



INTRODUCTION
In times when globalization is a well-established reality, where markets are global, partnerships are international, and foreign investment is constantly growing, human resource management is also called to be global. The Human Resources Department (HRD) must be aware of how to manage the company’s international dynamics, how to support companies in developing global operations and new management strategy ideas. In this report, we will analyse the good practices of an HR manager of an international technology company, aimed at taking care of staff and making them feel apprehensive. Also, some models and concepts of current HRM and International HRM theories will be analysed to improve the company’s Hr practices, like Qualified labour (Talent) recruitment, Compensation, Learning and development.
 
COMPANY BACKGROUND
Vodafone Group is a global leader in communication technology, connecting individuals and businesses of all sizes to the digital world: small and medium enterprises (SME), large and global corporations and carrier services are all covered (Forbes Media, 2022).  
The company provides mobile telecommunication services: Voice services, such as mobile voice communications and voice roaming, messaging services, data services, mobile connectivity, Mobile internet, data roaming services, fixed broadband services, fixed voice and data solutions, mobile advertising, and services operated by businesses. Business and personal solutions, as well as branded phones and devices, are all available (Vodafone group, 2022). Communications, cloud and hosting, Internet of things (IoT), security, and fixed connections are all areas where the company plans to invest. 
The company was created on July 17, 1984, in Newbury, United Kingdom, and is headquartered there. Germany, Italy, the United Kingdom, Spain, and the rest of Europe are the geographical segments through which it operates (Forbes Media, 2022). The Company has 315 million Mobile customers, 28 million broadband customers, and 105,000 employees that are essential for the success of the Company and with which the company is committed to respecting the company’s values (Vodafone group, 2022). The total annual revenue is 43.80 billion pounds in 2021. The company is attentive to sustainability with programs aimed at ensuring the environmental impact of its infrastructure, making services accessible to all (inclusion), limiting the emission of toxic gases, and respecting the integrity and the work ethic of employees (Vodafone Group, 2022).
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Source: (Vodafone group, 2020)
RECRUITMENT AND AVAILABILITY OF SKILLED LOCAL LABOUR
Advanced education, the possession of knowledge and abilities to do complex tasks, the ability to adapt effectively to technological changes, and the innovative application of knowledge and skills, obtained through training in their work, are all characteristics of highly skilled labour (Armstrong & Taylor, 2020).
So that a business run efficiently, skilled labour or talented workers are vital.  The talented worker must be identified (recruited), nurtured (through training), and managed. Human resources must ensure to hire the appropriate talent to pursue the company's goals, being able to train, and know how to manage that specific talent (Armstrong & Taylor, 2020).
In the current international environment, when markets are dealing with the effects of wars, pandemic-related emergencies, travel restrictions, with related issues, it is crucial to enhance local skilled labour.
A strategic people management plan is vital for a company that wants to achieve success and  be different from competitors  (Schuler, 2009).
The term "recruitment" refers to the process of filling vacancies in a corporation. The process consists of identification, attraction, interview, selection, hiring and training of employees. Human resources management is responsible for managing the company’s human capital to maximize its profits. The first stage in developing an organization's human capital is recruitment ( Torrington, et al., 2020). It is segmented into two categories: external recruitment and internal recruitment. Both methods of recruitment have advantages and disadvantages; for example, external recruitment is expensive, in terms of direct costs ( e.g: adverts-agency service) and friction costs (finding the right candidate requires doesn’t guarantee the candidate has all the skills related to the vacant role, and training can take a considerable amount of time). Under this point of view, it would be a great benefit for the company to resort to the Internal Recruitment, instead, by developing a home growth of talented workers or, however, workers with great potential for growth. This way allows the company to choose the right candidate, develop his skills by matching the company’s needs, and fill the vacancies at an affordable cost, either in terms of time or money. On the other side, External recruitment is a good way to fill the vacancies up, by looking at the largest work market, recruiting n less time. On top of that, an external candidate may bring his own experience, gained in a different sector, or environment, and a fresh breath of air in terms of new ideas. 
This focus on making the hiring process more efficient and diversified fits, particularly on the recruiting of qualified or soft skilled personnel.        
Below are some strategies that Vodafone group could adopt to make the recruitment of qualified personnel effective.
REALISTIC JOB PREVIEWS
This is a recruitment method that involves presenting the good and bad aspects of the job to the candidate, allowing him to better understand the job requirements as well as the company's culture and values. This technique aids in reducing the gap between a candidate's expectations and the reality of the company, minimizing the number of employees who leave after a short amount of time (Beardwell & Thompson, 2014). Candidates who received a realistic preview of work for expatriate assignments in a multinational organisation (Caliguiri, 2003) reported a stronger perceived capacity to make an informed decision on whether or not to take a global job than those who did not.
EMPLOYER BRANDING
Many studies have demonstrated that the reputation of a company's name is one of the elements that determine a candidate's decision to work for or leave a company. So, as it happens in corporate marketing, which focuses on the brand's value in order to maximise sales, any company should also focus on employer branding. Employer branding is a set of intangible characteristics and qualities that defines an organisation. The process aims to create a positive, challenging, and flexible work environment so that employees feel proud of the company’s values and philosophy and can advocate for it (Green , 2021). A positive employer brand may increase the organization's attractiveness to potential employees, whilst reducing recruitment costs (Beardwell & Thompson, 2014). This would be an excellent strategy and an added value for a company that already gained a strong brand value.

POOL TALENT
This is an internal recruitment approach that requires developing a talent pool to ensure that key position vacancies are quickly filled (Armstrong & Taylor, 2020). HRM should specify the criteria for inclusion in the talent pool in the form of general abilities and competencies, such as ambition, engagement, motivation, curiosity, commitment, and determination. This method of recruitment is less expensive and assures the retention of talented employees. The company's employees will be trained on a regular and targeted basis under this strategy. (Armstrong & Taylor, 2020). This will be discussed thoroughly  in the following paragraph.

LEARNING AND DEVELOPMENT
Human resource learning & development serves to help employees ton develop their personal and organizational skills, knowledge, and abilities. Learning and development include employee training, career development, management and performance development, coaching, mentoring, succession planning, key employee identification, and classroom assistance organization development. Learning and development in HRD means also training an individual after he has been hired for the first time, providing him with opportunities to learn new skills, distributing useful resources for the employee’s tasks, and any other development activity ( Torrington, et al., 2020). Having a strong learning and development strategy can help the company to engage employees, attract top talent, and build the company's reputation.  In the figure below, are the elements of Learning and Development.
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Source: (Armstrong & Taylor, 2020)

HRD should consider the fact that each employee has a different cognitive learning approach and therefore can provide a variety of training options. Learning theories, such as Motivation Theory, are equally important and should be considered.
MOTIVATION THEORY
People that are motivated will learn more effectively. There are two crucial theories to support that idea: the Expectancy theory and the Goal theory.
· The Expectancy theory states that when someone desires something strongly, the expectation of being able to have it will lead to actions. Furthermore, if an individual believes that the goal of learning is advantageous to him, he will be more willing to work to achieve it (Armstrong & Taylor, 2020). When he realises that expectations have been met, his belief that learning is beneficial will be reinforced.
· The Goal theory asserts that individuals are more motivated when they are working toward clear goals, even if the goals are difficult, they will be achievable, and when there is feedback on performance (Armstrong & Taylor, 2020). When people are motivated by clear goals and appropriate feedback, they are more efficient. A person's performance and perseverance in meeting a goal are influenced by how challenging, specific, and realistic the objective is. Employee productivity and self-confidence rise when targets are clear and measurable (Locke, 1990).

The fundamental principle of human resource development is to have a planned and systematic process in which:
· A performance management system should define skills or competencies.
· These will be integrated with the human resources strategy's requirements.
· The development programme will fill in the gaps (Price, 2011).
Training should be viewed as an activity connected to the organization's goals as part of an HRD programme. 


TRENDS IN GLOBAL TRAINING AND DEVELOPMENT
For a company like Vodafone, which operates in different regions, it is essential to consider global HRD development and training.
The global HR department is influenced by global competitiveness, technology advancements, and an international workforce (Lazarova & Thomas, 2014). There are four current trends in HR theory to consider:
· In-Country Training
· Cross-Cultural and Diversity Training
· Training in Cross-Cultural Teams
· Media-Based and Web-Based Training 
The new trend in training is the availability and integration of electronic media. This type of training is cost-effective for the organisation and especially helpful for personnel who are on short-term or non-standard assignments, especially if the training is customized. Very often, these on-line training tools are especially useful for expatriates and their families (Lazarova & Thomas, 2014). 
The challenge for a global company like Vodafone group is to develop individuals at all levels and in a variety of locations with different cultures. Global HR has mostly focused on preparing expatriates for abroad assignments and producing global leaders. It must, however, cater to the training and development needs of its personnel in all its regions. Working with people of many cultures and countries, while performing activities on a global scale, is what international training and development entail. As a result, it’s important that employees develop global thinking that has no boundaries (Schuler, 2009).



COMPENSATION
In human resource management, payment is an important feature, it is the main reason people work. The reward or compensation that people receive for their contribution to an organization includes monetary and non-monetary components. In fact, remuneration also has an impact on the recruitment and retaining of talented people. The term 'reward management' includes either strategy and practice of pay systems,  the financial aspect and the management of staff (Price, 2011). The compensation that employees receive for their work has an impact on how they work, their attitude toward customers, their desire to improve and learn, and the quality of their performance. As a result, this will have consequences for the company's success. So, human resource management must plan compensation strategies (Milkovich, 2013). The factors influencing the compensation of the employees are external and internal to the company; below will analyse some internal factors.
PAY EQUITY
Behavioural psychologist Adams in the 1960s theorized equity theory, according to which employees to feel valued and motivated, must believe that their efforts (inputs) are balanced with rewards (outputs). Rewards such as assignments with more 'responsibility', recognition and appreciation, and career progression.   Moreover, it is very important for the perception of employees to be treated fairly in relation to colleagues, this makes a job environment positive or negative ( Torrington, et al., 2020).
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Source: (Beardwell & Thompson, 2014)
Employee efforts are numerous and varied, as may be seen in the illustration above.
Employees, according to Adams, will compare the rewards they receive in exchange for their effort, skills, competencies, time, and other contributions; as a result, if they feel they are being treated unequally, they will be demotivated to work, whereas if they are being rewarded for their efforts, they will be motivated.
HRD of Vodafone could implement the following strategies for the appreciation and retention of employees based on the principles of Adams' theory:
· Monitor salary and benefits on a regular basis to identify any inefficiencies.
· Support a working environment in which employees are free to express their opinions and communicate their moods to their superiors
· Balance any inequity when there is evidence
· During the recruitment phase, inquire about the employee’s expectations on salary, career, etc. (Belton, 2018)
TYPES OF EQUITY COMPENSATION
For a technology company operating globally, there are several ways to ensure adequate compensation, below are some suggestions:
· Employee stock ownership plans, or ESOPs, provide employees with stock ownership in the company. ESOPs are qualifying programmes because they provide numerous tax benefits to the sponsoring company, the seller shareholder, and the participants. ESOPs are frequently used by employers as a corporate finance approach to matching the interests of their employees and shareholders (Schuler, 2009).
· ESSP. Employee Stock Purchase Plans: These plans allow employees to buy company stock at a discounted price through payroll
· PHANTOM STOCK allows employees to have stock ownership without really owning the shares. The value of phantom stock increases and decreases in perfect sync with the underlying firm shares, just like any other real stock. On occasions, employees are reimbursed with earnings resulting from any corporate stock appreciation. This type of compensation is usually used for senior employees (Schuler, 2009)


CONCLUSION
This report highlighted some components that make a worker satisfied, that develop the sense of belonging to the company and retention. The components are three:
· an adequate and fair compensation. 
· Recognition of employee and of the work done.
· Positive work environment.
These three factors must all be present at the same time in order for the employee to be engaged with the organisation. In fact, reasonable pay without recognition or a healthy work environment would cause frustration. Injustice would result from a positive environment without proper compensation and recognition, while hypocrisy would result from recognition without compensation and a positive environment.
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