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[bookmark: _Toc132088606]1.Introduction
In this presentation, we are going to see the definition of human resource management and the “International Human Resource Management” challenges of Tata Consultancy Services (TCS). Human resource management (HRM) plays a critical role in supporting and developing employees, creating a positive work environment, and ultimately enhancing the competitive advantage of an organization. The HR department is responsible for a wide range of functions, including recruitment, training, compensation, talent management, workplace safety, and compliance (Jabbar, 2021). This provides insight into the difficulties TCS faced when managing its staff, especially related to hiring and the availability of qualified local talent. These difficulties are looked at in the context of TCS's international operations, where the business works in numerous nations with distinct cultural, legal, and economic situations. The work also highlights TCS's approach to international human resource management (IHRM) and how it deals with the difficulties of managing a multicultural and international workforce (TCS., 2021). This project report intends to offer insights into TCS's HRM practices and how it handles the difficulties associated with finding and hiring qualified local personnel. The research also emphasises the significance of IHRM in the current globalised economy and how businesses can successfully navigate the difficulties of managing a multinational workforce.
[bookmark: _Toc132088607]2.Aims and Objectives
This presentation aims to identify and analyse the staffing-related human resource management (HRM) and international human resource management (IHRM) challenges faced by Tata Consultancy Services (TCS), which is a leading Indian multinational company operating in various countries across the world (Salaria and Uppal, 2020). The difficulties in HRM connected to staff and recruitment are one of the main areas of focus. With consideration for the cultural, legal, and economic settings of these regions, the presentation will focus on how TCS is able to recruit, keep, and build a qualified workforce in various nations. The difficulties associated with finding qualified local personnel and the talent shortage in the global labour market will also be explored (Rao, S., & Rao, 2018). The presentation will also look at TCS's strategy for IHRM, which entails managing a multicultural and international workforce in accordance with a shared set of core principles. There will be a discussion of the difficulties in managing a global workforce, including cross-cultural communication and coordination, as well as methods for overcoming these difficulties.
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Figure 1, source: (Chai and Sutner, 2023)
The main objectives of TCS HRM are.
1. Identify the recruitment and skill-development process of Tata Consultancy Services: This project report aims to provide an overview of the recruitment and skill-development process of TCS. It will examine how TCS attracts and selects candidates, and how it develops the skills of its employees to enhance their performance (Tata Consulting Services, 2021).
2. Identify the recruitment and skill-development process of Tata Consultancy Services: This project report aims to provide an overview of the recruitment and skill-development process of TCS. It will examine how TCS attracts and selects candidates, and how it develops the skills of its employees to enhance their performance (Singh, P., & Singh, 2020).
3. Identify the recruitment and skill-development process of Tata Consultancy Services: This project report aims to provide an overview of the recruitment and skill-development process of TCS (Hussain, A., & Usman, 2021). It will examine how TCS attracts and selects candidates, and how it develops the skills of its employees to enhance their performance.                                                                                            
4. [bookmark: _Toc132088608]Identify the recruitment and skill-development process of Tata Consultancy Services: This project report aims to provide an overview of the recruitment and skill-development process of TCS (Yaseen, M., & Hussain, 2021). It will examine how TCS attracts and selects candidates, and how it develops the skills of its employees to enhance their performance.
3.TATA CONSULTING SERVICES(TCS)
Tata Consultancy Services (TCS) is a leading Indian multinational company that provides a range of IT and consultancy services to clients globally. Headquartered in Mumbai, India, TCS operates in more than 150 locations across 46 countries, with a workforce of over 60,000 employees as of 2022 (Tcs.com., 2023). The company's core services include IT consulting, business solutions, and digital ecosystems, with a focus on delivering innovative solutions to its clients.
Since its founding in 1968, TCS has been a leader in the Indian IT sector. Tata Sons, one of the biggest commercial conglomerates in India, formed the corporation, which has developed quickly to rank among the biggest providers of IT services globally. The success of TCS can be ascribed to its emphasis on innovation, client-centred strategy, and dedication to quality. The company has consistently delivered strong financial performance, with revenues of approximately 26 billion dollars in the year 2022. TCS achieved impressive annual sales of 1.91 trillion rupees in the year 2022, which is the highest in the last seven years (Statista, 2022). The company has also been recognized for its sustainability practices and has been included in the Dow Jones Sustainability World Index for the sixth consecutive year in 2022(Tcs.com.2023)     [image: Chart, bar chart
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                                           Figure 2, source: (Statista, 2022)
TCS competes with competitive international IT services firms like Accenture, Cognizant Technology Solutions, Infosys, and Wipro Limited in a market that is highly competitive. However, the company has managed to preserve its competitive edge because of its solid brand recognition, creative solutions, and focus on client happiness. To keep ahead of the curve and maintain its position as a leader in the industry, TCS has also made significant investments in research & development.
[bookmark: _Toc132088609]4.Policies and procedures of the organisation
TCS's HR department plays a crucial role in ensuring that the company has the human resources it needs to accomplish its goals. The HR department is in charge of creating rules and practices for hiring, training, and developing new personnel. It also emphasises creating a compensation plan to keep and inspire workers, and it makes use of technology to streamline HR procedures (Tien, C.-C., Chiu, Y.-C., & Liu, 2021). TCS has implemented a number of policies to guarantee adherence to rules and laws regarding the protection of employee data and unlawful discrimination. The company's dedication to upholding a moral and welcoming workplace is reflected in these rules (Tcs, 2023).
Recruitment and hiring policies:
TCS has built a comprehensive hiring and recruitment process that involves conducting interviews, background checks, and skill assessments to determine which applicants are the most qualified for the position. The business also has a diversity and inclusion policy to guarantee that it doesn't discriminate against workers based on their colour, gender, religion, or sexual orientation and that it recruits people from a variety of backgrounds.

· Employee training and development policies:
Through different initiatives like in-person training, online learning, and career development possibilities for development inside the company, TCS prioritises the training and development of its employees.
· Data protection strategy:
TCS ensures the security of customer data through a strong data protection strategy, complying with GDPR and CCPA regulations, and having a data breach response plan data (TCS, 2021).
· Unlawful discrimination policies:
TCS has policies to prevent unlawful discrimination against its employees and job applicants. It prohibits discrimination on the basis of any protected characteristic and has a zero-tolerance policy for harassment (TCS, 2023).
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5.HR effectiveness and measurement
Any successful organisation must have an effective HR department. In order to make sure that the company has the best talent on staff, it requires evaluating the effectiveness of the HR department's operations and decisions. Highly effective HR teams are essential to a company's success, and HR leaders are involved in guiding all corporate decisions. A strong human resources department makes certain that the business has qualified staff members who support its goals (Sher, M., Singh, R., & Shukla, 2021). It can be used as an illustration of how a well-designed and implemented onboarding strategy can assist a business in attracting top talent and skilled employees, thus improving the competitive advantages of the business. Additionally, an efficient HR department boosts output, which boosts the company's revenue. The effectiveness of the HR policies and processes, employee retention, engagement, and training and development programmes are all ways to evaluate the HR team's performance. To ensure that an organisation stays competitive and inventive, and accomplishes its goals, a highly effective HR team is crucial (Huselid, 1995).
[bookmark: _Toc132088611]6.Why Should HR Effectiveness Measure
HR metrics are used by companies to measure the effectiveness of their HR departments. These metrics help organizations evaluate the success of their HR strategies, processes, and initiatives, and make data-driven decisions to improve their HR practices.
· Effective HR measurement helps companies identify areas for improvement, track progress towards goals, and make informed decisions about HR investments. For instance, if a company has a high turnover rate, it can use HR metrics to determine the underlying causes and create plans to increase employee retention. Similarly to this, HR metrics can be used to assess the efficiency of the hiring process and pinpoint areas for development if a company's recruiting efforts are not yielding the expected results (Pandita, 2016).
· It helps companies in coordinating their HR operations with strategic goals. Companies can track HR metrics like employee engagement, productivity, and absenteeism to see how HR practices affect company results (Deloitte, 2017). Using this data, HR strategies that complement the broader aims and objectives of the company can be developed.


· Successful HR measurement keeps companies competitive. Companies can discover areas where they are falling behind their competitors and create plans to catch up by comparing their HR performance to industry benchmarks. In order to maintain a competitive advantage in the current business environment, it is essential for organisations to be able to attract and keep top people (Society for Human Resource Management, 2017).
Overall, effective HR measurement is essential for companies to optimize their HR practices and achieve business success. By measuring HR performance, companies can identify areas for improvement, align HR practices with business objectives, and stay competitive in today's rapidly changing business environment.
[bookmark: _Toc132088612]7.Why It Is Important To Measure HR Effectiveness
Measuring HR effectiveness is crucial for organizations to determine how well their HR function is performing and to improve their overall business performance. One of the key metrics that organizations use to measure HR effectiveness is the cost and quality of hire metrics. The cost of hire metric measures the cost incurred by the organization to recruit and hire new employees. The quality of hire metric measures the effectiveness of the recruitment process by evaluating the performance of new hires after they are onboarded (Tien, C. F., & Tien, 2021).
The cost of hire metric can be used to identify areas of improvement in the recruitment process, such as reducing recruitment costs or optimizing recruitment channels. The quality of hire metric can help organizations identify which recruitment channels are most effective in sourcing high-quality candidates and which recruitment sources are not effective. By using both cost and quality of hire metrics, organizations can evaluate the effectiveness of their recruitment process and make informed decisions about how to optimize it.
According to a study by LinkedIn, the cost of hire varies depending on the recruitment source, with employee referrals being the most cost-effective source of hire, followed by social media and job boards. The study also found that the quality of hire metric is strongly linked to employee retention and job performance (LinkedIn Talent Solutions., 2018). By measuring the quality of hire metric, organizations can identify the recruitment sources that provide the most productive and long-term hires.


[bookmark: _Toc132088613]8.The Indicators of HR Effectiveness
A company's HR department automates time-consuming administrative activities, enabling them to play increasingly crucial roles in the organisation.
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[bookmark: _Toc132088614] 9.Characteristic of an effective HR professional.
An effective human resource professional possesses a combination of both technical and soft skills. Technical skills include knowledge of HR laws and regulations, data analysis, and HR technology systems. Soft skills include communication, leadership, empathy, and emotional intelligence (Bulla, D. N., & Scott, 1994). Effective HR professionals are also strategic thinkers, able to align HR initiatives with business objectives. They place a high priority on employee satisfaction, engagement, and development. They can deal with change and ambiguity because they are adaptive. Additionally, they uphold confidentiality in delicate HR concerns and are ethical. To stay relevant in the always-changing HR world, they also continually learn and grow as individuals. they are continuously learning and developing
themselves to stay current in the ever-evolving HR landscape (Becker, B. E., & Huselid, 2006).

Some important skills for an effective HR professional are.
1. Decision making
2. Problem-solving
3. Organised
4. Multi-tasking
5. Communication skill
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10.HRM issues Faced By Tata Consultancy services
Tata Consultancy Services (TCS) is one of the largest global IT services and consulting companies. One of the significant HRM issues faced by TCS is the high attrition rate of its employees. Attrition refers to the rate at which employees leave the company voluntarily or involuntarily. TCS has been struggling with high attrition rates for the past few years, which has impacted its growth and profitability.
 In the case of TCS, the high attrition rate of 19.7% in the first quarter of 2022-2023, which is a 23% increase from the previous quarter, is a cause for concern. This high rate of attrition can lead to increased costs due to the need to recruit and train new employees, as well as decreased productivity and revenue (businesstoday.in, 2023). high attrition rates can result in profit margin pressure and cost overloads. To address this issue, TCS and other IT companies in India may need to implement strategies to retain their employees, such as offering better compensation and benefits packages, providing opportunities for career growth and development, and improving the work-life balance of employees (Pallathadka et al., 2021), additionally, the global pandemic has further complicated the situation, as TCS and other companies are facing challenges in finding adequate resources and knowledge in the field of IT amidst the lockdown. To address these challenges, TCS and other companies may need to consider remote work options, investing in employee upskilling and reskilling programs, and leveraging technology to enhance communication and collaboration among employees (The Economic Times, 2020).
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                                       figure 3, source:(businesstoday.in, 2023)
The availability of skilled workers in the IT sector is essential to increase productivity since trained workers have the training and expertise to do their jobs well. However, the process of hiring staff and providing them with the training they need to develop these talents can be expensive. It is more difficult for huge organisations like TCS to locate people with the necessary skill set as a result of the rise of multiple start-up companies in India and the growing rivalry for talented workers.
Hindustan Times reports that as of 2022, TCS will be one of India's top IT firms, with a 35% female workforce. Women's empowerment is admirable, but recruitment shows that there is still a long way to go until gender equality is achieved (Hindustan Times., 2023). Finding qualified workers with the required abilities and tackling the gender gap are two challenges TCS must overcome. The business has taken action to close this gap by supporting diversity and inclusion initiatives, offering chances for women's training and development, and developing policies and programmes that accommodate the needs of working mothers (TCS, 2022).
[bookmark: _Toc132088616]11.IHRM issues in Tata Consultancy Services
One of the top providers of IT services globally, Tata Consultancy Services (TCS), has been accused of discriminatory hiring procedures in the US. During the hiring process, the corporation is alleged to have favoured South Asian and Indian applicants over non-South Asian and non-Indian applicants (Majumdar, 2023). Due to the preferential treatment given to Indian and South Asian applicants with visas, even when equally qualified US citizens are available, the lawsuit filed by the company highlights the challenges faced by the company in areas such as hiring, staffing, promotion decisions, termination, and benching. This demonstrates the discriminatory hiring practices used by TCS. The company's reputation and efforts to promote diversity and inclusion are both negatively impacted by this issue, in addition to harming the prospects of qualified US citizens. Legal repercussions and harm to the company's brand reputation may result from such discriminatory practices, which could have a negative effect on its business operations. TCS, in collaboration with the "Business in the Community (BITC) Race Equality Campaign," has announced a full-time commitment to ethnic minority communities in order to address this issue. The company's commitment to fostering international HR practices that support equal opportunities for all qualified applicants, regardless of their nationality or ethnic background, is reflected in this initiative (Tcs.com, 2021).
One of the primary challenges that TCS is currently facing is addressing the preference of the GenZ population towards remote work. According to Lo (2023), 83% of the GenZ population prefers to work from home, which has been found to increase productivity by 75% (H. Lo, 2023). This trend is not unique to TCS and is reflective of a global shift towards a remote work model. The statistics also show that 69% of women employees prefer to work from home, which presents an opportunity for TCS to address gender diversity issues in the workplace (Hughes, R., & Baldwin, 2021). However, it also poses a challenge for TCS to recruit skilled local labour who are willing to come to the office and travel to on-site locations. This could be attributed to several factors, including the preference for a better work-life balance and the high cost of living in certain areas. TCS needs to adapt its HRM practices to cater to the needs of its employees. The company can consider implementing flexible work arrangements, which would allow employees to work from home for a few days a week while coming to the office for the remaining days. TCS could also consider implementing virtual collaboration tools that would enable employees to work together remotely. These measures would help TCS attract skilled local labour while also catering to the needs of its employees.
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12. Critical Analysis Of The Issues (HRM&IHRM)
Employee attrition is one of the HRM issues TCS is dealing with, and it is caused by the rising salary competition from the nation's proliferating IT firms (Verma, A., & Venkatesan, 2021). To ensure that its employees are competitive in the market, TCS must review its compensation plan in light of this. Additionally, TCS must concentrate on giving its employees adequate training and development opportunities in order to keep them with the business. The gender gap in the IT workforce is another HRM issue TCS is dealing with. Even though there is a focus on closing the gender gap, women tend to have lower levels of education and specialise in IT nationally, which furthers the availability and skill gap for women (Saini, N., & Mahapatra, 2019). To attract and keep female employees while ensuring they have equal opportunities for professional advancement, TCS must take proactive measures.
In terms of IHRM, TCS faces challenges in international recruitment selection, with legal cases filed stating that local people are not being hired, whereas Indian and South Asian candidates gain preference (Business Today, 2022). This highlights the need for TCS to ensure that its recruitment and selection processes are unbiased and based on merit rather than ethnicity or nationality. Moreover, TCS needs to focus on building a diverse workforce that reflects the local communities it operates in. TCS also faces challenges in recruiting talent that is willing to work in onshore locations due to the preference of GenZ over productivity (L. Lo, 2023). This requires TCS to revisit its work policies and provide flexible work arrangements to attract talent that values work-life balance.
[bookmark: _Toc132088618]13.Theoretical Perspectives of HRM Effective Measurement with Fombrun Model of H
Businesses must implement specific Key Performance Indicators that enable an understanding of the efficacy of the adopted strategies in order to improve the robustness of HRM measures from the perspective of employee recruitment and availability. The Fombrun Model of HRM is a theoretical perspective that focuses on aligning HR practices with organizational goals to create a competitive advantage (Fombrun, C., Tichy, N. M., & Devanna, 1984). One of the key aspects of the model is measuring the effectiveness of HR practices through various metrics.
1. Employee Net Promoter Score (eNPS): which measures the probability that workers will endorse the company as a place to work. This metric is significant because it shows the level of engagement and satisfaction among employees, both of which are essential for an organisation's success (Branham, 2005).
2. New hire performance: which measures how well the company's hiring and selection procedures are working. This metric evaluates new hires' performance during the first few months of employment and aids in pinpointing areas where the recruitment and selection process can be strengthened (Breaugh, 2008).
3. Quality of hire: This evaluates the hiring process's overall effectiveness. This metric assesses new hires' performance over a longer period of time and aids in evaluating the effectiveness of the company's recruitment efforts (Collins, 2018).
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Figure 4, source: self-prepared
[bookmark: _Toc132088619]14.Theoretical Perspectives of IHRM Effective Measurement with Guest Model of IHRM
The Guest Model of IHRM is a theoretical framework developed by David Guest in 1997 to understand the relationship between HRM practices, HR outcomes, and organizational performance. The model emphasizes the importance of a strategic and integrated approach to managing human resources in global organizations.
HRM strategies consist of four main elements.
1. HRM practices: An organisation uses various strategies to efficiently manage its human resources. Recruitment and selection, training and development, performance management, and compensation and benefits are some of these procedures. The Guest Model emphasises how crucial it is to match HRM practises with organisational strategic goals in order to improve HR outcomes (Purcell, J., Kinnie, N., Hutchinson, S., Rayton, B., & Swart, 2003).
2. HR Outcomes: it cites the influence of HRM procedures on staff members' attitudes and actions. These results include the growth of human capital within the organisation as well as employee satisfaction, commitment, and engagement. The Guest Model emphasises the significance of tracking these results because they serve as important gauges of how well HRM procedures are working (Guest, 2017).
3. Behavioural Outcomes: It is the impact of HRM practices on employee behaviour, including job performance, absenteeism, and turnover. The Guest Model suggests that HRM practices should be designed to enhance employee motivation and engagement, which can lead to improved behavioural outcomes (Guest, 1997).
4. Financial Outcomes: HRM practices on the overall performance and financial results of the organization. The Guest Model suggests that effective HRM practices can lead to improved performance outcomes, such as increased productivity, quality, and innovation (Budhwar, P. S., & Debrah, 2013). Additionally, effective HRM practices can lead to improved financial outcomes, such as increased profitability, revenue growth, and return on investment.

[bookmark: _Toc132088620]












15. Conclusion

With an effective HR strategy that takes into account the needs of the organization, TCS has established itself as a top IT company in India. TCS has put in place an efficient HR policy that takes into account the need for hiring professionals within the organisation. In any organization, the qualities of the HR team play a significant role in how effective HR policies are. Even after putting in place a number of measures, TCS still has trouble finding enough workers, particularly to close the gender gap and reduce the attrition rate. The challenges faced by IHRM include discrimination in the hiring process abroad and finding workers willing to relocate abroad. 
TCS's effective HR policy has played a crucial role in the success of the organization. The recruitment of professionals based on their skills and expertise has enabled TCS to provide innovative and effective solutions to its clients. However, finding the right talent is an ongoing challenge for TCS, especially in reducing the gender gap and attrition rate. TCS needs to focus on diversity and inclusion in its recruitment process to address these challenges. In any organization, the qualities of the HR team determine how effective the HR policies are. The HR team should be equipped with the necessary knowledge and abilities to create and implement efficient policies that support the strategic objectives of the company. TCS can invest in training its HR team to make sure they have the necessary expertise to handle the challenges the company faces.
TCS should continue to focus on its HR policies to attract and retain top talent. Additionally, TCS needs to address the challenges faced in finding the right talent and improving diversity and inclusion in its recruitment process. By doing so, TCS can further strengthen its position as one of the leading IT firms in India
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Education and Training:

The percentage of employees who have received relevant education and training can be
utilized to evaluate the effectiveness of HR. This can involve taking part in professional
development programs. training for certain jobs. and other educational possibilities (Lee. S..
Lee. D.. & Rhee, 2018). HR may raise employee capacities and skills by funding education
and training. which could boost output and job satisfaction.

Employee Satisfaction:

A key indicator of HR effectiveness is employee satisfaction. Employee satisfaction increases
engagement, motivation, and productivity. HR can obtain input through surveys, focus
groups, and other sources to gauge employee happiness. HR may put plans in place to solve
these problems and raise general satisfaction by identifying the areas in which employees are
unsatisfied (Spector, 2019).

Employee Productivity:

Monitoring metrics like revenue per employee. production per hour, and other productivity
indicators allows HR to evaluate employee productivity. HR can pinpoint areas where
procedures or practices need to be modified in order to boost effectiveness and output by
tracking productivity (Huselid. 1995b).

Cost Per Hire:

By monitoring the cost per hire, HR can evaluate the success of its hiring initiatives. This
covers all the expenses related to recruiting. interviewing. and hiring a new employee. HR
can boost productivity and save money by lowering the cost per hire (Society for Human

Resource Management. 2017a).
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Introduction

Human resource management (HRM) is a strategic method to support
and nurture employees and ensure a positive work environment

The function of the HR department of an organisation includes hiring,
recruitment, training, compensation, and employee relations (Duggan
et al, 2020)

An effective HRM department increases competitive advantages and
employee engagement concerning job satisfaction in an organisation

A critical analysis of various studies reveals that the five
responsibilities that are managed by human resource departments are
"Training and development’, "compensation and benefit’, "talent
management”, "workplace safety”, and "compliance" (Hasan et al.,
2020).

This report is going to cover the HRM and “International Human
Resource Management’ challenges of Tata Consultancy Services

(TCS).

The challenges faced by the HRM of TCS related to the availability of
skilled local workforce and recruitment are going to discuss in this
presentation

Suhaib Velliyath (2215786)
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AND
The objectivesare as follows......

Aims and Objectives

This presentation aims to identify the staffing-related human resource
management and IHRM challenges faced by an Indian multinational
company namely Tata Consultancy Services.

To identify the recruitment and skill-development process of Tata
Consultancy Services

To determine the impact of the recruitment process and skill
development structure of labours for increasing the financial
performance ofthe organisation

To identify relevant challenges related to the recruitment process and
skill developmentthat TCSis facing currently

To recommend solutions for mitigating the identified challenges related
to the recruitment and skill-development process of Tata Consultancy
Services

Objectives of HRM

Functional
oblectives

Organizational
Sblectives

Sociotal
obiactives

Suhaib Velliyath (2215786)
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Organisation Background

Tata Consultancy Services (TCS) is an Indian International
information technology and consultancy services company.

The headquarter of the company is situated in Mumbai, and it
operates its businesses in more than 150 locations in 46 countries.

In 2022, TCS has reported more than 60000 employees globally
(Tes.com, 2023).

The company generated approximately 26 billion dollars in revenue
in the year 2022.

A report by Statista reveals that TCS has achieved 1.91 trillion
rupees in annual sales in the year 2022

It is the highest annual revenue achieved by the company in the
last seven years

Accenture, Cognizant Technology Solutions, Infosys, and Wipro
Limited are common competitors of TCS.

Suhaib Velliyath (2215786)
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Policies and Procedures of the organisation

The function of HR is to give the context of developing and
energizing people to perform effective functions to ensure that TCS
become one of the largest consultancy companies globally.

In order to achieve this, the company has established a policy to
develop, identify, measure, and facilitate the technological and
human processes that trail excellence.

The HR department plans to involve the appropriate number of
skilled people in the appropriate job so the organisation can achieve
its objectives properly (Tien et al., 2021).

The HR department of TCS designs a reward system for employees,
initiate "HR transformation services", and modernises the service to
leverage the best talent to achieve competitive advantages (Tcs.com,
2023).

A critical analysis shows that TCS comprised Recruitment and hiring
policies, "employee training and development policies”, "Data
Protection strategy”, and "unlawful discrimination policies".
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HR Effectiveness and Measurement

The effectiveness of HR can be defined as the process of
measuring the efficiency of the activities and actions taken by
the HR department of a business.

A highly efficient HR team play a crucial role to assist a
company in thriving, precisely, HR leaders are involved to
shape the entire business decisions (Sher et al., 2021).

It can be considered as an example that an efficiently
executed and designed onboarding strategy can assist a
company to bring top talent and skilled people which in turn
improves the competitive advantages of the company.

An effective HR department increases productivity which
leads to high revenue for the business.

Compensatonand
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ficncyand
ffectiveness:

TaentDeveopment

Anna Maria Jose (2216778)




image15.jpeg
Why should HR effectiveness measure

Companies use HR metrics to measure the effectiveness of HR
departments

These metrics assist companies to manage their human capital
and determine the effectiveness of human resource initiatives.

Measuring the effectiveness of HR helps a company to
understand the effective application of all resources and identify
the inefficiencies that need further improvement (Tambe et al.,
2019).

These metrics can assist the company to plan the workforce for
the future and take effective actions to plan the budget and
strategy properly.

Measuring the effectiveness of HR can assist the company to
understand the entire effect of the HR department on the
company.

Understanding the
impact of HR

\
Ensure the effective
application of resources

Strategy and budget
planning

-

anna maria jose (2216778)
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Why it is important to measure HR effectiveness ?

In order to determine the effectiveness of the HR function it is
required to establish related metrics in the organisation.

The selection of metrics is based on the requirements of the
company.

Measuring HR effectiveness helps a company to predict the
capability of the newly recruited workforce (Tien et al., 2021).

An effective HR department is capable of recruiting and retaining
skilled employees which in turn improves the overall productivity and
competitive advantages of the organisation. Thus, measuring the
effectiveness of HR is important

The HR track matrices including the cost and quality of hire metrics
enable the company to understand the effectiveness of the
recruitment process.

‘Anna maria jose(2216778)
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The Indicators of HR Effectiveness

The HR department of a company automates tedious administrative tasks,
that are increasingly capable to perform strategic roles in the organisation.

"Education and training” is an HR indicator that means to improve the
productivity level of every employee.

"Employee satisfaction” is another indicator of HR, and needs to be
prioritised properly to win the war on talent (Krithika et al., 2020).

Employee productivity indicator measures the efficiency of the workplace
and analyses the time needed by an employee to complete a particular
task.

"Cost per hire" is a human resource indicator that determines the number
of resources invested in every employee (Lohana et al., 2022).

Anna maria j
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Characteristics of an Effective HR Professional

An effective HR professional must stay organised by keeping proper
track of a broad range of information

HR professionals must possess effective skills of communication to
interact with culturally distinct people.

The capability of making instant and effective decisions. Sometimes,
HR needs to take difficult and hard decisions. Therefore, decision-
making capability is important for an HR professional

The important trait of an efficient HR professional is to capable of
solving huge problems.

In additon to this, strong ethics, multi-tasking, and data
management capability are important for an HR professional

Anna maria jose(2216778)
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HRM Issues in Tata Consultancy Services

The attrition rate in the company is very high, which has led to
subsequent pressure on the recruitment of the company.

In the first quarter of 2022-2023, the IT companies in India encountered
a high rate of attrition (businesstoday.in, 2023)

Pallathadka et al., (2022) state that, in the instance of high attrition, the
companies are forced to face profit margin pressure and cost overloads.

In TCS, the rate of attrition spiked to 19.7% which is a 23% increase in
contrast to the previous quarters

Amidst the lockdown, as a result of the global pandemic, TCS has faced
an HR challenge of finding adequate resources and having adequate
knowledge in the field of IT.
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HRM Issues in Tata Consultancy Services (Contd...)

The availability of skilled employees within the IT industry is crucial to
boost the productivity, as a result of the skill and experience possessed
by them.

In contrast, the provision of recruitment and skill training to employees to
transform them necessary to fulfil a job role is a cost-expensive process.

Several start-up companies have mushroomed in India, increasing job
opportunities, as well as salary packages, therefore, it has become
especially challenging for TCS to find individuals with the required skill
set.

According to 2022 data, TCS is one of the leaving IT industries in India
with a 35% women workforce (hindustantimes.com, 2023).

Even though the aspect of women's empowerment is commendable,
recruitment still illustrates a gap in meeting gender equality.

The challenge therefore faced by TCS is rooted in finding adequate
employees with the necessary skills so that they are able to address the
skill gap along with the gender gap as well (Singh et al., 2019).

Nabhan puzhakkattil(2215386)
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IHRM Issues in Tata Consultancy Services

&CSUhSaS a discriminatory attitude during the recruitment process in
e

The company has filed a lawsuit, for demonstrating a systematic
pattern of employee recruitment discrimination against applicants
who are not Indian, or South Asian.

The lawsuit specifically highlights the challenge that is
encountered by the company in the perspective of hifing, staffing,
promotion decisions, termination and benching.

The company has illustrated a preferential recruitment practice
towards Indian and south Asian individuals, with Visa, even when
trained US citizens are available, highlighting recruitment bias and
reverse racism (businesstoday.in, 2023)

In order to address the discriminatory practice that has been
alleged against the company, TCS has announced a full-time
commitment towards the ethnic minority communities, so which
brings about a positive change in Internafional HR practices.

This partnership has been established with the “Business in the
Community (BITC) Race Equality Campaign” (tcs.com, 2023)

Nabhan puzhakkattil(2215386)
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IHRM issues in Tata Consultancy Services (Contd..)

The Average age of employees working in TCS falls within
the age range of 24 to 29 ( h|IIon,2020();

Accordingl_to the recent removal of travel restriction that has
been implied following the global pandemic lockdown, the
company has encouraged employees to come back to the
o_ftﬂce for at least 3 days and initiated sending employees on
site

The major challenge that TCS is facing is addressing the
GenZ population, “which illustrates a” higher preference
towards working from home, which has inifiated at woke of
the global pandemic (Lo, 2023).

The statistical data suggoﬁs the preference of GenZ in
working from home by 33%, as it increases productivity by
f75%.h % of the woman employees also preferred working
rom home.

This F;1)oses a challenge to TCS to recruit skilled local labour
that have a preference to come to the office and travel to
on-site locations.

‘75%’ '83%’ ﬁ%’

Nabhan puzhakkattil(2215383)
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Critical analysis of the Issues (HRM & IHRM)

Several IT firms have mushroomed across the country, therefore, increasing
salary completion (Verma. and Venkatesan, 2021)

In the aspect of gaining a higher competitive salary, the TCS employees are
falling behind, therefore contributing to the high rates of employee attrition

Local skill availability and access to find the necessary skill was limited during
Covid, as the hiring process was online, where adequate skill assessment could
not be executed (Brunetti et al., 2020)

Despite the focus on bridging the gender gap in It professionals in TCS high,
there is a countrywide lower female education level and IT specialisation, further
contributing to the female skill gap and availability.

TCS bears the challenge of international recruitment selection, as several legal
cases has been filed, stating local people are not being hired, whereas Indian and
south Asian candidates gain preference

The preference of GenZ over productivity further strengthens the challenge of
finding talent that is willing to work in onshore locations.

Competitive salary

Skillavailabilty

Non-preference of Teductaionin
females

Preferentialseletion

Prefernce of productivity over
worklocation
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Theoritical perspectives of HRM Effective
Measurement with Fombrun Model of HRM

In order to elevate the robustness of the HRM measures, in
the perspective of employee recruitment and availability, it is
crucial for businesses to deploy certain Key performance
indices that allow understanding of the effectiveness of the
strategies undertaken.

The “Employee Net promoter Score” allows for
demonstrating the likeliness of an employee to recommend
the company, which facilitates the recruitment process.

The “New Hire Performance” score allows the measurement
of the “Quality of Hire”, thereby allowing the HR to assess
the value that is being added by the recruit into the company
(Adler, 2021).

These approaches are based upon the Fombrun Model of
HRM, where the strategic focus is placed upon management,
the development of professional groups and the labour force.

4

Qualityof
Hire

Employee Net
promoter Score

W
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Theoritical Perspectives of IHRM Effective
Measurement with Guest Model of IHRM

« According to Adler, (2021), the three
theoretical aspects of IHRM that are
capable of increasing its effectiveness are
the development of HR reputation, the
attraction of employees having an interest
towards performing international work and
recruitment for “ vis-a-vis” positions.

« His is focused upon the Guest Model of
IHRM, where the need to highlight upon
individual needs is highlighted.

Rimbal yadav(2132837)
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Conclusion

» TCS is one of the leading IT firms in India

* The business has implemented an effective HR policy so as to
recruit professionals addressing their organisational need

* The effectiveness of the HR policies in an organisation is based
upon the characteristics possessed by an H

* Despite several measures, TCS faces HR challenges in finding
adequate labour, especially to minimise the gender gap, and lower
the attrition rate.

+ Discrimination in the international hiring process and recruitment of
employees willing to go to international locations are the IHRM
challenges faced.

Rimbal yadav(2132837)
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