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Introduction:
In a world with continuously emerging technologies and interconnected processes, organizations must deal with many challenges (Benbya et al., 2020). To accurately encounter these problems, strategic competency management becomes critical. The management of the employees and workforce of an organization has a substantial impact on the performance and competitiveness of the firm (Imran et al., 2018). For this purpose, the organization needs to develop different strategies. This report aims to outline the crucial processes in change management, learning and development, and leadership development for an international technology company to make the workforce valued, appreciated, and develop a sense of belonging with the help of HRM frameworks and models. All of these strategies will be covered in the analysis and evaluation. In the end, all the theoretical discussions will be concluded.  
Analysis:
According to Michael (2019), with the evolution of technologies, human resource management is developing faster than ever before. As a result of ongoing environmental changes, human resource responsibilities in many international firms face constant problems. To tackle these challenges, the human resource department of the global technology company needs to employ specific strategies in the areas of human resource management, which will make the employees feel valued and appreciated, which will ultimately benefit the firm. The areas which have been chosen, which are change management, learning and development, and leadership development, are discussed as follows;
· Change Management:
Galli (2018), state that the standard approach in which several techniques, resources, and knowledge are used to cope with change is known as change management. This process involves developing and implementing different organizational strategies, structures, practices, and expertise to tackle the changes in the business environments. Managing the workforce through change has grown in importance with evolving time as change initiatives have become more common and abundant. Whatever the size of an organization is, the change is critical for businesses today. As stated by Yong et al., (2019), International technology companies need to assist their workforce through organizational transformation, for which the use of systematic and proactive strategies are crucial to be implemented by human resource management. Furthermore, Stouten et al., (2018), describes that the primary purpose of change management is to guide the employees in the company to adapt to the change and new ways of doing different things by using different effective strategies, which HRM of that company usually proposes. Several human resource strategies that can be employed in the workforce for change management are discussed as follows
Barriers and Overcoming strategies:
Leitão et al., (2019) state that most employees don't respond to change with happiness because they get used to previous working conditions and organizational environment. The human resource department needs to use different methods to create trust and understanding to manage the change. For this purpose the management can communicate the process and purpose of change.According to Busari et al., (2019), to overcome the employees' resistance, one strategy that can help the employees adapt to the change and feel valued is to communicate with them about the change and the benefits that the evolution and organizational transformation will bring. Furthermore, Groysberg et al., (2018), states that another strategy is to help the employees better understand the need for the change.
For this purpose, Human Resource Management can share a vision of how the transformation will benefit the company. Furthermore, Mansaray, (2019), states that human resource management can clarify the motives for the organizational change, which supports the team members in reaching a common perspective, allowing everybody to strive toward the same goal. For instance, all types of businesses, including international technology companies, face the challenges of the Corona Virus. To survive this, the companies adapt to rapid changes such as remote working. Another way to implement this strategy is through providing vital support for the employees in changing environment. The human resource department needs to provide as much information to the employees as they need to understand the purpose of change and ensure that the workforce understands and communicates about the change as stated by (Ren et al., 2018). 
Employee Engagement:

One of the most effective human resource strategies is to engage the workforce in change management. As stated by McIver et al., (2018), the employees involved in the transformation are much more inclined to put in the time and effort required to help implement the change and ensure a beneficial outcome for the firm. As evidenced by Levy (2021), the ADKAR change management model, proposed by Jeff Hiatt, according to which for organizational change, individual change is required. ADKAR refers to five outcomes for change management, and this model can be used as a strategy by HRM. 
                                        ADKAR change management model by Jeff Hiatt
ADKAR refers to five elements which are awareness, desire, knowledge, ability and reinforcement. Awareness means that the management should make sure that everyone understands the need for change and transformation. As stated by Buick et al., (2018), the staff must be informed that change is on the way. The less known about an impending change, the more excellent resistance it is likely to elicit. On the other hand, desire as stated by Barro & Davenport (2019), is that the company employees may understand the need for the change but still don't have the passion for that. It is the responsibility of the human resource management to ensure that the employees fully understand the need. Furthermore, as stated by Appelbaum et al., (2018), if the employees honestly believe that change will be beneficial for the company, they perform their duties with exceptional enthusiasm. Next important factor of ADKAR model is knowledge. The more knowledge is provided to the employees through training, the more the employees will learn about the significance of organizational transformation as discussed by (Chatterjee et al., 2018).
 The factor of Ability in ADKAR model has significant role. According to Leal Filho et al., (2018), besides understanding the need and importance of change, the team needs to have the capabilities to perform their roles. The human resource management department of the international technology company should monitor the performance of the employees and provide constructive feedback to make them feel appreciated. As reinforcement theory proposed by Skinner offers a theoretical foundation for the beneficial effect of employee performance recognition by demonstrating that employees who are acknowledged or rewarded for their performance are driven to continue undertaking activities for which they have been recognized as described by (Cote, 2019). Last factor which important for change management is the reinforcement. As stated by Buick et al., (2018), after the change has been implemented in the organization, it should be ensured that the employees stay on this track and don't start following the old paths. Moreover, the management should monitor the implemented processes in the change process as stated by (Stouten et al., 2018). During the monitoring process, the employees who perform well are rewarded for making them feel valued. If there is some problem, use flowcharts and models to identify the cause of the problem. 
· Learning and Development:
Learning and development are part of organizational performance. According to Chams & García-Blandón (2019), the purpose of learning and development is to link employee goals and performance with the goals and performance of the company. Furthermore, as stated by Caporarello et al., (2019), those in control of learning and development in a business must recognize skill gaps across individuals and teams before developing and providing training to those gaps. There are different methods and strategies which are being used in all the organizations. 
· Employee learning strategies:
There are different learning strategies for employees which can be adapted and implemented by the higher management of the organization. For example Coaching, Mentoring, Training, Workshops and Conferences. Ali et al., (2018), state that coaching involves two kinds of employees in an organization. An employee who has certain knowledge, skills and experience in the field which he will transfer to the one who is there for learning and development of his skills and knowledge. Furthermore, as stated by Jha et al., (2019), not just the skills of the employees are polished but their performance and the quality of their career is also improved. This strategy can be effectively implemented if there is a strong commitment of the organization and the employees. Moreover, Weinhardt & Sitzmann (2019), suggest that during the coaching sessions, the employees should be encouraged to ask open and meaningful questions. This strategy assists an organization to enhance the personal and professional capabilities of the team. 
Additionally, Mentoring technique can also play a vital role in the learning process of the workforce. Roberts at al., (2019) states that the purpose of mentoring strategy in learning and development is to minimize attrition, promote recruiting, and improve performance and the work environment. Furthermore, Eby & Robertson (2020), states that mentoring helps to induce the skills and abilities in the employees which they lack. The upper-level executives carry out mentoring. However, this strategy is not restricted to the management, and the highly skilled employees can also assist the unskilled ones as described by (Al-Zoubi, 2019). Another strategy is training, in which a collection of lectures, guidebooks, podcasts and group-based assignments and tasks are used for employee development as stated by (Bartlett et al., 2019). An organization must encourage employee skill development by providing enough and suitable training sessions. Furthermore, Sharma (2019), discuss that it should be remembered that training is appropriate for developing both soft (communication, time management, etc.) and complex (technical) abilities in employees. Employees are also trained about the culture of the organization in order to adjust there and adopt the culture. Furthermore, by learning about the culture of the workplace, employees develop a sense of belonging towards the organization. 
According to Na-Nan & Sanamthong (2019), workshops or working groups are also one of the best learning strategies. During this, the employees have a chance to interact with other colleagues. This enables them to have refined access to the knowledge and abilities of other employees at the same level. Workshops appear to be the best strategy for developing public speaking, leadership skills, teamwork, effective communication and presentation skills. The theory of Experiential learning presented by C. Rogers, states that experiences give the learner maturity and knowledge. In workshops, the employees are personally involved, which help them in self-evaluation, as stated in this theory as stated by (Seow at al., 2019). Furthermore, conferences have significant importance in this scenario. Cheema et al., (2020) describes that one of the best ways to polish employees' skills is to expose them to outside individuals. During the conferences, specific topics are chosen to increase their awareness and knowledge. According to the theory of social learning proposed by Albert Bandura, the organization's environment and the professional ways play an essential role in the development of the skills of an employee (Bandura & Hall, 2018). In this way, conferences help the employees to gain the professionalism.
· Employee development skills:
Like different learning strategies, there are many development strategies that can be implemented by the human resource management of a company. Zaharee et al., (2018) states that job rotation strategy helps to keep on rotating the tasks and duties among the employees to make them learn something new. This strategy also helps the employees practice the skills they have developed during the learning sessions. Another method is simulation. Simulation may be defined as a role-play application in which the employer endorses scenarios based on real-life situations and asks the employee to resolve the problem on their own as stated by (Sundararajan, 2021). This strategy basically teaches the employees to act in emergency situations and use the knowledge more practically.
On the job development:Chiang et al., (2018), describe that on-the-job development is usually done after the training sessions of the employees. The employee has the knowledge of how to apply all the theories and skills which he has learned during training. Career planning has a key role in development of employees.As stated by Stewart & Brown (2019), the job of human resource management is to decide which employee is suitable for which job. However, the employees should also be provided the choice to choose for themselves. Through this discussion between the management and the employee, the employee learns and sets goals about the skills which he needs to work on. According to goal-setting theory presented by Dr Edwin Locke and Dr Gary Latham goal influence an individual's behavior when he/she commits to achieve that goal as stated by (Latham & Locke, 2018). Furthermore, it states that the employee knows what the employer or higher management expects from him. Consequently, the employee performs better to achieve the goals and gain the employer's appreciation.
· Leadership Development:
Leadership development endorses employee commitment, improves the organization's capacity to cope with workforce shortfalls, and decreases the problems and expenses associated with turnover as described by Han et al., (2020). Great leaders recruit, hire, and encourage excellent employees. As effective managers empower good company results so Human Resources (HR) must be a driving factor behind organizational development. Paais & PATTIRUHU (2020),   describe that the most critical role in inspiring and empowering their staff is of the managers. The more at ease leaders are in command, and the more driven the workforce will be. This can be done by offering the training and development prospects to the leaders by inspiring them to learn the skills in which they lack. HR can play this role by impacting the leadership development by appreciating the skills of the leaders and by also identifying the skills which they need to work on. Human resources should build effective mechanisms for identifying potential leaders and providing an opportunity for them to strengthen their leadership abilities through development programs (Liu et al., 2021).
Suryanto et al., (2018), state that businesses usually promote employees who have advanced technical skills. But the issue is that technical skills are not enough for an individual to be a perfect leader. Human resource management needs to be aware of the impacts of poor leadership. It should create such a system for promotions in which the capabilities and skills of the individuals are monitored and ensure that they are on the right track and have gone through coaching, mentoring, training and processes like these. Furthermore, employee-centric approach can help in the development of competent individuals to be effective leaders. Sarma & Rao (2020), state that for leadership development, Human resource management should make sure that the employee-centric method is sustained. The reason is that the leaders who are employee centric, keep the employees at priority. This technique will train the leaders in the best way and instill loyalty and commitment in the employees, which will be beneficial for the international technology company. There is a model named as leadership development model, which consist of four elements.
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                                                        Leadership Development Model
As stated by Kiersch & Gullekson (2021), according to leadership development model, an individual should change his personality and to be an effective leaders he should be self-aware, he should have the competence to deal with the challenges faced within the organization. Furthermore, as a leader, he should bring social justice to the workplace and deal the subordinates equally. Through this attitude, the employees will feel valued and appreciated under his supervision.
Conclusion:
There is a huge role of human resource management in the organization in the different areas. For instance, in change management, HRM is the initiator and leads the change and also acts as a facilitator for the other departments and the leaders who are working for the change.  Furthermore, there are different human resource strategies which assist the organizations particularly the international technology companies, some of the strategies are coaching, training and other ones. In addition to that, Human resource management ensures that the organization has the right people at the leadership positions. For this purpose, there are different sorts of human resource strategies which help in the leadership development. 
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