising an ATS, the firm may save recruiting managers both time and money (Application Tracking System). This piece of software streamlines the process of posting jobs and identifying aspirants. One-click job posts on several websites, application sorting, and interview scheduling all fall under this category. The application system is extensively chosen to remove the weak resume by removing those resumes which doesn’t have specific keywords required for the job (Anwar et al.,2021). The application costs differ according to their specification, the company can choose according to their size and budget.
6. Consider outsourcing to employment agencies:
 The organization's internal talent recruitment team can lever the recruitment process, but for special recruiting situations consider a third-party agency. It might be a more fast and more lucrative option. If the company needed a large number of employees with the same skill sets then this is the most viable option available to the company. Or to build a partnership for the long term with third-party recruiters despite the conditions, while retaining some staffing in-house (Anwar et al.,2021).
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1. Understanding Strategies of Business
The first and foremost thing which the team HR must do is to understand the goals and strategies of the overall business and align them with the organizational-wide goals. To find the right amount of investment and learning & development strategy it becomes important to give direction to your teams for the creation of training programs. This enables the team to design a strategy to ensure the leadership team's support for investing resources in learning methodologies for the enhancement of inner talent (Malik, A, 2018). 
2. Conduct a Skills Gap Examination
Once you are aware of the goals of the L&D strategy, conduct a skills gap analysis for the L&D program's relevant themes. The organization needs to create a few distinct skill gap evaluations because this could vary throughout company departments (ex. considers a leadership, manager training, as well as an analysis for the marketing team, accounting team, etc.) Once the HR team is aware of the objectives of the company’s L&D strategy, they should analyze the skills gaps in the areas that the L&D program will be concentrating on (Malik, A, 2018). This might differ based on the business division, thus the corporation could need to develop a few different skill gap evaluations.
After finishing, the HR Team will be in a better position to assess the level of L&D training required for various departments and specific personnel. This will enable them to develop individualized learning experiences and be extremely targeted in their approach (Azizi et al.,2021).
3. Design contextual learning paths for different roles
Utilize the results of the skills analysis to create contextual L&D experiences that cater to the diverse skill levels of the team members. The human resources division ought to make an effort to incorporate a variety of staff training strategies as well as various multimodal learning formats, such as reading, listening, watching, and interactive training materials. Repurposing learning and development content into interactive, in-app experiences that provide employees answers to their issues as they emerge at work is a big L&D trend for 2022. (Collins, C.J, 2021). It is important to incorporate this trend into various learning paths.
4. Invest and commence L&D software stack
To establish these many learning pathways and correctly evaluate the effectiveness of their training, the organization requires invest in employee L&D software technology. With the use of these tools, the L&D team will be able to create, design, and publish learning courses in a range of formats, track progress, host courses, assess knowledge retention, gather feedback, and do much more. The technology has to be released and marketed inside the industry once it has been created, followed by a soft launch and major and minor tests (Collins, C.J, 2021).
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1. Ask for employee input
Determine which perks are most important to company staff. While older employees could be more concerned with retirement plans, younger employees might be more interested in a daycare payment. By seeking feedback from the workforce, the HR team should create an informed strategic pay plan that complements the people management strategy and appeals to the majority of workers (Stone et al.,2020).
2. Benchmark next to competitors 
Take the time to compare what company competitors are giving their employees to stay competitive in a particular sector and the places where the company conducts business. Even while the company might not be able to match them piece by piece, using this knowledge will allow the HR team to fill in any gaps during interviews. Additionally, the HR team might be able to think of an alternative, less expensive solutions that a candidate can incorporate into his overall pay package (Stone et al.,2020).
3. Allot budget
Planning for compensation doesn't take place in a vacuum. Examine the company's operational and human resource budgets critically. Decide how much the company can spend overall on each employee. Include all expenses, including taxes, payroll expenses, current benefits, wages, and bonuses. Include strategies for performance or merit raises that will be part of yearly evaluations (Malik et al.,2020).
4. Communicate about the entire compensation
Communicate the total compensation strategy employees must know what to anticipate and be grateful for the benefits they’re entitled to in addition to the pay. The total compensation must include all benefits present in the package. Based on Job positions and duties the compensation must be decided. Having a framework helps an organization decide the amount for pay for the job requirement and level (Malik et al.,2020). 
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1. Psychological needs
The needs which are most necessary for an individual such as oxygen, food, water and warmth in order to survive comes under psychological needs. In case of organization these needs are basic bay through which an employee carries forward his livelihood. Individual bills are paid through this only (Trivedi et al., 2019).
2. Safety needs
Once the physiological needs are met of an individual then he/she moves towards fulfilling the psychological needs. These needs include the safety and security of an individual. The environment has a direct impact on this demand. When the status of one's personal security is under jeopardy, protection against bodily hazard becomes fundamentally important. In the context of organization, the workplace security is a crucial factor that is needed to be considered by the organization. The organization must provide transportation facilities such as vans or shared cabs for taking for taking an dropping the employee form their abodes (Trivedi et al., 2019).
3. Social needs
Every individual wants to join one or another social organisation. The satisfaction of this need depends on being a part of a group where one feels accepted and at home. In context of the organization the peers with which an individual is working must socially accept whenever an individual joins a team and introduce him/her with the company and its fundamentals (Bilan et al.,2020).
4. Self-Esteem needs 
When all above needs of an individual is fulfilled then he/she look forwards to a relaxed feeling of confidence. In meeting the self-esteem needs the factors which are responsible are achievements, regard from the group or groups, and status. The organization provide an individual with the promotions through which his designation, respect, self-esteem tends to increase (Okafor et al.,2021). The individual self-esteem is directly connected to the respect which he/she gets in the organization.
5. Self-Actualization Needs
It is the highest level of need which an individual can get. In context of organization the individual gets what they can develop into anything.. With a view of self-worth individual have reached the peak of their potential. When an individual gets the highest position in the organization such as senior manager, board of director, chief executive officer of an organization or any other highest derogatory position attains this need (Okafor et al.,2021). 
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Theory X Managers
Because the managers are cynical and assume that the employees are naturally inert and hate their jobs, this management style assumes that the employees hate their jobs, avoid accountability and need tracking, have to be restrained, obligated, and in jeopardy to deliver work, need to be supervised at every step, and have no incentive at work. Organizations that employ Theory X methodology employ managers and supervisors at various levels to oversee and guide employees. In such circumstances, it is uncommon for one person to distribute authority, and control stays firmly consolidated (Prottas et al.,2018).   
Theory X style of management is used when a new starter has come in organization who is likely to get lot of guidance then Human resource applied this theory or a condition that necessitates handling such a disaster. This is prevalent where the work is recurring and goal driven (Prottas et al.,2018). 



Theory Y Managers
Theory Y-aligned managers value their employees and use a participatory, decentralised management approach. This encourages team leaders and the members of their teams to work together more closely and on a basis of trust (Irabor et al.,2019). People are given additional responsibility, and managers encourage them in their attempts to develop their skills. Regular reviews are conducted, but unlike Theory X organisations, they serve to encourage open communication rather than to control personnel. Theory Y organisations usually provide their employees the possibility to progress (Tahir et al.,2018). 
Theory Y-aligned managers value their employees and use a participatory, decentralised management approach. This encourages team leaders and the members of their teams to work together more closely and on a basis of trust (Irabor et al.,2019). People are given additional responsibility, and managers encourage them in their attempts to develop their skills. Regular reviews are conducted, but unlike Theory X organisations, they serve to encourage open communication rather than to control personnel. Theory Y organisations usually provide their employees the possibility to progress (Tahir et al.,2018).
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1. Employees' Inclination towards the organization: As the company is providing them with appropriate training and skills for their growth and development their inclination towards the organization tends to grow. The employees believe that compensation should be fair and precise. By ensuring fair pay the organization can gain the trust of the individuals who are working in the organization. Also, one of the major factors in inclination towards the company is that its values and proposition match with the company’s outlook (Rivas et al.,2019). Each employee gives their best and creates a sense of belongings as the HRM applied the strategies effectively and efficiently.
2. Employees recognition: The employees were asking for their input at various stages. While developing the training programs their input was taken to fill in the skill gap of each individual. The problems which they are facing while doing the project will now be removed after the training (Rivas et al.,2019). The employees will be introduced to new frameworks and methods which they can apply in the favor of the organization as well as self-learning.
3. Right amount of talent: The employees are chosen after the regressive procedure of coding rounds, in-person interviews, and telephonic conversations. They know they are the right talent for the organization helps them to uplift their morale and self-confidence. Also, after introduction to the work environment of the organization, they get to more familiar with new technologies, and with right training and skill set help them to outperform and get to a better position in the organization. As the organization strongly believes in ‘belief of one ultimately leads to belief of all” (Rivas et al.,2019). It means if an employee trusts your organization, then outsiders, clients, and competitors will also believe in your perspectives and goals by inclining all such beliefs.
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What we can conclude is that Human resource management in an organization plays a crucial role in various functioning in the organization whether it is recruitment, selection, training, or any other task. The organization needed a variety of strategies for the smooth running of operations in the business. For the long-term growth of a business, the organization is needed to conduct various operations with the help of HRM after the selection also. And these operations must do for creating a favorable impact on employees’ minds to develop a sense of belongingness, value system, and high morale. To establish a company brand in the market the HR team is responsible for improving the marketing of the organization by issuing financial statements and showcasing the gains. The recruitment involves various steps from telephonic conversation to coding rounds and then in-person interviews are organized by the Human resource department. As a director of the Human Resource department, it becomes my responsibility to sanction the investments required for the growth of the organization whether to invest in an application training system or provide hefty compensation for getting the right talent in the organization. 
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