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[bookmark: _Toc93050212]Introduction 
Human resource management is what that organizational management relies on for the success and the betterment of the organization since it plays a crucial role in determining the success and failure of the organization. It can also be defined as a strategic approach to getting efficient management of human resources in an organization. Human resources are the one that helps in gaining a competitive advantage for the organization, and the way to manage them all comes under human resource management. Human resource management is responsible for designing the management hence making the performance effective in meeting organizational objectives. Thus, the report aims to develop a strategic approach for the betterment of organizational human resource management. For that, the three chosen areas are as follows- retention, learning and development, and compensation. Human resource management strategies have been developed in these three chosen areas for the international technology company. In addition to that, a demonstration has been provided of the strategies on how these strategies will be creating a sense of belongingness to the employees that have been working with the international technology company. Furthermore, theories, principles, and models have been developed for better knowledge of human resource management.
[bookmark: _Toc93050213]1. First chosen area: Retention 
Retention of potential employees has become a global issue that many organizations have faced for decades, and it becomes very evident after the breakdown of the global pandemic. Employees retention can be defined as the practice in which the employees choose to stay in the existing company and do not prefer to search the job perspectives in other companies. On the other employee turnover is where the employees leave the company because of certain reasons either they are not valued, or they don't feel the belongingness to the company anymore. It is a prime duty for the human resource management to make them feel valued so that they can retain their potential employees from getting upset and ultimately leaving the company. There are ways in which such potential employees can be retained by the company's management so that they can stabilize their performance and gain a competitive advantage. 
[bookmark: _Toc93050214]Strategies for retention
Employee retention strategies depend on the management of the organization since they know better their employee's behavior and their performance. Global IT companies are counted under those companies that are well known for the system of reward and flexibility in their working culture and many other factors. They focus on delivering a positive working environment where they encourage their employees for growth and development (Balaji, Kumar, and Mathimaran, 2017). Even with such facilities and encouragement, sometimes it becomes difficult for the company to retain its employees because of the multiple choices that employees have in the field of technology. Thus, in the case of an international technology company, the retention strategies can be in three specific ways, which will be the possible ways in retaining the employees.
 
Rethinking the benefits: To provide a quality benefit is the best way when it comes to employee retention, which ultimately helps in increasing the retention rate along with the productivity level because it lowers the turnover rate. However, most technology companies make mistakes by providing common trendy perks such as free laundry, comped launches, etc., in their core benefits. Instead of doing that, HRM management or the company can ask the employees their most valuable benefits, which seriously matter to them the most. This will help in creating a sense of value with the employees and helps in retaining them since they will be satisfied with their work and the company, too (Kumar, 2017). 

Research and offer competitive salaries: Salary, which is a basic thing for which the employees work for and providing competitive salaries will work when it comes to retention. There are multiple choices for the IT employees to get hired in other renowned companies where they get paid more than what they are getting in the existing company. It is very easy for them to swift to other company where they find themselves more valued. Thus, keeping the basic salary competitive than that of others will create a sense within the employees as they are seen as valuable assets instead of just an expense. 

Inclusive work culture: However, as mentioned above in those two strategies, it is very much possible to retain the employees, but as per the current situation in the IT companies, where the employee’s turnover is increasing because of mistreating and the toxic working environment that the employees are facing (D. Swaroopa and Sudhir, 2019). No one likes to work in a toxic environment where they are not valued and respected, which is why there is a need to integrate intersectionality, which will help in developing an inclusive culture. 

[bookmark: _Toc93050215]Principles of Retention in HRM
Creating a compelling mission: Company and its HRM with a compelling mission help to retain the employees; not only that, it attracts potential talent (Kapur, 2020). For which the company's leaders need to be responsible for creating a compelling mission for the company.
 
Provide employees a space to grow: When the employees in an organization grow in terms of learning, they become valuable for the company. For which the management needs to assign works that have never been performed in the company ever before. Such new challenge motivates them for work and makes them feel like working for the company more.
 
Flexibility: The core aspect of the increasing rate of retaining employees is the flexibility that the organization provides in its working culture (Tangthong, Trimetsoontorn, and Rojniruntikul, 2014). The rigid working nature doesn't allow the employees to flourish where they are bound within the company's rules and regulations. It is very necessary to provide flexibility where employees are allowed to express things and experience new challenges themselves creates a sense of belongingness. 
[bookmark: _Toc93050216]2. Second Chosen area: Learning and development
Learning and development aim to improve the employees and their performance level by enhancing their existing knowledge and skills. Learning and development create a flexible working nature which makes the employees feel valued, thus enhancing the human resource management and ultimately the performance of the company (Hameed, 2019). The importance of learning and development of the employees can't be expressed because it is the factor on which the whole organization relies for its success. In the case of an IT company, it is very crucial for the learning and development of the employees because of the increasing development of technology and tools. 
[bookmark: _Toc93050217]Strategies for learning and development in HRM
The nature of the business environment in the recent world is based on three aspects such as; swift, demanding, along dynamic. Thus, learning and development set the employee's capabilities and their skills, which are required for the organization (Naoual, Amara, and Atia, 2016). Proper learning and development strategy within an organization helps in retaining the talent, motivates the employees, builds the organizational brand, thus creating a value-based culture where the employees enjoy working in. 

Alignment with business strategy: The strategy of learning and development needs to be aligned with a business strategy where both the strategies need to be related to each other. For example, the course for the learning and development of the employees in an IT company needs to be based on the company’s aims and objectives so that to get better outcomes (Hearty and Macintosh, 2014). 
Starting with the leader strategy: Before applying any kind of strategy with the employees, it's better to start with the leaders of the company. Because leaders are the ones to bring change in an organization and by starting the process from top to bottom makes the strategy more effective and efficient. It is a good choice for the IT company to invest in their leaders and make the trained through several courses.
 
E-learning: Since the world totally relies on digitalization where every business process is under the supervision of technology, being an international technology company, this will be the best strategy hence to learn and develop the employee's skills and their knowledge. E-learning is a process that provides a flexible environment that creates a sense of value for the employees, thus enhancing their performance level (Schack Noesgaard and Ørngreen, 2013). With this strategy, HRM will be able to see how the employees of the company are making progress in their learning practices accordingly
. 
[bookmark: _Toc93050218]Model of Learning and development: System Model of training 
System Model contains five stages which need to be repeated for the better improvements provided by its training. The training that is provided through this model aims to help the company's employees to perform according to the required standard. The fives phases of the system model are as follows;

Analysis and Identification: This phase of the model allows the human resource management to identify the exact need of the training. For example, employees, departments, etc., so that the management can develop a session as per the needs of the training (Singh, 2015). 

Designing: Once the needs get identified, the next step for the management is to design the training course or the course according to the need, thus making it impactful. In this phase, activities such as creating an objective, identification of the learning process, sequencing, and managing the contents takes place.
 
Developing: Here is the listing of different activities for the entire training process, which will help the participants to learn takes place. Along with it, processes like delivering the method, analyzing training resources, and validating the information are considered to meet the aim of the training.

Implementation: This phase appears to be difficult in this model since the whole base of training relies on it, and one mistake can have a great impact on the entire training. Thus, one needs to be careful while implementing the training strategy (Lapiņa, Maurāne, and Leontjeva, 2014).

Evaluation: This phase allows the management to evaluate each phase, thus meeting the objectives regarding subsequent work performance. It also allows making necessary changes in those areas where the practice went wrong in the above-mentioned phases of the model.
[bookmark: _Toc93050219]3. Third Chosen area: Compensation 
In human resources, management compensation plays a crucial role in retaining, attracting, training, recruitment, and other factors immensely. By paying good compensation from an IT company will be a great deal for the employees where they feel valued and respected for what they will be doing for the company (Mohammad Azizul Haque, 2015). Once the sense of belongingness and respect grows in the mind of the employees, it appears to be beneficial for the company to achieve its goal at any point in time. Compensation comes with certain rewards and benefits that employees will be getting for the hard work they pay for the company; thus, it creates a sense of belongingness and respect for what they are doing, thus motivates to work. 

[bookmark: _Toc93050220]Strategy for compensation in HRM
Compensation strategy allows Human resource management to take adequate approaches for the employee's compensation. Thus, while developing the compensation strategy, the IT company must consider the other competitor's compensation strategy hence to be more effective. Compensating properly develops a sense of appreciation within the employees that motivates them to work harder than before (Larkin, 2019). The core aim of an adequate compensation strategy is to attract skilled talent, boost employee morale, enhance productivity, and retain the potential and loyal employees of the organization. There is three most important compensation strategy, i.e., leading, lagging, meeting the market, among which leading is appropriate for an international technology company. The leading strategy will allow the IT company to set the rate of the pay above the market level and will work in attracting potential employees. Since the International IT company is able enough with the financial background, it can be a good strategy to attract and retain the employees, decreasing the turnover rate (Mohammad Azizul Haque, 2015). 

[bookmark: _Toc93050221]Theory of Compensation: Equity Theory
In human resource management, it is very important to maintain equality within the employees to keep them motivated so that productivity doesn't get affected (Bao and Wu, 2017). The employees get demotivated when they are treated unequally in terms of pay, compensation, job role, etc. Thus, according to this equity theory, it allows the management to compensate each employee equally, and the way of compensating should not be based on any other external factors such as gender, race, religion, etc. By implementing equity theory in an international technology company, will not only help to treat each employee equally but also create an inclusive culture that will ultimately strengthen the name of the company. The sense of belongingness automatically develops with the employees, and there is no need for the company to prove it another way. The practice of remuneration within the international technology company should be compiled within three significant kinds of equity such as;

Internal equity:  An employees need to be satisfied with what he/she is getting paid off as per the job involved. The employees need to be felt equality for the pay differentials, and it is based on the job and work they are involved with. Once they get clear with what and how they are paying for, the possibilities of conflict decreases (Yan and Yao, 2019).
 
External equity: Employees need to be felt equity in comparison to the other similar competitors’ companies of the same industry. This means there should be a practice of equal or more compensation strategy of the company than that of another one. Employees knowing that they are getting paid less than the other company can increase the rate of turnover ultimately. Thus, international technology company needs to research other similar companies’ compensation strategy to retain their employees. 

[bookmark: _Toc92395719][bookmark: _Toc92396124][bookmark: _Toc92397177][bookmark: _Toc93050222]Individual equity: The employee in the company perceives the differentiation on pay among the other employee who is assigned the same kind of work in an organization (Sun, 2016). Mostly, experienced employees get more compensation in comparison to the new joiners irrespective of the job’s nature.
[bookmark: _Toc93050223] The Harvard Model
The Harvard model of human resources is one of the oldest and most influential codified models. It was initially developed in 1984 by Michael Beer and refined over the years, including additions by other experts such as Paauwe and Richardson in 1997. It is one of the most nuanced, flexible, and holistic approaches to HR currently in use.
              [image: Harvard Model]
                 Traditionally, the Harvard model is composed of five segments.
· The model starts, on the left, with stakeholder interest. These stakeholders include shareholders, management, employee groups, government, and more. These interests define the HRM policies.
· At the same time, situational factors influence these interests. Situational factors include workforce characteristics, unions, and all the other factors that were also listed in the 8-box model.
· Situational factors and stakeholder interest influence HRM policies. These include the core HR activities, like recruitment, training, and reward systems.
· When done well, HRM policies lead to positive HRM outcomes. These include the previously mentioned retention, cost-effectiveness, commitment, and competence.
· These positive HRM outcomes lead to long-term consequences. These can be individual, organizational, and societal.
Managing a global team is challenging. By instilling your employees with a sense of shared purpose, promoting open communication and empathy, and leveraging collaborative technology, you can create an atmosphere of trust and respect and help your organization achieve its business objectives.
The Harvard model acknowledges mutuality in all business and focuses on managers method and managing employees. This model focuses on gaining employee commitment and co-operation.
[bookmark: _Toc93050224]Conclusion 
The report concluded that human resource management is responsible for every activity and management of the employees that are working within the company. The intense competition in the market and the availability of job opportunities for IT employees has created a tough situation for the company unless they are not well prepared for better management with the company’s human resources. Human resources being a very crucial part of the international technology company, need to be managed adequately, thus making them associated with the company. The three areas that have been discussed above, i.e., retention, learning and development, and, compensation is the basic approach that HRM of international technology company can look through for the betterment of the company. The strategies, including the principle, model, and theory, will empower the working culture of the international technology company in managing its human resources. In addition to that, it also helps to develop a sense of value, appreciation, and belongingness within the employees which motivates them to work for the company, even having multiple choices and opportunities in the business market for them to swift easily. If the international technology is aware of its actions and takes appropriate steps regarding its human resource management, there will be no one to be stopped from getting success with an excellent workforce. 
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