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[bookmark: _Toc111974899]Introduction  
Organizational management depends on human resource management since it is so important in determining whether or not an organization will succeed or fail. Human resource management is also a strategy for effective management of an organization's human resources. Human resource management focuses on how to best utilize an organization's human resources in order to achieve strategic goals. The purpose of human resource management is to optimize management and, by extension, employee performance, so that business goals can be attained (Bakator et al., 2019). HRM affects practically every element of a company's operations. It seeks to develop a motivated workforce that can execute assigned tasks with the right degree of skill, establish and sustain ideal working relationships, and boost employee morale. HRM strengthens and values human assets through training and development. It creates chances for individual or group growth to meet the organization's growth. HRM provides fair and equitable pay, other benefits, and recognition for tough work to attract and retain talent. Differentiated and competitive pay and incentive bonuses promote efficiency and competition. HRM provides fair, acceptable, and efficient leadership, a favorable entrepreneur culture, and employment stability. HRM strives to generate greater work chances for women and the middle-aged to reduce income and wealth inequality. HRM entails developing a workplace that benefits employees and corporate leaders, and dealing with employment, benefits, and payroll to assist a firm or nonprofit fulfill its goals. Modern management places a high priority on HRM as a key company function. Today, people are professionally trained in HRM to satisfy the growing demand for planning, organizing, and staffing. HRM plays a key role in a company or institution and will continue to do so. HRM manages people. It maximizes staff performance for an employer's strategic goals (Fita, 2017). 
In light of this, the report's overarching objective is to formulate a plan of action for enhancing HR operations within the firm. The three areas of focus are recruitment and hiring, training and development, and financial incentives. The global technology corporation has established human resource management techniques in these three areas. Moreover, a presentation has been made on the tactics on how these techniques would be building a sense of belonging among the people who have been working with the global technological company. Human resource management has been the subject of much research, leading to the development of numerous models, principles, and theories.
[bookmark: _Toc111974900]Retention 
After the collapse of the global epidemic, it becomes abundantly clear that retaining talented personnel has become a worldwide problem that many businesses have struggled for decades. Retaining employees means keeping them from leaving for other companies. On the other hand, employee turnover occurs when workers quit an organization for many reasons, the most common of which are a lack of appreciation and a sense of belonging. Human resource management has the primary responsibility of ensuring that all employees feel appreciated in order to prevent disgruntled workers from leaving the organization (Khalid & Nawab, 2018). Keeping such promising workers on board can help a company maintain high performance and give it an edge in the market.
[bookmark: _Toc111974901]Retention strategies 
Since management has the most insight into employees' actions and productivity, they must devise ways to keep them. Global IT firms are among the most recognizable in the business world due to their innovative reward programs, accommodating work environments, and other noteworthy characteristics. They prioritize providing a supportive workplace where people are encouraged to learn and advance (Agustine & Ssemugenyi, 2014). Despite the company's best efforts, retaining its technological talent can be challenging, especially in light of the wide variety of other career options available to each individual. Therefore, in the context of an international technology business, there are three distinct retention techniques that may be implemented.
· Benefits should be rethought in light of the current economic climate, as it has been shown that providing high-quality benefits to employees is the most effective method to keep them in their jobs, which in turn increases productivity. However, most technology firms err by including fad amenities like free laundry and free concert tickets in their standard packages. Instead, HRM leadership and the firm might inquire as to the employee perks that mean the most to them. When workers are happy with their jobs and the company as a whole, they are more likely to stick around (Allen et al., 2010)
· Pay is one of the most fundamental reasons people work, therefore it seems to reason that offering competitive compensation would help with employee retention. IT workers can easily find new jobs at other well-known organizations, where they can earn far more money than they are now being paid. They can easily jump ship to a different organization where their services are more highly valued. Keeping the base income at a level higher than the market average shows employees that their work is appreciated and that they are more than just a cost (Agustine & Ssemugenyi, 2014).
· In spite of the fact that it is possible to retain employees by employing the aforementioned two strategies, the current situation in the IT industry, where employee turnover is increasing due to mistreatment and a toxic working environment that employees are facing, suggests that a more inclusive work culture may be the best bet for retaining talent. There is a pressing need to incorporate intersectionality, which will aid in cultivating an inclusive culture, because no one enjoys working in a hostile workplace where they are not recognized and respected (Brandt et al., 2016).
[bookmark: _Toc111974902]Retention principles 
· Developing an engaging vision: A company and its human resource management that have a compelling vision are more likely to keep its employees and attract new ones, which is why it's up to the company's management to formulate a meaningful purpose for the business.
· Employees become more useful to a company when they are given opportunities to develop their skills and knowledge. Which means upper management will have to delegate tasks that have never been done before. They will be more enthusiastic about their work and their commitment to the organization as a result of this fresh challenge (Allen et al., 2010).
· Workplace flexibility has been identified as a key factor in an organization's success in maintaining its workforce (Brandt et al., 2016). Employees are stifled by the company's strict adherence to procedures and policies, which limits their potential for growth on the job. Employees need an environment where they can be themselves and take on new responsibilities if they are to feel like they belong in the company.
[bookmark: _Toc111974903]Learning and development 
By expanding workers' horizons and honed abilities, learning and development programs boost productivity and efficiency. Human resource management and business results can both benefit from training and development that fosters a culture of appreciation and openness in the workplace (Peculea & Boco, 2016). Employee training and growth is crucial to any company's success and should be given top priority. Due to the rapidly evolving nature of IT products, employee education and training are of the utmost importance in any IT firm.
[bookmark: _Toc111974904]Learning and development strategies 
Business nowadays is characterized by three characteristics: speed, intensity, and changeability. As a result, the capacities and talents of an employee are determined through learning and growth. A well-executed learning and development strategy within a business can increase the likelihood of success in these areas, as well as foster employee motivation, brand growth, and job satisfaction (Salas et al., 2012).
· To be effective, a company's learning and development plan must be in sync with its overall business goals and objectives. For instance, it is recommended that IT firms base their personnel training and development programs on the company's stated goals for optimal results.
· Plan from the top down: Before implementing any form of strategy with the workforce, it is preferable to start with the leaders of the firm. Because change is brought about by leaders, and the plan is more successful and efficient if it is implemented from the top down. The IT firm would do well to put money into their managers and have them go through a series of training programs.
· As a global technology firm, e-learning is the greatest option for training and educating staff members because of the pervasiveness of digitalization and the control it provides over every aspect of corporate operations. E-learning improves productivity by giving workers more control over their education and training. Human resource management will be able to track the development of the company's learners with this approach (Jehanzeb & Bashir, 2013).
[bookmark: _Toc111974905]Model of Learning and development
Training the System Model involves five iterative processes that, for optimal results, must be completed repeatedly. The methodology used to deliver training has as its primary goal improving worker performance to meet or exceed expectations set by the employer. This model of the system contains five stages:
· The analysis and identification phase of the model is when HR professionals pinpoint areas of improvement in terms of employee training. That way, management can tailor a training session to the specific requirements of the workforce, divisions, etc. (Auther et al., 2003)
· The next stage for management is to construct the training or course so that it effectively addresses the identified needs. Goal-setting, identifying the learning process, sequencing, and content management all fall under this stage.
· Creation: Below is a rundown of the various components that make up the training program and contribute to the participants' development as learners. In addition, procedures including method delivery, resource analysis, and data validation are thought to achieve the training's objective.
· The implementation step appears challenging in this methodology since it forms the foundation of the training and any errors made here can have far-reaching effects. As a result, attention must be taken when putting the training plan into action (Bartkett, 2001)
· By evaluating each stage, management can ensure that they are on track to achieve their goals for future productivity. It also enables alterations to be made in the areas where the model's practice fell short during the aforementioned stages.
[bookmark: _Toc111974906]Compensation   
Management compensation has a significant impact on several HR outcomes, including retention, attraction, training, recruiting, and more. The employees of an IT firm would appreciate it very much if the company shows it values and appreciates their work by offering them a competitive salary (Kehinde, 2012). 
Once a company's employees feel like they belong there, they are more likely to work hard toward the company's goals. Workers are more motivated to put in long hours because they feel valued and appreciated by the company as a result of the money they bring in via their labor.
[bookmark: _Toc111974907]Compensation strategies 
Human resource management may make informed decisions about remuneration for their staff with the help of a well-thought-out compensation strategy. Therefore, the IT firm needs to take into account the compensation strategies of its competitors while designing its own. When employees feel valued, they are more likely to go above and beyond in their work. Attracting top people, boosting morale, increasing productivity, and keeping your best and brightest on board are all central goals of any effective pay plan. For a global technology firm, the leading compensation approach is the best option. Other options include lagging and meeting the market. The IT firm can attract top talent by offering salaries that are competitive with or even higher than the market rate thanks to this market-leading strategy. Since the international IT firm has the resources to attract and keep good personnel, this could be an effective method of reducing employee turnover (Khudhair et al., 2020)
[bookmark: _Toc111974908]Theory of compensation 
When managing human resources, it's crucial to treat all employees fairly in order to keep morale up and prevent any dips in production. When workers feel they are being treated differently because of their gender, race, sexual orientation, disability, age, nationality, disability, or any other factor, it has a negative effect on their morale. According to this equity principle, then, employers can pay their workers the same regardless of their gender, color, religion, or any other such irrelevant characteristics. Treating all employees fairly is just one benefit of implementing equity theory in a global technology firm; building an inclusive culture is another, and it will boost the company's reputation in the long run. No further effort on the part of the organization is required to foster a feeling of community among its staff (Adeoye & Fields, 2014). 
There are three main types of equity that should be considered when determining compensation in a global technology company, and they are as follows;
· Workers should feel that they are being fairly compensated for the work they are doing. Salaries should reflect the value added by each person to the company, and should not be arbitrary. Disputes are less likely once they've established who's paying for what and how (Darma & Supriyanto, 2017).
· Employees must have a sense of external equality, or parity with other similar organizations in the same industry. This implies that the corporation should have a compensation policy that is at least as generous as that of its competitors. Employees who know they are being paid less than their counterparts at the other organization may be more likely to leave.
· This means that the international technology firm needs to look into the remuneration strategies of other firms in the same industry if they want to keep their staff. The term "individual equity" refers to how a worker in a corporation feels about compensation disparities amongst workers doing similar jobs. The nature of the job is irrelevant when determining whether an experienced worker should receive a higher salary than a new hire (Jean et al., 2017).
[bookmark: _Toc111974909]Conclusion  
According to the findings of the report, the management of human resources is accountable for each and every activity related to the management of the people who are employed by the organization. A difficult scenario has been created for the firm as a result of the fierce rivalry that exists in the market as well as the availability of job prospects for IT professionals. This is the case unless the company is well prepared for better management with the company's human resources. Because human resources are such an important component of an international technology company, it is imperative that they be handled effectively in order to ensure that employees feel a connection to the business. The human resources management department of an international technology company can look through the lens of a basic approach to improve the company by focusing on the three areas that have been discussed in the previous paragraphs, which are compensation, learning and development, and employee retention. The company's working culture will be given a boost in its ability to manage its human resources thanks to the tactics, which include the principle, the model, and the theory. 
Additionally, it helps to generate a sense of value, gratitude, and belongingness inside the employees, which inspires them to work for the company, even when there are various alternatives and chances for them to readily navigate in the business market. No one will be able to prevent international technology from achieving success with a great workforce if it is conscious of its actions and takes the proper steps regarding the management of its human resources.



References
Adeoye, A. O. & Fields, Z., 2014. Compensation management and employee job satisfaction: A case of Nigeria. Journal of Social Sciences, pp. 345 - 352.
Agustine, A. A. & Ssemugenyi, F., 2014. The influence of human resource management practices on employees retention in Kenya Power Company Ltd.. Global Journal of Commerce & Management Perspectives, 3(4), pp. 74 - 78.
Allen, D. G., Bryant, P. C. & Vardaman, J. M., 2010. Retaining talent: Replacing misconceptions with evidence-based strategies.. Academy of Management Perspectives, pp. 48 - 64.
Auther, W. J., Edens, P. & Bell, S. T., 2003. ). Effectiveness of training in organizations: a met-analysis of design and evaluation features.. Journal Applied Psycholog, pp. 234 - 245.
Bakator, M., Petrovic, N. & Boric, S., 2019. Impact of human resource management on business performance: A review of literature. Journal of Engineering Management and Competitiveness , 9(1), pp. 3 - 13.
Bartkett, K. R., 2001. The Relationship between Training and Organizational Commitment: A Study in the Health Care Field.. Human Resource Development Quarterly.
Brandt, W. A., Bielitz, C. J. & Georgi, A., 2016. The impact of staff turnover and staff density on treatment quality in a psychiatric clinic.. Frontiers in Psychology.
Darma, P. S. & Supriyanto, A. S., 2017. The effect of compensation on satisfaction and employee performance.. Management and Economics Journal .
Fita, E., 2017. Human Resource Management and Its Role in Today Organizations. European Journal of Business and Management , 9(11), pp. 82 - 94.
Jean, K. N., Ngui, T. K. & Robert, A., 2017. Effect of Compensation Strategies on Employee Performance: A Case Study of Mombasa Cement Limited.. International Journal of Innovative Social Sciences & Humanities Research, pp. 25 - 42.
Jehanzeb, K. & Bashir, N. A., 2013. Training and Development Program and its Benefits to Employee and Organization: A Conceptual Study. European Journal of Business and Management, 5(2).
Kehinde, A., 2012. Effect of Compensation Strategy on Corporate Performance: Evidence from Nigerian Firms. Research Journal of Finance and Accounting, 5(1), pp. 98-111.
Khalid, K. & Nawab, S., 2018. Employee Participation and Employee Retention in View of Compensation. SAGE Open.
Khudhair, S., Rahman, F. & Adnan, A. Z., 2020. The Relationship between Compensation Strategy and Employee Performance among Academic Staff in Iraqi. International Journal of Academic Research in Business and Social Sciences,, pp. 251 -263.
Peculea, L. & Boco, M., 2016. The Role of Learning Strategies in the Development of the Learning-to-learn Competency of 11th Graders from Technical Schools. Procedia - Social and Behavioral Sciences, pp. 16 - 21.
Salas, E., Kraiger, K. & Jentsch, S., 2012. The Science of Training and Development in Organizations: What Matters in Practice. Psychological Science in the Public Interest, 13(2), pp. 74 - 101.



11 | Page

image1.png
Prifysgol Cymru

o Sant Davie





