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Introduction
Human resources have an important key role in the organisation. It is a crucial department in the business; its function is to conduct the employee’s performance to achieve the organisation’s goals. The human resources management objective is to develop strategies and methods and implement them to achieve efficiency, realise the business model’s continuity and success, achieve sustainability, and obtain and maintain a competitive advantage to achieve a superior position over its rival (Price, 2011).
In this report, we will focus on three main areas of human resources management in a multinational company. In the first area, we will address recruiting the available talent in the labour market and developing recruitment methods and job advertising strategies.
Next, we will focus on learning and development, beginning by explaining the need for L&D, designing and developing the program and last, implementing the strategy and how this area improves the employee’s performance to achieve the business’s long-term goals. Also, we will address the compensation strategies for an international company and the global variable factors that can affect the compensation in the countries where the company is exercising without forgetting to explain the main objective of the compensation that revolves about attracting and maintaining the talent in the organisation. As a human resources manager for Intel Company, I will interpret those strategies to HRM policies and practices to match the organisation’s sustainability and overall strategic goals to gain and maintain the organisation’s competitive advantage.

Company background 
[bookmark: _Hlk102043871]Intel is a multinational company based in Santa Clara, California, United States and has ten manufacturing sites in different parts of the world. It is a technology company that remains at the core of technology innovation: cloud, mobility fuelled by 5G, artificial intelligence, machine learning and artificial edge. In 2020 Intel achieved a record of $77.9 billion in revenue for the fifth consecutive year. The covid pandemic and the effect of the virtual working and learning increased the demand for laptops and notebooks, which made significant growth in the segment of cloud service providers and the company progress financially. Intel has 110.600 employees in more than 50 countries working. The company culture evolution continues by aiming to foster growth and reinvigorate a feeling of purpose and worth to establish an atmosphere conducive to innovation and growth attitude, improve accountability for common business goals, and introduce new operating procedures to fulfil business outcomes for the customer. The culture evolution at intel necessitates new and diverse ways of thinking and doing and interconnected frameworks. In 2019, the company adopted a new performance management system to directly support the evolutionary process and boost the emphasis on ongoing learning and development suited to each individual. The cultural standards have also been included in its recognition systems, innovation processes, leadership development requirements, and bonus criteria. Intel’s people strategy consists of four critical areas: empower talent to be Intel's vital growth lever; transform the culture and development of inspiration leaders; maximise the impact of the engineers; and be the most diverse, inclusive, and responsible organisation globally. The senior leadership team is held accountable each quarter to provide an overview of their businesses' progress in these areas (Intel, 2020-2021).
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Developing HR strategy
HR strategies define what the company aims to do with its human resources management policies and procedures and how they should be linked with its overall strategy. And the purpose of it is to focus on the company’s goals and work toward achieving them. An effective strategy adapts to the organisation’s changes more rapidly than the competitors. To develop a plan, it is vital to assess and evaluate the internal and external environmental factors. (Armstrong, 2011)
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Figure 1: the matching model 
Source: (Beadwell & Thompson, 2014)
The matching model, created by Michigan Business School academics, introduced the notion of strategic HRM, in which HRM policies are closely tied to the 'design and execution of strategic corporate and business goals (Beadwell & Thompson, 2014).
This model will apply a homogeneous mix of strategic theories, business culture theories, system HR policies, HR measurement and performance, and people behavioural theories integrated with the organisation’s goals.
The following critical areas for developing adequate HR policies and systems:
· Choosing the best personnel to satisfy the demands of the business.
· Performance in the achievement of corporate goals.
· Appraisal, performance monitoring, and delivering feedback to the organisation and its workers
· Rewards are given for effective behaviour.
· Development of the necessary skills and expertise to fulfil the company's goals.
Staffing: recruitment and availability of talent
As Human Resources Manager for intel, doing appropriate recruitment by selecting the right person for the right job to guarantee that the selected employees have the desired skills and competencies to meet the company’s sustainability and long-term goals. It is a crucial and challenging mission; therefore, I will be keen to put new strategies and develop plans to attract and recruit skilled employees from the global labour market and not only the available local workforces. 
Intel will search for new talents by opening centres in various parts of the world, promoting the company brand in the technology industry to attract and identify the top engineers without making any difference between the country where the talent comes from and incentivise them by 
For the recruitment process, the first step is to forecast the workforce needed at different levels and skills; the workforce could be from the labour market nationally and internationally or internal resources from the company. After that, evaluate every job required by obtaining information from different sources. This information offers the data for the job description and responsibilities and the essential criteria for the applicant. Once making the job advertising, we should reassure a good communication for the job offer through different channels, mainly social media such as LinkedIn and transmitting to the job applicant a positive brand image of the company.  ( Torrington, et al., 2020) 
In the job advertisement design, we should convince the workforce how Intel is a company that anyone desires to be part of its group and how better is the working experience with us than our competitors. An effective job advertisement must include intel’s profile, culture, and values as a multinational and diverse company. We attract them through our benefits and compensation services such as competitive wages, incentives, bonuses and healthcare and retirement benefits.
Learning and development strategy

The systematic training cycle was created to assist businesses in transitioning away from non-evaluated training toward an organised series of training programmes. The learning outcomes and the HR development approach will impact learning planning and design; this may include a vision of who should be participating in training and development activities and the concentration on self-development, e-learning, and social networking. Once the design has been finalised, the course, coaching, or e-learning activity may begin. It should be monitored and reviewed on an ongoing basis to see how behaviour and performance have changed in the future. (Torrington, et al., 2014)
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Figure2: the systematic model for L&D
Source: (Torrington, et al., 2014)
The learning goals and the HR development strategy will affect the design of the learning. This may include a vision of who is participating in training activities and a focus on self-improvement, e-learning, and social media. Once the learning activity has been selected, it may begin. It should be exposed to continued evaluation at an appropriate period in the future to determine how behaviour and performance have changed. The learning method could be off-job like education courses or on-job learning like an apprenticeship, coaching, mentoring, or a combination of the two ways. The learning and development process in a multinational organisation faces difficulties in transmitting the L&D from the organization’s-based country to overseas borders. The problems are in the design of the learning process of the skills and the application of the delivery method of the course( Torrington, et al., 2020).
As a human resources manager, one of my duties is to help my people learn and develop themself and keep them motivated. Concerning achieving my organisation’s goals through developing the staff, enhancing the learning culture, and creating learning strategies, At Intel, we will adopt a variety of learning and development programs that depends on the skills, the level of the course, whether it is an entry or higher level and the location of the employees. We will facilitate the learning to the employees through job instruction and following up with them to reassure the effectiveness of the learning process.
We will adopt e-learning programs such as pre-recorded videos and remote learning classes for the oversea workforce, especially for training supervisors and managers. Similarly, we will address one to one coaching methods to enable the employees to improve their skills and knowledge in a particular area while assisting their learning and enhancing their performance. The approach to Coaching is geared toward providing encouragement, structure, and constructive feedback. As a company, we need to demonstrate to our employees our belief that they can succeed and develop. 
Mentoring will also be a fundamental method of the L&D strategy that will directly address employees’ competence and support their learning with self-development programs, knowledge guidance, the corporate culture, and skills for a new job (Armstrong, 2020).
Compensation
the tightening labour market and economic recovery from COVID-19 impacted the sector and have considerably increased the competition in recruiting and retaining personnel, particularly technical expertise. And to continue attracting and retaining the new talent and engaging the already existing employees, the company, in return, will achieve job satisfaction, engaged and motivated employees and a low rate of absenteeism and turnover. We will design a compensation strategy for a multinational enterprise like intel. However, before doing so, we must take into consideration the variable factors that affect differ from one country to another, such as working hours, pension plan, insurance benefits, country holidays (national, religious holidays), retirement benefits, leave benefits (maternity, paternity…) (S.shuler, 2007).
We will offer a competitive, fair salary for our talents. Also, we will include an overtime payment scheme, retirement benefits, gender equality regarding the pay for the same role, incentives, and bonuses like performance. Moreover, we will offer career development and training programs more frequently. We will introduce healthcare insurance 100% for the employee and 80% for his or her partner. To encourage the longitude of the employees at Intel, we will introduce a payment bonus based on the number of working years as a percentage to be added to their monthly annual payment. Also, the eligibility of increasing days on their annual holiday leave.
A consistent and non-discriminating compensation strategy will enhance the employee’s feeling of belonging and correctly reflect the image of a diverse and multinational company that treats and values its people equally and integrates diversity in its culture through all departments and business programs.
Application of HR policies 
HR policies and procedures provide direction on various employment problems for workers, supervisors, and others with people responsibilities. They play a vital role in the practical and effective implementation of a firm's HR strategy. They also give transparency and consistency to staff and management, contributing to enhancing the psychological contract and creating a healthy corporate culture. The overall human resource policy determines how the organisation fulfils its social duties to its workers and establishes its attitudes toward them. It reflects its principles or convictions about how others should be treated. The content of the policies should be designed to suit the organisation’s and its employee’s specific demands and characteristics. It can be beneficial to explore the types of policies that may be relevant to the company at various stages of the employment life cycle: when starting a job, while in a job, and while leaving a job  (CIPD, 2022) for example, they can cover induction policies and referral payment at the beginning of the employment; reward, health and safety, learning and development, diversity during the work and finally redundancy and ending of employment policies. The goal will be to execute procedures fairly. Line managers play a significant role in this since they will be primarily accountable for policy execution. Members of the HR department can provide guidance, although it is up to line managers to make personnel choices. HR's responsibility is to convey and interpret policies, persuade line managers that they are required, and give training and assistance to enable managers to implement them into action. (Armstrong, 2020)
Mission and Vision
Our vision at intel is to support our exceptional personnel by creating technologies and enhancing the intellectual and product capital required to assist our clients with the technology inflections in the future. And our mission is to reinforce our business outcomes for the customers, energise the culture, align corporate goals, implement new operational procedures, sustain a sense of motivation and importance, and foster an atmosphere conducive to creativity and growth. Attracting and maintaining talent is required to stay in the cutting age of innovation by offering a diverse, engaging and safe working environment. Encouraging good communication and implementing the company value fulfils the feeling of belonging and makes the company employees feel valued and appreciated.
Recommendation
· human resources management must select the candidate who fits the job, company’s culture, values, and objectives.
· When designing a learning program, the human resources manager should identify the skills and competencies needed to develop a program of learning that suits the organisation’s needs to ensure a sustainable and successful business.
· Good management and a healthy workplace atmosphere imply that a company is better equipped to recruit, retain, and motivate employees than its rivals. Superior performance occurs due to the most outstanding performers wanting to work for the organisation since they are driven to work hard and display commitment once hired.

Conclusion
In conclusion, the human resources department in the organisation is responsible for the effective management of the people who effectively deliver the product or service to the customers. Therefore, it is vital to understand their needs and share with them the company’s perception of them. HR management must attract and maintain an adequate workforce to fortify its position among its competitors, maintain its continuity, and enhance customer satisfaction. Keep the team engaged and monitor their performance, encouraging them by using a set of innovative strategies and theories such as compensation theories and recognition, performance-related rewards and benefits, and learning and development theories. Any organisation must succeed in reviving its values and culture and creating a diverse, fair and non-discriminant atmosphere for its people by developing a sense of belonging and making them feel valued and recognising their contribution to the business's success. Creating a comprehensive human resources strategy helps the company achieve its long-term objective and protect its market share.
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