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Abstract
Strategic management of human resources has become a crucial aspect of managing the overall operations of the business. Human capital is the asset that can create a difference in the profitability and management of a business. There is a gap in the research done on strategic HRM In technology company and the current research is aimed at fulfilling this gap.
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Strategic management of human resources has become a crucial aspect of managing the overall operations of the business. Human capital is the asset that can create a difference in the profitability and management of a business (Paauwe and Boon, 2018). Every organization thus needs some strategic planning to manage and satisfy its human resources. With economies coming closer to each other, and the expansion of businesses in the global market, it has become more important than ever to have robust HRM and IHRM practices (Paauwe and Boon, 2018).
As the company works in a technological industry, it has a huge employee base across the world. It must be overseen that each employee is content working in the organization, no matter the position, job profile, location, background, age, gender, or any such differentiating measure (Hauff, 2021). The management has to implement HRM strategies to gain the benefits of improved efficiency and effectiveness that comes from the pool of quality human resources (Boxall, 2018).
The report aims at outlining HRM strategies that needed to be designed and developed. The objectives of the report include identifying the strategies, and methods of implementation, and evaluating their impact on employee engagement in the organization. The report aims to critically examine HRM, and IHRM policies, models, and principles. This is done to aid the management in decision-making (Boxall, 2018).
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HRM strategies for learning and development
Learning and development strategies of the organization are essential to maintain and develop the capabilities of the people working in the organization. The management can implement technical and quality training programs for the employees. New technological advancements are being introduced at a fast pace, and to keep pace with such change, technical training is to be provided to the personnel (Garavan et al., 2020). The management should focus on reducing resistance among the employees regarding changes in the organization and must come forward to assist the employees in facing such transitions (Maheshwari and Yadav, 2018). New techniques such as incentives and acknowledgment should be implemented to motivate employees to perform better at their job, and indulge in training and development programs (Garavan et al., 2020).
It is crucial to show the employees that the management cares about improving the skills and abilities of its employees. Quality training should be provided to employees to reduce wastage in the production process (de, 2021). As the company has to manage a large pool of culturally diverse set of employees to services to an equally diverse set of customers, it needs to adopt the strategy of providing cultural and behavioral training to its employees. This strategy can assist in improving cultural tolerance among employees and they are likely to work better (de, 2021).
HRM strategies in leadership management
Leadership management refers to maintaining the ratio of responsibility. Authority and accountability among the leaders in the organization, as an imbalance between them, might lead to the failure of operations at every level. The focus should be given to developing the concept of shared responsibility among the leaders. A new strategy to let the leaders work according to their judgment should be introduced. Leaders should be communicated their objectives clearly, but the methods and procedures for achieving them should be kept to them. The leaders should be trained in soft skills to enhance an environment of collaboration in the organization Collaborative and coaching leadership styles should be adopted by the management to assist the employees in the phase of transformation (Maheshwari and Yadav, 2018).
Adaptive leadership should be introduced in the organization. Leaders are critical assets for the organization. The adaptive leadership style involves leading according to the environment. Adaptive leaders change their tactics according to the situation or the person. Adaptive leaders are not stringent in their methods. This strategy can be developed by informing the leaders about the changes in leadership conceptions (Couch and Citrin, 2018). Few leadership strategies such as coaching and democratic style have gained significance. Coaching leadership style makes employees feel valued and important as the leader continuously interacts with them and sorts out any problems by working together. Democratic leadership style on the other hand improves the job satisfaction of employees as they are given enough authority to complete their tasks. Having the freedom to work in their own way improves the morale of the employees and they feel appreciated (Couch and Citrin, 2018). 
HRM strategies in Staffing: Skilled local labor
Each labor market is different in its existence and operations. HRM strategies relating to the staffing of local labor should not be standardized and should be made flexible to integrate the attributes of each market. As the company operates in a global market, it needs to strategize to employ local employees (Ma’aitah, Haraisa and Tarawneh, 2020). The HR management team can recruit freshers and train them in the necessary skills for the job. As young talent can be molded according to the needs of the organization, it gives the benefit of having skilled labor at a low cost and the employee gets exposure by working in a global company. The organization can adopt the benefits of providing remuneration, and benefits to attract a skilled labor force in the organization (Ma’aitah, Haraisa and Tarawneh, 2020). 
The company can opt for branding and advertising tactics to improve its visibility in the local market. As the technology company can work well with young talent it can look for employing graduates by giving them placements and internships (Kaplan et al., 2018). They can opt for competitive remuneration and benefits strategies to keep a hold on skilled a talented workforce and improve employee retention. The combination of these strategies can help the management in recruiting and retaining quality human capital in the company (Kaplan et al., 2018).
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Deploying the strategies related to Human resources management can effectively improve the performance of the employees along with organizational growth. The strategy of collaborative leadership can enhance the trust of employees in their leaders, and they work with less stress (Bridger, 2022). This has a direct impact on their performance. Having a leader that motivates the employees for accepting changes and guides them along the process is likely to induce a feeling of trust and openness in the employees (Bridger, 2022). 
The training and development programs improve the feeling of self-confidence among the employees as they are given a chance to get better in their skillset. They are less likely to waste resources and this improvisation in the work gives them a sense of accomplishment and achievement (Emeagwal and Ogbonmwan, 2018). Development opportunities that are provided to the employees make them feel seen and valued. Training the employees in new technologies improves their morale and satisfaction along with improving their performance (Khaire, 2018). As the management deploys strategies to reduce the resistance to changes, employees feel that they are not easily replaceable, and the company is contributing to their growth despite substituting them with available skilled personnel in the market. This increases employee loyalty toward the brand. It makes the employees believe that the management cares about their skills and abilities and is willing to work with them despite the challenges they face (Khaire, 2018).
The strategy to include cultural training enhances the tolerance of employees towards people coming from various cultures and backgrounds (Tomar and Gaur, 2020). The employees are likely to be more supportive of each other that increases comradery in turn improves organizational culture. Thus the employee feels more at ease. The employees are able to develop personal relations as well in the organization, that gets them more attached to the organization (Bridger, 2022).
Leadership plays a crucial role in determining the satisfaction level of the employees as leaders have an immediate impact on the employees. The implementation of adaptive leadership in the organization makes employees feel more seen (Emeagwal and Ogbonmwan, 2018). As the leaders change their tactics according to the needs of individual employees and lead them in accordance with their skill level, emotional quotient, and job profile the employees feel that they are being valued and focused on. They feel that they are an important part of the organization, no matter the number of people working, or the size of the organization (Emeagwal and Ogbonmwan, 2018).
The staffing strategies relating to the recruitment of skilled local labor including cross-training, competitive remuneration, and benefits can contribute to improving the morale of the employees. Recruiting employees from the local market has benefits both for the company in terms of low cost on staffing as well as employees as they get to work in the home country. Employees recruited locally to get a chance to get international exposure and are faced with great career growth opportunities. It improves their morale and job satisfaction (Khaire, 2018).
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The Fombrun Model
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Figure 1. Fombrun Model
Source: (Tiwari, Srivastava and Kumar, 2019).
The strategic personnel management described in the Fombrun model concentrates on administration, professional clusters, and developing the labor force. The primary objective of the concept is to integrate the human resource management system with the formalized organizational design, fresh initiatives, and guidelines (Kabalina, Zelenova, and Reshetnikova, 2019). As a result, achieving the organization's strategic goals is made smoother. It regards the company's employees as a strategic asset for getting an advantage over competitors. The vital elements of the model are rewards, growth, appraisal, and selection (Collins, 2021). The performance of the organization is anticipated to be impacted by these four aspects of HRM. This simple model can be used as a heuristic approach to describe the style and significance of important HR functions (Tomar and Gaur, 2020).  Fombrun highlights the way the four tasks are interdependent and the influence on the overall organizational efficiency. As it focuses exclusively on four HRM activities and leaves out any other contextual and circumstantial aspects that might affect HR processes, this approach has the drawback of being fragmentary (Collins, 2021).
The Harvard Model
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Figure 2. Harvard policy diamond model
Source: (Gado and Ulgen, 2018).
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Figure 3. Harvard HRM territory
Source: (Gado and Ulgen, 2018).
The Harvard Model of HRM was put forth by Harvard academics Boxall and Beer in 1992. It supported a clan-based, market-based, and bureaucratic approach.  By doing so, it may be possible to go around the limitations of a specific framework and boost the company's strategies' effectiveness, originality, and trustworthiness (Opatha, 2021). The role of numerous stakeholder groups, including the government, labor groups, and management, in addition to the incorporation of business HR strategy, are all reflected within the model. corporations must put the Harvard system into action in today's global economy, as economies of the nations tend to fluctuate, technologies improve, and the customer wants varies (Opatha, 2021).
The model takes into account a wide range of contextual factors, key stakeholders, a long-term vision, and a review process. To adjust to the dynamic circumstances, significant modifications to the Harvard system are occasionally implemented (Collins, 2021). The primary objective is to solve the issue of conventional and conventional task personnel management in the past (Kabalina, Zelenova, and Reshetnikova, 2019). It makes use of contemporary theories and strategic roles. The hard HRM model, clearly suggests that there is a substantial probability of organizational collapse, but is ignored, that is the most significant flaw in the model (Pattanayak, 2020).
The Guest Model
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Figure 4. Guest Model 
Source: (Gado and Ulgen, 2018).
This model states that the HR executive has specific initial goals that, properly carried out, can lead to desired outcomes. Within the results are psychological, reliability, and monetary benefits. The framework emphasizes the HR strategies, HR processes, HR implications, behavioral consequences, operational results, and budgetary implications (Pattanayak, 2020). Employee commitment, quality, and adaptability determine behavioral responses, that are impacted by HR regulations. In contrast, monetary gains rely on personnel engagement, that depends on execution-focused employee behaviors. HR practices and HR strategies must be coordinated since they are inextricably related to organizational objectives (Gado and Ulgen, 2018). This Model's supremacy above alternatives is rather justified because it distinctly defines the inputs and consequences of the HRM domain, but the dynamics of HRM make it impossible for a single model to completely incorporate them (Pattanayak, 2020).
The Warwick Model
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Figure 5. Warwick Model
Source: (Gado and Ulgen, 2018).
This Model is based on five elements, similar to existing frameworks of HRM, business strategy composition, HRM composition, HRM backdrop, and inner and outer dynamics. In contrast to the Guest framework, it l takes into account corporate policy and HR practices, as well as the intrinsic and extrinsic scenarios in the functions that take place in (Gado and Ulgen, 2018). It also examines the procedure these changes occur, along with relations among changes in both contexts and content. The approach excels at identifying and classifying significant contextual factors in HRM. By outlining the connections across external and environmental aspects, it investigates the way HR responds to situational shifts (Gado and Ulgen, 2018).
8 Box Model
The 8 Box Model was developed by Paul Boselie to illustrate several organizational and environmental factors that influence the efficiency of HR operations (Bombiak, 2020). This approach was developed to highlight key elements and make greater use of them. Intentional practices, actual practices, perceived practices, and HR objectives are the primary components of this HR paradigm. The HR model provides a significant competitive edge for achieving crucial objectives. It demonstrates the way HR management views hiring and learning within the business (Bombiak, 2020). The objectives are clearly defined. The 8 Box approach strengthens the general manager's and HR’s collaboration. It aids in achieving crucial HR objectives for the business, including agility, credibility, and cost efficiency. There are a few cons of using this model, as large corporations find it difficult to operate various operations since the costs are so high. There is also a danger that a worker's responses won't be sufficiently reliable (Kabalina, Zelenova, and Reshetnikova, 2019).
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Strategic Human Resource Management identifies the relationship between organizational strategies and their impact on the Human capital of the business. Having a quality workforce improves the overall management, profitability, and operations of the organization. It can give it a competitive edge. The report has tried to identify the strategies that can be deployed in learning and management, leadership development, and recruiting skilled local labor. It has been seen that adopting coaching, adaptive, and democratic leadership styles can improve job satisfaction among employees. Good learning and growth opportunities make the employees feel valued and appreciated. Having open communication with employees can boost their trust in the organization, and inculcates in them a feeling of belonging to the organization.
[bookmark: _Toc113406339]There is an availability of multiple models and theories of HRM and IHRM. Each model has its own advantages and disadvantages. The report tries to provide a critical assessment of HRM models that are in use. The formbrun model takes into account only four operational areas excluding any situational dimension. The guest model emphasizes on having a vision for the business and doing tasks to turn it into reality. The Warwick model is an improved version of the guest model as it takes into account the business policies and HR practices as well. It is found that effective implementation of organizational strategies that focuses on Human resources management IHRM is extremely crucial.
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