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Human resources are often regarded as an organization's most valuable asset; nevertheless, only a small percentage of businesses are capable of fully capitalizing on this asset's potential. As per Cull (2018), the term "human resource management", or HRM, refers to a set of rules, methods, and systems designed to impact workers' behavior, personality, and efficiency. Every company has to fulfil an essential criterion, which is to provide the HRM with a disproportionate amount of attention. As per Morduch (2019), the notion of human resources originated in the 1960s and 1970s in the United States. In Europe and Australia, human resources as a conceptual framework for successfully and efficiently managing labor, equipment, and management positions gained prominence in the late 1970s. Since then, it has been progressively accepted around the globe. Many organizational managements have adopted HRM methods to gain a competitive advantage.
The company which has been chosen for executing this research is Accenture. This report will focus on the three HRM strategies, namely, Staff Retention, Compensation and Leadership development. This report will also provide the readers with a broad idea regarding the theories related to the HRM as mentioned earlier strategies. The impact of the strategies mentioned above on the employees' value creation will also be discussed in this report.
[bookmark: _ace0zg27k5ja][bookmark: _Toc110895170]Analysis
[bookmark: _npfk8ybpfh7x][bookmark: _Toc110895171]HRM and IHRM Theories
The process of recruiting, employing, deploying, and maintaining an organization's personnel is referred to as "human resource management (HRM)" (Cheng et al., 2021). In most cases, the Human Resources department of a business or organization is the one that is tasked with formulating, enforcing, and supervising the regulations that govern workers as well as the connection that the firm or organization has with its employees. 
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Figure 1: Human Resource Management
(Source: Boon et al. 2019)
As per Gertler (2020), implementing HRM techniques in a business is to effectively manage the employees to advance the organization's purpose and strengthen its culture. When they are doing their jobs correctly, HR managers can assist with the recruitment of new professionals who possess the abilities essential to advance the company's goals as well as assist with the learning and development of existing workers so that they can reach desired goals.
The term "International Human Resource Management", sometimes abbreviated as IHRM, refers to a collection of activities whose primary focus is on HRM on a global scale. It works toward accomplishing organizational goals and gaining a competitive edge over rivals on both the national and international levels (Cooke et al., 2019).
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Figure 2: IHRM programs
(Source: Sukantiet al. 2021)
As per Preston (2018), IHRM makes it far simpler than ever before to manage workforces that span many countries. IHRM assures that all employees, regardless of where they physically work, will get their fair share of salary and benefits in a simple manner. It is the responsibility of an IHRM professional to provide workers with the benefits to which they are entitled, regardless of any geographical barriers that may stand in the way of doing so.
The adoption of three theories has been made to review and assess the three HRM strategies, namely Staff Retention, Compensation and Leadership Development.
Job Embeddedness theory of Staff-Retention
When motivated workers who feel linked to the organization's social and professional environment have a lower propensity to depart, employee retention advantages may be seen. According to the Job Embeddedness Theory, as long as workers feel immersed in the communities to which they belong, they will remain important members of the organization. As per Chiang (2020), Community Integration is dependent on several factors such as bonding among the employees, family or friends,personal valuesand motivations,organizational culture and other factors like climate, entertaining activities and so on (Shaikh et al. 2019). Therefore, employee retention initiatives should concentrate on increasing these dimensions and preserving workers' feelings of belonging.
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Figure 3: Job Embeddedness Theory
(Source: Holtomet al. 2018)
Reinforcement and Expectancy Theory of Compensation
As per Edmister (2018), this hypothesis is predicated on the premise that reward-earning conduct is expected to be repeated. This means an employee will perform the same action for which he or she was praised once. Correspondingly, in the context of "Vroom's Expectancy Theory", the employee is driven to accomplish a certain task for which he or she is certain or anticipates receiving a specific reward or consequence (Lloyd et al. 2018).
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Figure 4: Vroom’s Expectancy Theory
(Source: Chopra, 2019)

Transformational Leadership Theory of Leadership Development
The interaction between leaders and followers is the center of the Transformational Leadership theory, often known as the Relationship theory (Brown et al., 2019). According to this notion, charismatic and inspiring leaders motivate their people to change and get better at what they do.
As per Elloumi (2019), Transformational leaders are often driven by their capacity to demonstrate to their followers the relevance of the job and the greater good associated with its completion. Good leaders are not only concerned with the team's success, but they also encourage each team member to attain his or her full potential. These leadership ideas will assist an individual in honing his or her abilities.
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Figure 5: Transformational Leadership Theory
(Source: Kwan, 2020)
[bookmark: _j0tiy3ez5z5l][bookmark: _Toc110895172]Deployment of Human Resource strategies
The aim of this segment will be to discuss the deployment of human resource strategies as a Human Resource Director of an International Technological Company. This will help to improve the work and organization culture. The three areas that will be focused upon are Staffing-Retention, Compensation and Leadership Development of Accenture.
Staffing Retention
Retention of staff and skilled professionals may be regarded as one of the major criteria for an organization to be successful. The analysis and review of appropriate deployment strategies will be discussed in this section. The first HRM practice that will be discussed is Training and Development. Conduction of training and development programs helps to upgrade the skills of the employees, and thus they become motivated to continue contributing to the success of the organization. Accenture has identified this requirement, and the ways in which they may deploy the strategies will be identified. Learning new skills to help the employees to generate interest in the new department and performance of good work will earn achievement and recognition (Khan et al., 2019). This will help them to become keen to continue with the organization. In this way, the employee retention strategy may be improved. As per Herzberg’s Two-Factor Motivation-Hygiene Theory, achievement and recognition can play a key role in motivating an employee to work harder and continue in the working environment (Chiat et al., 2019). Organizations should deploy this strategy in an orderly manner. They should arrange for training development programs in the interval of six months and divide the employees into various sets. This will help all the employees of the organization to receive training and upgrade themselves. The knowledge that will be gained will motivate the workers, and they will work harder to succeed. This will help the organization to enhance the generation of revenue as well as the retention of employees. If the example of TCS is taken into consideration, it will be observed that the employees are highly satisfied with the training and development program, and the employee retention rate of the organization has been enhanced by 25 % in the past two years (Polo et al. 2018).
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Figure 6: Satisfaction of TCS employees on training and development program
(Source: Vajanet al.2021)
Compensation
As per Mondy (2019), the term "compensation" refers to the sum of all monetary and non-monetary benefits that a worker receives in exchange for the services they provide. In any organization, the role of compensation is huge, and it helps to motivate the employees to perform better. As a Human Resource Director of Accenture, it can be said that the compensation scheme of Accenture is efficient but requires little modification; that will be discussed. Accenture should be focused on providing an equal rate of compensation to all the employees who are performing in the same sector. This will help the organization to motivate the employees by staying fair. As per reports, many employees are not satisfied with the fact that there has been discrimination about paying compensation among the employees. As per Equity theory, the action of employees will change on the basis of the perception of the payment received as compared to their co-workers (Kollmannet al. 2020). Employees will be demotivated if they get less compensation than others by performing the same work and by providing the same effort. This has been an issue for Accenture since last year. So the organization should develop a structure for compensation that will be provided on the basis of achievement. This will help to encourage the employees, and thus the overall productivity and the organizational culture of the organization will be enhanced. The incorporation of the Economic Value Added model by TCS has helped to solve this issue, and the employees are quite satisfied with the HRM practices related to the management of compensation (Keellingset al., 2019). This has been a major factor in boosting the performance of the employees over the last few years.
Leadership Development
This may be attributed to one of the major requirements of an organization, and HRM practices have a huge role to play in this sector. As per Hotrachi (2020), it is possible for HR to assist leaders in empowering their different teams by providing the leaders with methods for coaching, training, and mentoring within their groups. This also includes assisting current leaders in developing the skills necessary to recognize possible future leaders. The conduction of various programs may be useful for identifying potential leaders, and this will help the organizations to perform better (Daniëlset al., 2019). The Human Resource Management functions of these firms operate on a collaborative approach with their future leaders. This implies that the task of employee training is not left to the HRM function or the representatives alone to handle. Instead, future leaders are discovered, and then their success is connected to how well they enable and empower others to rise up the hierarchy (Geertset al., 2020). This ensures that only the most capable individuals are promoted. In other words, the capacity to discover the quality and identify future leaders is something that is done by both the HRM department and senior management, who work together in this endeavor to accomplish their goals. This collaboration will be necessary for Accenture to develop and identify future leaders in an effective manner.
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Figure 7: Impact of HRM practices on the development of leaders
(Source: He et al. 2019)
Investigation into productive and successful companies such as Samsung, Apple, and Capgemini has revealed that employee engagement in these industries is world-class. The contributory factor that distinguishes these enterprises from everyone else is that the HRM function plays an essential role throughout the entire employee lifecycle, and not just at the hiring and screening phase alone (Gómez et al. 2021).
Another role of HR in Accenture will be to make the employees accustomed to the challenges and evolving work culture of the 21st century and thus the development of the qualities that will be suitable to become a successful leaders. This will also motivate the employees, and new skills will be acquired by them. This, in turn, will help them to contribute to the success of the organization in an effective manner.
[bookmark: _on5prjxunj97][bookmark: _Toc110895173]Adding values for team members
The discussion of the strategies that have been carried out in the above segment and how these strategies may help to motivate and value the employees of Accenture will be reviewed.
The conduction of the training and the development program on a regular basis will help the employees of Accenture to feel motivated, and the employees will generate an idea that the company values their presence and quality. This will motivate them to learn new technology and parameters with keen interest, and their contribution to the success of the organization will be enhanced.
The incorporation of an efficient compensation management technique will help Accenture to motivate its employees, and they will feel equal among all their co-workers. The sense of discrimination will be eradicated, and thus the concept of teamwork will be more sustainable (Latukha, et al. 2020). If the productivity of the organization enhances as a result of teamwork, it will benefit Accenture in various ways. They will be able to sustain the competitive edge and boost their profitability. If the satisfaction of the employees can be enhanced, the sense of belonging will be automatically upgraded. They will be more dedicated to their job, and setting compensation standards will cause the employees to provide their best effort for the organization (BaniMelhem, et al. 2018). Adoption of certain models like EVA should be thought of by Accenture, and this will make the process of setting compensation standards easier.
The implementation of various leadership programs will gain the attention of the employees, and everyone will aim to reach the top. This will help to enhance the quality of the work. When they receive appreciation, it will make them motivated to perform better with the progression of time (Yasmeen, et al. 2019). Receiving compliments and appreciation and also gaining achievement and recognition will be crucial for improving the sense of belongings for the employees, and the strategies that have been discussed will help to incorporate the sense of belongings among the employees of Accenture.
The strategies that have been discussed, like the arrangement of training programs and leadership development programs, will also help various employees to receive promotions, and they will contribute to the upper hierarchy with the help of their knowledge and experience. The will for promotion will also help to enhance the employee retention of Accenture.
[bookmark: _bc2l0ov47ikz][bookmark: _Toc110895174]Conclusion
Finally, it can be concluded that the role of HRM practices in the motivation of employees is huge. The conduction of the training and development program has a huge impact on the retention of staff. The data of TCS suggests that after the conduction of various training and development programs, the satisfaction level of the employees has been enhanced, and the employee retention rate has been uplifted to 25%. The setting of compensation management standards will also be necessary, and therefore the employees will be motivated to perform their work, and a sense of discrimination among the co-workers will be eradicated. The adoption of the EVA model by TCS had a huge impact on team performance and the overall productivity of the organization. Accenture should consider adopting and implementing a model that will make the standard setting for compensation management easier. The conduction of leadership development programs will be another sector that should be considered seriously by Accenture. They should aim to identify the leaders, and this will help to create a sense of belongings and appreciation among the employees. They will be keen to perform beer to achieve the best outputs. The incorporation of all these strategies will help to appreciate the good work of the employees, and the sense of belonging that will generate among them will make them more dedicated to making the organization more successful.
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