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Introduction 

The purpose of this report is to comprehend HRM challenges within a company. Furthermore, this study examines a variety of HRM strategies for managing, developing, and implementing equitable, productive, and successful procedures that support the organization's goals. The first section of the report examines the three HRM leadership strategies, as well as the organization's leadership strategy, high-performance culture, and approaches to initiating and leading HR change. Serving as Samsung’s human resources director several management tactics that I would implement to improve efficiency are heavily influenced by HRM theories. Company HR practices such as change management, leadership development, and staffing retention are all areas where these will be utilised. In addition, another element of the research looks at the methods used to make team members feel valued, respected, and loyal to the company. The critical evaluation of existing HRM and HRM theory frameworks is also discussed in this report, as well as the conclusion. 

Company background

Samsung is a South Korean conglomerate and one of the world's leading manufacturers of electronics. On March 1, 1938, Lee Byung-Chull established the company as a grocery selling store (Bondarenko, 2018). In Taegu, Korea, he began his business by trading noodles and other local products for export to China. The name Samsung comes from the Korean word for "three stars." After the Korean War, Lee expanded his company into textiles, establishing Korea's largest woollen mill (Bondarenko, 2018). Samsung first entered the electronics market in 1969, with multiple electronics-focused departments. Their first products were black-and-white televisions. In the 1970s, the company began exporting home electronics to other countries (Bondarenko, 2018). Samsung also established two R&D centres, expanding the company's technology line into electronics, semiconductors, high-polymer chemicals, genetic engineering tools, telecommunications, aerospace, and nanotechnology. There are approximately 287,000 employees spread across 74 countries. Samsung Electronics generated $244 billion in revenue from its mobile communication and semiconductor businesses (Bondarenko, 2018).



The leadership of the organization strategy in Leadership development

HR’s leadership of the organization strategy is a systematic technique that facilitates leadership development and enhances efficiency and development for workers all over the business to accomplish the organizational goal by empowering workers and building a better work culture. Subramony and Shyamsunder (2018) argue that the organization strategy’s leadership contributes to the formation of potential leaders. A strategy approach within an organization was intended to train and mentor and change HR professionals into corporate leaders prepared for an unexpected and challenging future in HR leadership development. Moreover, Maheshwari and Yadav (2019) indicate that HR performs a critical part in recruiting organizational professionals by obtaining the confidence of the decision-making leadership throughout prior recruitment achievements and rapid investigations. Furthermore, HR professionals must undertake the responsibility of leadership in implementing crucial decisions and presenting thoughts and approaches to other organizational leaders as strategic partners. Only a long-term HRM team can better define a leader, which is essential for developing future leaders in the organization.
High-performance culture Strategy in Staffing Retention

A high-performance cultural approach has been identified as an important component of human resource strategies. This strategy aims to increase organisational productivity by creating environments that encourage employees to be particularly interested in the organisation and to work tirelessly to achieve its strategic goals. Furthermore, Pittino and Sternad (2016) contend that this approach benefits both the company in terms of effectiveness, production, and revenue, as well as the employees in terms of improved work efficiency and job security. Retaining a positive and committed team is critical to the company’s performance (Kosi and Ofori, 2015). Moreover, staffing retention is beneficial to the company’s success and wellbeing. Recruiting and training staff takes time, effort, and expense, and turnover can adversely influence organizational performance.
Furthermore, Tiwari and Kumar (2019) assert that HR's high-performance culture strategy facilitates employee retention by compensating them based on their performance. Employees are also rewarded through compensation plans, benefits packages, team bonuses, and royalties. Employees are more at ease in their jobs as a result of these benefits and incentives. Employees will be encouraged to believe that they are valued and have a future with the company, which will aid in employee retention. Furthermore, Pouransari and Dey (2016) state that this HRM method assists leaders and employees in implementing activities that promote an organisational environment in which people enjoy and are respected at work. Employees in a high-performance culture approach are recognised for their high-performance levels and innovative minds, and this strategy will help the organisation retain them.
Initiating and leading the change strategy in change management 

According to Maheshwari and Vohra (2015), initiating and leading change is an HR for integrating change management in the organisation. Furthermore, in this approach, successful change leaders begin by developing the case for the desired changes after recognising their needs. Furthermore, Mansaray (2019) suggests examining the corporate environment, determining the reason for the change, developing a specific vision and intended outcomes, and establishing a common goal. Change management is a systematic approach to managing the transition or change of organisational goals, procedures, or capabilities. Change management aims to put techniques in place for bringing about transformation, regulating it, and assisting people in adapting to it.
Furthermore, Hornstein (2015) contends that this HR technique will help to build experiences for employees that uncover new opportunities and connect them to initiatives that capture resources to compete in the industry, this is something an organisation such as Samsung can implement. It is necessary to maintain workplace goals while also making investments to promote successful business. According to Thakhathi and Davis (2019), this HR approach is responsible for the company's effective adoption and implementation of change management. It enables employees to accept the change, commit to it, and operate effectively. Furthermore, if an appropriate change initiating and leading strategy is not implemented, organisational changes can be difficult and costly in terms of both time and money.

Strategies concerning making team members valued, appreciated 

Due to frequent technological advancements and changes in customer perceptions, international technological companies face a variety of challenges daily (Kumar et al., 2016). Employees and managers must deal with issues as soon as possible to reduce the stress caused by organisational factors. According to Cheema et al. (2017), human resource directors are obligated to engage the greatest number of customers while maintaining corporate sustainability. Employee satisfaction may result in a positive business reputation for the organisation. As a result, strategies for leadership development must assist in motivating employees and guiding them to perform well. Furthermore, leadership-related strategies such as committing employees to continue their learning and educational practices, encouraging recognition, and promoting communication have a strong tendency to assist team members and employees in improving their personal and professional skills. Companies such as Google, Apple, and Samsung have always promoted the concept of leadership among their employees to resolve organisational issues in the shortest amount of time (Kremer et al., 2019).
The management department's change management strategic plans will assist leaders and team supervisors in transitioning from traditional organisational policies to modern and innovative corporate plans (Kerzner et al., 2019). These changes can lead to the organization's long-term growth. According to Domingues et al. (2017), change management plans can help an organisation understand the needs of its employees and other stakeholders. Furthermore, they are useful for aligning the available resources to support the change in organisational parameters. Doppelt et al. (2017) advised managers to pay close attention to change management plans and policies because they have a large potential impact on supporting staff members and helping them understand the need for such changes in the organization's traditional practices. Previous research has revealed that technological changes occur at a rapid pace, raising concerns for their customers daily (Khan et al., 2016). Such technology-based organisations require time changes to survive the vast business marketplace and maintain a prominent position. According to reports, Apple Company represents great leadership in technological companies (Kao et al., 2018). Because of changes in opportunities and platforms, the company manufactures technological products and faces complications among its employees and customers. To maintain organisational peace, the company has invested in change management plans that are in step with the times, taking into account advancements and innovation in the modern world. It is expected that the implementation of such strategies will aid in the creation of marketing by enabling communication between different audiences, as well as support team members of the organisation in improving their working plans for better organisational outcomes. It will aid in avoiding change failures and resolving project issues.
According to a study conducted by Lee et al. (2017), staff retention is critical for all business sectors and companies because it saves the organisation from production losses. Employee engagement is beneficial for developing strong relationships with customers and improving them for increased productivity. Another study found that the organization's staff retention and negligence issues stifle growth and productivity, causing more barriers to be overcome (Alkhateri et al., 2018). It is expected that staffing retention strategies will assist managers and administrators in working together to meet the needs of their customers. Mentorship programmes, training and development plans, employee compensation, rewards, appreciation, and motivation plans are all examples of staff retention strategies that can help improve employee retention (Ma et al., 2018). Staff retention in technology companies is low due to strict policies that benefit only the company and its customers. It is expected that taking into account the issues of the employees will help secure their future while also indicating organisational growth. These policies and strategies will, in the end, foster strong relationships among team members while also connecting them to the organisational parameters with loyalty and honesty.
Current HRM and IHRM theories and models 

Human resource management and practices are critical components of constructing organisational factors. Concerning the case, it is anticipated that it will assist the technology company in developing productive outcomes. The application of human resource management and international human resource management theories and models will assist the technology organisation in meeting the needs of its employees and customers.

Strategic Contingency Theory

Its theory is important for leaders to become a central part of an organisation based on their unique and valuable skills (Smith et al., 2019). These abilities aid in resolving employee and customer issues simultaneously. By adopting this theory, too much reliance will be placed on leaders, who may or may not be replaceable. Furthermore, it will allow leaders and managers to observe the behavioural aspects of their employees and clients so that they can be satisfied with the policy implementation. For example, if managers encounter any employee-related issues, they will take concrete measures by providing employees with options for the best possible outcomes.

Systems Management Theory

This theory is significant in that it provides organisations similar to Samsung and management departments with alternative approaches to planning something large for organisational success. It suggests business opportunities as well as multiple components that can be implemented systematically. Technology-based businesses face challenges because their technological products are highly sensitive and require frequent updates (Moraes et al., 2020). By selecting this theory, human resource directors could implement system management strategies for productive outputs while reducing organisational stress in competitive business markets.

Contingency Management Theory

This theory is regarded as an organisational theory that asserts that the organisation has limited options for cooperating and leading the company to make accurate and effective decisions on time (Velinov et al., 2018). It will also allow the organisers to take the best possible actions in response to existing internal and external factors that may jeopardise the organization's reputation. It will free up managers' time to focus on action plans for dealing with technological output and administrative management.

International Human Resource Management Theory

International Human Resource Management Theory focuses on human resource management activities at the international level. It encourages the achievement of the organisation’s goals. This theory is important because it governs employees from various locations and departments, organisations like Samsung can benefit from this. According to Kroeger et al. (2022), cultural diversity and organisational backgrounds make it difficult to persuade all stakeholders to agree on a single point. Adopting this theory is expected to help in maximum engaging employees to one focal point to work collectively and meet the customers' requirements within the designated timeframe despite limited resource availability.

The Standard Causal Model of HRM
This model focuses on the causal chain that begins with business strategies and ends with improved financial and economic performance through human resource processes (Shin et al., 2017). It also displays HR activities that are related to or aligned with the organization's policies and strategies. The following steps are required to obtain this model, as described below:[image: The Standard Causal Model of HRM - HRM Exam]
Figure: The Standard Causal Model of HRM (HRM Exam, 2021)

Considering the aforementioned points, it is expected that an organisation such as Samsung will achieve long-term growth while also satisfying its employees and customers. Chowhan (2016) emphasised the effectiveness of this model and how useful it is in implementing change policies and strategies for better outcomes.


Conclusion 

Finally, having a better understanding of HRM issues within an organisation such as Samsung is critical to its growth. Furthermore, three major HRM techniques for leaders have been discussed in this report: organisational strategy of leadership, high-performance culture, and initiating and leading HR change approaches, all of which have been incorporated into three aspects of an organisation: change management, leadership development, and workforce retention.
The overall assignment covered the aspects that human resource directors must consider for their technology organisation. The HRM and IHRM strategies will assist him in focusing on the needs of Samsung. According to the theories and models, leadership, change management, and staff retention strategies are very beneficial in gaining customer and employee trust and satisfaction for more productive values. The proposed strategies are expected to bring about revolutionary changes while also assisting in dealing with the challenges that technology-based organisations frequently face.

Recommendation

HRM within an organisation such as Samsung can be developed by ensuring that talent strategy aligns with the overall plan of the company. The main and most important key to managing a provocative workforce is to integrate talent management strategies into the overall company strategy. Proactively stay ahead of competitors by adapting to new and emerging opportunities in talent management before the rest of the market. Taking a proactive rather than a reactive approach to talent management demonstrates the implications of strategic talent management in business processes to support capability development in the organisation. Evaluating key areas and the need for training is also required.
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