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[bookmark: _Toc102592841]Introduction 
Human resource management is the key to the success and improvement of an organization since it plays a critical part in deciding the organization's success or failure. As a strategic approach to human resource management in an organization, it can also be referred to as human capital management. Human resources contribute to a company's competitive edge, and management of these resources falls under the umbrella term of "human resource management. Human resource management is responsible for developing the management such that the performance is effective in reaching organizational goals.. Thus, the study tries to build a strategy for improving human resource management in the firm. Retention, learning and development, and compensation are the three focuses of this effort. For the multinational technological corporation, human resource management plans have been designed in these three key areas. In addition, a demonstration has been given of how these techniques will help the international technology company's employees feel more connected to the organization. Theories and models have also been developed to improve our understanding of human resources management.
[bookmark: _Toc102592842]Retention
It's become a global difficulty for many firms to retain potential personnel, and it becomes quite apparent as the global epidemic breaks down. Retention of employees can be defined as the practice of employees choosing to stay with the current organization rather than looking for new job opportunities elsewhere. Employee turnover, on the other hand, occurs when workers quit a firm for various reasons, such as a lack of appreciation or a lack of a sense of belonging inside the organization. Make them feel appreciated so that they don't get frustrated and leave the organization, which is a top priority for human resource management. If the company's management wants to keep these potential employees on board, there are a number of methods they might do it.
[bookmark: _Toc102592843]Strategies for retention 
Organizational management has a greater understanding of employee behavior and performance than anyone else when it comes to devising retention tactics. IT firms throughout the world are grouped into three categories: those with a well-known reward system, those with a flexible workplace, and others. They place a high priority on creating a positive work atmosphere in which their employees are encouraged to grow and develop (Balaji, Kumar, and Mathimaran, 2017). It can be difficult for the company to retain its personnel, even with all of these facilities and encouragement, as there are so many options available to workers in the sector of technology. This means that in the instance of a multinational technological company, there are three alternative ways to retain the staff.
Rethinking benefits: The greatest approach to keep employees is to give them with high-quality benefits, which in turn helps to increase retention and productivity by reducing employee turnover. It's a common blunder by technology companies to include frills like free washing and comped launches as standard bonuses. To avoid this, HR management or the business can question the employees about the most important benefits to them. Employees will feel valued, and the company will be able to retain them since they will be happy with their work and the company (Kumar, 2017). 
In order to keep your staff, you need to do your research and provide them competitive wages. It's not uncommon for IT workers to be able to land a job at a well-known company that pays more than their current one. They can easily move on to another organization if they are valued more highly there. Keep your employees' base compensation competitive, and they'll begin to feel like they're more than just a cost to the company.
It is possible to keep employees, however in the current situation in IT firms due of mistreatment and a toxic working environment, where the employee's turnover is increasing, as described above in those two tactics (D. Swaroopa and Sudhir, 2019). Because no one wants to work in a toxic atmosphere where they are not valued and respected, intersectionality must be included in order to foster an inclusive work environment.
[bookmark: _Toc102592844]Principles of Retention in HRM
Developing a compelling mission: A company's HR management and its employees benefit from having a compelling mission because it helps retain personnel and attracts new recruits (Kapur, 2020). A compelling mission is a responsibility that falls on the company's leaders.
Give your personnel room to develop: Employees become more useful to a business when they continue to learn and grow as individuals. Which necessitates the company's management assigning tasks that have never been done before. As a result, they are more enthusiastic about their employment and more likely to stick around.
Increased employee retention is directly related to an organization's ability to be flexible in its working environment (Tangthong, Trimetsoontorn, and Rojniruntikul, 2014). Employees are unable to thrive in a work environment that restricts them to the company's rules and regulations. It is essential to allow employees to express themselves and take on new tasks in order to foster a sense of belonging in the workplace.
[bookmark: _Toc102592845]Learning and development 
Enhancing an employee's knowledge and abilities is a primary goal of learning and development. Learning and development foster a culture of adaptability in the workplace, which in turn increases employee morale and productivity, ultimately benefiting the bottom line of the business (Hameed, 2019). It's impossible to overstate the significance of staff training and development, which is critical to the overall success of the company. Because of the rapid advancement of technology and its accompanying tools, it is critical for employees of an IT firm to continue their education and training.
[bookmark: _Toc102592846]Strategies for learning and development in HRM 
Businesses in today's world are characterized by a rapid, demanding, and dynamic business environment. Employee talents and skills required by the company are thus established through training and development (Naoual, Amara, and Atia, 2016). An effective learning and development strategy in a company helps retain talent, engages people, enhances the brand of the firm, and creates a value-based culture where the employees like working.
Alignment with the company's goals: Both the business plan and the learning and development strategy must be linked to each other for them to be effective. For example, in order to achieve better results, the training course for IT employees must be based on the company's goals and objectives (Hearty and Macintosh, 2014).
Let's start with the strategy for the leader: It's advisable to start with the company's top executives before implementing any kind of plan with the workforce. Because leaders are the ones who bring about change in a company, the approach is more successful and efficient when it is started from the top down. It's a smart move for the IT company to invest in their leaders and train them in a variety of courses.
E-learning: As a multinational technology organization, this is the greatest plan to learn and grow the employee's skills and knowledge because the world is completely dependent on digitalization. E-learning is a method that gives employees with a flexible environment that increases their sense of value and, as a result, their performance HRM will be able to monitor how the company's employees are progressing in their learning practices as a result of this plan.
[bookmark: _Toc102592847]Model of Learning and development: System Model of training 
There are five steps in the System Model that must be repeated in order to get the best results from the training. This model's training seeks to assist employees in meeting the desired standard of performance for the firm. The following are the five phases of the system model:
Observation and Observation: Using this phase of the strategy, human resource management may determine the specific training that is required. Managers can tailor a training session to the specific needs of employees, departments, and other organizational units, for example (Singh, 2015).
Designing: The next stage for management is to build a training course or course that is tailored to the specific needs of the organization, making it more effective. During this phase, actions such as establishing a goal, identifying the learning process, and arranging the content are carried out.
Creating: This is a collection of different activities for the entire training process that will assist participants in learning. There are many other steps that are regarded to be part of the overall training process, such as training methods, training materials, and information validation.
A single mistake in this phase might have a major impact on the entire training, making implementation challenging in this paradigm. The training strategy must therefore be implemented with caution (Lapia, Maurne, and Leontjeva, 2014).
This phase allows the management to review each phase, therefore ensuring that the goals for future work performance are met. Additionally, the model can be used to make essential adjustments in those areas where practice went awry in the preceding model phases.
[bookmark: _Toc102592848]Compensation
Employee retention, attraction, training, recruiting, and other aspects all rely heavily on management compensation. Employees will appreciate being paid well by an IT firm since they will feel appreciated and respected for the work they do (Mohammad Azizul Haque, 2015). It appears that the company's purpose can be achieved at any point in time if its personnel develop a sense of belonging and respect for one another. Employees are more likely to work harder if they know they will be rewarded for their efforts, and this fosters a sense of loyalty and pride in the organization they work for. 
[bookmark: _Toc102592849]Strategy for compensation in HRM 
Allows HR managers to take appropriate remuneration approaches for employees. As a result, the IT firm's compensation strategy must take the other competitor's compensation strategy into account if it hopes to be more successful. Employees who are appropriately compensated are more likely to work harder than those who aren't (Larkin, 2019). The primary goal of an acceptable compensation strategy is to attract and retain highly qualified people, as well as to promote morale, increase productivity, and maintain the company's most valuable assets. International technology companies should lead the pack when it comes to their compensation strategy, which includes leading and lagging. This method will allow the IT company to establish the pay rate above market level, which will help in attracting new workers. Attracting and retaining top talent and lowering employee turnover may be possible given the financial strength of the multinational IT firm (Mohammad Azizul Haque, 2015).
[bookmark: _Toc102592850]Theory of Compensation: Equity 
Theory In human resource management, it is critical to keep people motivated so that productivity does not suffer as a result of a lack of equality (Bao and Wu, 2017). When employees are treated unequally in terms of pay, remuneration, job responsibilities, etc., they get demotivated. As a result, the notion of equity holds that management should be able to pay all employees equally, regardless of their gender, color, religion, or any other characteristic. Implementing equity theory in a global technology firm will not only assist to treat each employee equally but will also build an inclusive culture that strengthens the name of the company in the long run... Employees acquire a sense of belonging on their own; the company does not need to demonstrate this in any other manner. The worldwide technology company's remuneration policy should be broken down into three distinct types of equity: 
To ensure internal equity, every employee must be happy with the compensation they receive for the work they do. Pay disparities must be felt equally by employees, and they should be based on the type of work they do. The likelihood of conflict diminishes as soon as they understand exactly what and how they're paying for (Yan and Yao, 2019).
Employees need to be treated fairly in contrast to other companies in the same industry that are in a comparable position. This suggests that the company's compensation approach should be equivalent to or greater than that of its competitors. This might lead to a higher percentage of turnover if employees realize that they are being paid less than their competitors. Thus, a multinational technology business must conduct research into the remuneration strategies of other organizations in the same industry in order to keep its staff.
Workers in an organization perceive compensation disparity between themselves and their coworkers who do the same type of work (Sun, 2016). Regardless of the job's nature, more experienced employees often receive a higher salary than new hires.
[bookmark: _Toc102592851]Conclusion 
According to the findings of the study, human resource management is ultimately in charge of overseeing and managing all of the company's employees. If the organization isn't effectively prepared for better management of the company's human resources in light of the fierce competition in the market and the abundance of job options for IT personnel, it will face a difficult position. The management of human resources is critical to the success of an international technology company, and it must be done so in a way that ties people to the organization. There are three main areas that HRM of an international technology firm can focus on for the good of the company: retention, learning and development, and pay. International Technology Company’s working culture will be bolstered by the strategy's principles, model, and theory. To further inspire workers to work for the company, it also helps to foster a sense of value, appreciation and belonging inside them, especially in the face of a wide range of options and chances in the commercial market. No one will be able to stop global technology from achieving success with a top-notch workforce if it is conscious of its actions and takes necessary steps in its human resource management.
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