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[bookmark: _Toc81580296]Introduction 
For the purpose of the report Daimler Group and Mercedes-Benz (DGMB), an automotive manufacturing company has been chosen and the focus will be in developing and deploying their human resource strategy. The activities of Human Resource and the trend in Human Resource Management (HRM) and International Human Resource Management (IHRM) will be discussed. Learning and Development, Staff Retention and Compensation component of Human resource strategies that can be developed and deployed within chosen company will be discussed. Furthermore, how these strategies will make the team members feel values, appreciated, and develop a sense of belonging to the company will be considered. To conclude a recommendation will be made for further improvements. 

[bookmark: _Toc81580297]HRM & IHRM  
According to Armstrong (2020) there is two philosophy of people management, firstly employees have a stake in the organisation, and they are just as important as the stake held by owner. Secondly, employees should be regarded as people rather than vulnerable resource. The range of activities involved in the management of relationship in an organisation with its people can be refers to as HRM
According to Brown (Brown et al. 2019) there are five primary priority objectives and supports of Human Resource activity underpinning the overall purpose of supporting businesses to deliver success through its most critical asset which is people. They are the following:
· Building an outstanding workforce. 
· Delivering operational effectiveness and infrastructure.
· Recognition and enhance reward benefits.
· Enhancing employee engagement and wellbeing 
· Providing justified HR police, advice, and support.
It is important for HR to find a balance between the operational and strategic aspects of the role and often HR practitioners lack the support from businesses for acting as a strategic advisor. 
An advancement in technology has meant many businesses are adopting a shared service model, a popular way of focusing HR work on more strategic activity, supported by self-service HR management technology. Often these HR technology and service centres fail to meet the needs of the staff. If individuals find it difficult to locate information they need or if HR policy guidelines is unclear, the queries are directed to the HR business partner. These HR business partners often do not work directly in the company therefore may not advise in the context of that business and provide ground level information and guidance. Considering the nature of the user community, clarity in HR policy is needed prior to moving to a shared service model. Line managers must be provided with policy guidance to support their people management responsibility.
Human Resource Management are changing as vast organisations and companies internationalise their operations for many reasons. Major reason is the potential wealth generating possibilities with expansion into new market and for growth. Other objectives for internalisation are as follows: 
· Risk can be reducing with domestic business cycle. When one country is booming another country maybe in recession.
· There maybe foreign competition in the originated country.
· To reduce costs by producing close to suppliers and consumers.
· To escape tariffs by serving foreign markets from current country.
[bookmark: _Hlk80824776]The difference between IHRM and HRM is the approaches, the first is market orientation approach and the second is asset orientation approach however the aims and objectives of both is the same. The function is to organize an appropriate, qualified workforce and successively to retain it, motivate and develop it. IHRM is tougher to operationalise well because of the language differences and communication difficulties arising from distance, the cultural and institutional traditions, and assumptions (Torrington, 2020). HRM manages one nation and has limited number of HRM activities at national level however, IHRM manages many nations and has concerned with managing additional activities for example expatriate management which can be very complicated. It can be said domestic HRM is less complicated as it has less influence from external environmental factors. IHRM is more complicated as it can heavily be affected with external factors such as culture and institutional factors. Therefore, the skill set of international HR managers needs to be different from domestically focused HR managers 
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Figure 1. Daimler Group and Mercedes-Benz HR strategy.
[bookmark: _Hlk81519001]The Human Resource (HR) in DGMB is divided into seven units. Five units are operating as business partners or HR partners of Daimler AG, Mercedes-Benz Cars & Vans, Daimler Trucks & Buses, Daimler Greater China and Daimler Mobility AG. The two other unit is cross-sectional units: for Human Resources Development, HR services and Organisation; and Labour Policy and Law (Daimler Sustainability Report, 2020).
[bookmark: _Toc81580298]Learning and Development 
Organisations need to have a resource-based view (RBV), they need to recognise people as a valuable human capital in the quest of competitive advantage and require the retention and recruitment of essential competencies’ and actively manage the tacit and explicit employee knowledge. 
An organisation with efficient learning and development programs in place has a better retention rate, as more employees look to progress in the organisation.  According to Pilbeam (2010) employer performance is an operation of ability plus motivation plus opportunity (AMO). They will have the ability to carry out the job as they have the knowledge and skills necessary. To do the work well they most be motivated. Opportunity most be given to the employee to deploy the skills in contributing to the team and organisation success.
Learning and Development (L&D) activities need to be based on an understanding of what should be done and why it needs to be done. The purpose of learning activity must be defined by identifying and analysing needs of group and individuals and the capabilities people in particular occupation require. To establish capability needs a gap analysis can be carried out to collect corporate, collective and individuals needs. As displayed in the diagram below all three are interlinked. 
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Figure 2. Learning needs analysis.
When analysis of corporate needs is identified, it will lead to collective learning needs in departments, functions, and occupations, this will lead to individuals needs to learn. Sometimes this process is reversed when needs of individuals are analysed and a common learning need in the group emerges. The sum of individual needs and group needs will help to identify the corporate needs. When the need to learn is clear emphasis can be given in the method of learning. There are many ways L&D can take place, it can be formal and informal, self manged learning, connected and blended learning (Armstrong and Taylor, 2020). Formal learning can take place face to face and through using various forms of digital learning. Informal learning is experiential learning primarily and can be self-managed however support must be available.  
According to Johnson Wang (2016) who has over 25 years of experience in the premium automotive industry in China, there are development potential of employees in the industry. Skill gap found among the local Chinese employees in Mercedes- Benz are company culture; proficiency in business language which is English; effective communication skills and strategic thinking and planning skills. It was suggested to close these gaps and to address the critical skill shortage focus should be on prioritizing development, retention of employee, strategic recruitment, and collaboration with education institutions.
[bookmark: _Toc81580299]Staffing Retention 
According to Gallup survey on employee engagement and its impact, a strong relationship has been identified between levels of employee engagement and retention., Indicating higher level of engagement with lower levels of turnover. Retention is measured by labour turnover rate or departure from organisation. Parting from an organisation can be for many reasons for example the employee may resign, be dismissed, retire, or be made redundant. Therefore, it is important to understand the reason behind turnover to reduce it.  Employee turnover is very costly to the organisation therefore organisations work to towards reducing turnover level to minimise the cost specially if it can be avoided (Torrington, 2020). 
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Figure 3. Unemployment rate in UK between 2006-2021 (Office for National Statistics, 2021).
Before the pandemic there was a period of low unemployment and employment growth however since the start of the pandemic the unemployment rate increased, and the employment rate has generally decreased. According to Office for National Statistics (2021) both have shown signs of recovery since the end of 2020. 
Companies use perks to attract and retain employees as they are not related to productivity however it does encourage employee attachment to the company. A wide range of perks include:
· Occupational pensions 
· Extra holidays than the statutory minimum 
· Gifts on individuals’ special day and Christmas for example 
· Health benefits, for example health insurance/assessments 
· Flexible working  
· Subsidised staff canteens that facilitate tea/coffee-making or other health goods  
· Season ticket loans   
· Social events, for example Christmas parties and work outings 
· Membership of social clubs 
· Extra training, that is beyond skills needed for the job or a training that interests the employee.
It is important to remember that staff performance and retention are not only accomplishable and improved through pay and financial benefits. Additional key motivators include job security, job satisfaction, good working conditions and appropriate learning and development programs. Employees are more likely to stay in a job if they feel valued therefore it is vital for organizations to examine of how turnover can be measured and what can be done with the data. CIDP 2017 survey of Resourcing and Talent Planning established the most popular step taken to improve staff retention was through increased learning and development opportunities (57 percent) followed by an improved induction process (56 percent) and improved benefits (50 percent) (Armstrong and Taylor, 2020).
[bookmark: _Toc81580300]Compensation and Reward
Compensation or reward is the monetary, non-monetary and psychological payment an organisation provides to its employee for the work they carried out. Payment can be paid through salary, benefits, disposable earning, compensation remuneration and reward. Business strategy and reward practices has changed over the years.  Organisations have reward policy which provides a framework for managing reward system. The framework indicates what the organisation and management are expected to do in given circumstance when dealing with reward issues. Level of reward policy indicate what the company is willing to pay and cover the employee benefits, pension, sick pay, holiday pay, health care and perks such as company cars. Level of reward can be influenced by other factors: value of the job, value of the individual, internal contingencies, financial circumstance of the company, trade union influence, and the minimum or living wage. Armstrong (2020) has proposed there are three fundamental determinants of any reward management system illustrated in figure 4 below. 
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Figure 4 Reward drivers.
[bookmark: _Hlk80785456][bookmark: _Hlk77718790][bookmark: _Hlk79521373]Internal contingencies consider fairness and is supported by job evaluation systems and grading structures. External contingencies consider rates of pay in the market for employer to recruit and retain people supported by internal pay levels and scales. Performance is linked to securing the delivery of goals of the organisation and ensuring pay budgets are inexpensive and rewarding and recognising individuals’ performance (Armstrong and Taylor, 2020).
DGMB remunerate work unity to the same principles at all Group companies around the world and the Corporate Compensation Policy establishes the framework conditions and minimum requirements for the purpose of the remuneration system. The company states gender, ethnicity or other personal attributes has no bearing on the salary decision other than the employee’s knowledge, abilities, responsibilities, and decision-making scope (Daimler Sustainability Report, 2020).
[bookmark: _Toc81580301]Affect of the strategies in team members.
During these tough economic times many organisations have reduced their staffing level significantly and the ones that are still in employment are stressed. They are completing the same amount of task with less staff members with the equivalent pay. Research has shown that many employees do not feel valued or appreciated in their workplace. Businesses and organisations need to understand from a business perspective, it is not about making employee feel good rather the underlying issue is that when employees do not feel appreciated it can affect the organisation. Affect can be seen on more absentees, high staff turnover, more internal conflict and stress amongst team members, productivity drop, reduction in quality of work and lower customer satisfaction rate (White, 2015).  
When an employee is given the opportunity to develop and learn, the employee feels valued as it shows the organisation is willing to spend on the future of that individual although it benefits the organisation too furthermore, it can make the staff feel a sense of belonging.
Daimler Group and Mercedes-Benz (DGMB) has around 288,500 employee promoting company achievement worldwide by contributing their expertise and knowledge to their work processes. By enhancing the ability of the employees to make decisions through training and development, the company is making their employee feel inclusive and valued.  DGMB structure their decision-making process to ensure transparency for their employees and enable them to participate in decision making processes while working together as partners, respect their interest and actively involve employees in the company (Daimler Sustainability Report. (2020).
Employees do not always wish to leave the company they work for but some aspects of the work or condition force them to make the decision to leave the company. If these issues are dealt with by organisations through staff survey, feedback and both parties come to some agreement then it can save cost of the company and the staff will feel valued and appreciated. Employees want to know they are being heard and their concern are taken into consideration by the company.   
All employees want to be recognised for the unique contribution they make to the organisation, and this is achieved through compensation and rewards, but companies can go further by acknowledge individuals and showing them their contributions are irreplaceable to the organisation. This will make the employee feel appreciated. 

[bookmark: _Toc81580302]Conclusion 
This report included a discussion and explanation of HRM and IHRM and the difference between them. The five core priority objectives of HRM were discussed. Daimler Group and Mercedes-Benz HR strategy structure was provided. For staff to feel valued, develop a since of belonging to the organisation and feel appreciated, the author has decided to develop and deploy three human resource strategies: learning and development, retention and compensation or reward. How these strategies will make staff feel valued and sense of belonging was discussed.
[bookmark: _Toc81580303]Recommendation
After exploring the three human resource strategies that can be developed, further recommendation can be made to enhance these strategies in DGMB company. However, as the company operated worldwide in-depth study needs to be conducted to explore how each human resource strategies are conducted in different part of the world. As an overview it can be said learning and development in HRM of the company does not operate adequately nationwide considering the value of the brand. To maintain value of the brand its workforce must be developed not just in developed countries but also in developing countries. Retention and recruitment can also be improved in these countries by improving learning and development programs to meet the needs of the local people and the environment.    
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