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Human Resource Management

[bookmark: _Toc81540655][bookmark: _Toc81557222]Introduction
Human resource is an asset that possesses sufficient difficulties in terms of managing and directing across the world (Rosenbaum et al., 2018). Therefore, the set of organisational rules and activities are to be developed to achieve the goals of multi-national companies, what we call International Human Resource Management (IHRM). There are many activities covered in this field, but the most important among those are change management, staffing retention and, learning and development; because these are the main requirements of the team, if a team gets complete information and skills as needed then nothing could break down their success.
The three areas I have selected for the report are:
· Change management 
· Staffing:  Retention.
· Learning and development  
These are the three most important areas in technological companies as IHRM is most prominent in the technological sector.  As a human resource director, I would select strategies that would aid in managing these three areas of IHRM effectively.


[bookmark: _Toc81557223]Change Management
Some of the strategies are for change management are:

[bookmark: _Toc81557224]Structure of the Team
The structure of the team that is going to traduce and implement the change is very important. As working in a technological company, we should know that technological advancements and innovations need the organisational culture in which change is quickly introduced and happily adopted by every member. This is the reason that as an HR director I will work on this area. It is also considered important as organisation s need to stimulate their functions and operations or drive near the competitive edge through the means of changing trends and advancement in technology. A change in the business drives the effective adoption and the utilization of progress inside a business. Being an HR director permits me to work feasibly, focus on my shift and comprehend during it. Without a successful management change, organisation transitions can be too costly and rough as regards both time and assets. They can besides bring about lower employees’ morale and, competent expertise and skill improvement (Jayatilleke and Lai, 2018). 
Ultimately without bringing any new advancement by my side or if there is an absence of viable change in the management, can cause the organisation to survive. I am more focused on making business transitions effective and successful. Manly I am focusing on carrying out change by deciding the discrete steps that need to occur and their placements and sequences. It is important to bring such changes as managers are ordinarily responsible for allocating resources, like staffing, and estimating how success to be measure. Preferably, it is the primary responsibility of the HR director to realize and effectively acknowledge how to plan or design, direct, and shape change measures (Rosenbaum et al., 2018).
[bookmark: _Toc81557225]Risk Assessment
Bringing and implementing change incorporates a high level of risk as well. If the change is not adopted or implemented accurately, there are high chances for the Technology Company to move out of the business. At times implementing and coping up with the change does not also ensure guaranteed success so there is the need for prospering strategizing the change to mitigate the risk. Every single organisation survives through unexpected risks; unforeseen harmful events which can even lead the companies to shut themselves down due to money loss or physical damage.  It even caused organisation s to gather themselves to prepare for any unexpected events by minimizing risks and saves the company from any extra cost. By executing a risk management plan and estimating the different potential dangers, risks, or events before they happen, helps our organisation to save expected cost occurrence and protect our company’s future (Ifenthaler, 2020). 
This is due to the reason that a strong management plan will certainly help an organisation to establish techniques and procedures to prevent any possible risks, limit their effect to flourish their results in the future, this capacity to understand and yet control risks enables the business to be surer about their business choices. Moreover, strong and firm corporate administration principles emphases explicitly on risk management which helps our organisation accomplish our objectives. There are many other ways that this strategy helped me being an HR director of the company:
· It helped to establish a safe and secure working environment for all employees and customers. 
· It builds and stimulates the stability of an organisational activities and operations while additionally diminishing legal obligation. 
· Gives assurance from risks or events that are harmful to both the organisation and the company’s environment.  
· Protects every individual and resource from getting affected through risk or from any possible damage. 
· Helps to sets up the company’s insurance needs to save on unexpected premiums (Matthews et al., 2018).

[bookmark: _Toc81557226]Staffing Retention
[bookmark: _Toc81557227]The Strategies Used for Staffing Retention
To retain the employees as an HR director, I will provide the employees with continuous training and growth opportunities for the future path to provide them the incentives to work as a loyal employee rather than leaving the organisation for switching the job. In such a steadily changing and high spaced corporate world, training and development are very important for the improvement of employees and even it is essential for organisation as well for their growth and success. It thus opens many growth opportunities for employees which motivates them to work even harder. Training and development are regarded as one of the most important aspects as employees are the biggest assets of any company and to enhance their expertise will be advantageous for the firm as well (Sabbagha et al., 2018). 
The time when it's coordinated or well organized, it isn't unexpected at the ingenuity of the HR division.  However, there is, uncountable values or worth in arranging proper tarring and development courses or classes for workers. Proper training permits the workers to learn new abilities, enhance the existing ones, increased productivity, be better pioneers and perform. Since the company represents the aggregate of what do representatives accomplish independently the associations may make every effort to guarantee that the workers do perform at their peak. According to my viewpoint as HR director, creating opportunities to train employees is the most ideal approach to staff an organisation's jobs. 
· As it is comparatively less expensive to provide training and development inside the organisation. The employees will have a greater chance to gain opportunities to grow or chances of promotions. In this way, they feel motivated and enthusiastic to work effectively and efficiently. 
· Secondly, it is generally less difficult and faster to train an inner employee, as definitely the previous employees know more about the company as compare newly recruit employee. There are no exact insights regarding this scenario, but the possibility that company executives will perform better compared to outside enlists is immovably shared by most directors. 
· Thirdly, promoting internal advancement and mobility through preparing prompts a more interlinked and loyal workforce. While new staff stays important, preferably it ought not to address most of the staff (Rangachari and Woods, 2020).

[bookmark: _Toc81557228]Participative Decision Making
Can be another strategy that would make employees feel like valuable and an important part of the organisation. Making employees to contribute in the major decisions before implementing those decisions would make them feel included in the workplace and as per the social exchange theory, as supervisors treat the employees with importance; in return employees also contribute and stay for longer periods within the organisations. By involving employees in the decision-making process, the company will be able to show their trust in employees and can even make them feel how valuable they are and how much their opinions matter to the success of the company which in turn establishes a strong employee engagement. By including employees in the decision-making process, the managers will provide opportunities for workers to share thoughts, learn from one another, and pursue a shared objective. Thus, being the director, I have to encourage cooperation and assist break with bringing down organisational silos. This builds the bonds between the employees and the management as employees want freedom of work and complete involvement in organisational decision-making processes (Maphisa et al., 2017).
The managers who use participative management style encourage the feedback and suggestion from the team members and highly consider their inputs and eventually the final decision is taken. In a technology company, to innovate and bring up something unique after every short period to retain the customers by providing them the latest technology is a complex task. Mostly, the employees are consumers of the same products as well, due to which listening to their opinions and feedback regarding the previous product would greatly allow the company to produce the next product more accurately that would cater to the particular needs of the customers. Technological advancements cannot be bringing alone, every manager needs proper teams and their brains to come up with new ideas, new strategies, and new plans. Participative decision-making has benefits for both the company and employees (Rangachari and Woods, 2020). 
The company will get to know about the deep-rooted positive and negative aspects of their products from the employees and will rectify those aspects in the next version of the products. Employees are the ones who are producing those products so they can provide more accurate and valid suggestions and inputs rather than someone who is far distant from the product. Employees are benefitted as they feel heard and valued within the workplace due to which they become satisfied with the job. Their moral and motivation level increases which are beneficial for their mental wellbeing. Employees develop the habit of risk-taking and will learn new skills and techniques for their future growth (Gharib et al., 2017).
Moreover, creative solutions are shared among the teams which as an HR director I feel is the most important thing for my technology company. I need creative ideas and plans for every new product to make it unique and distinctive from competitor’s products. This would help my company to gain a competitive advantage over my competitor’s products. Additionally, teams will also accept all the decisions happily because they have contributed their say in the decision so there will not be any retaliation and resistance from the employees. Every employee would know what the decision is and why it has been taken due to which they would work more to accomplish and implement the decision perfectly in the workplace (Rangachari and Woods, 2020).

[bookmark: _Toc81557229]Learning and Development
It is the most important strategy for the employees to motivate them to accomplish the final goals of the business. As an HR director, I ought to provide the training, educations, certifications, and skills grooming sessions to my employee to keep their skills updated and to increase their efficiency. As the productivity and efficiency of the employees will increase, the business will expand further. This is another the most important area in a technology company as this industry is dynamic and keeps on changing and for this, employees have to change and learn new skills as well, for this learning and development is very crucial for the employees (Darling-Hammond et al., 2020). 
This strategy further ensures that human resource development should be optimal and every need for learning and development should be appropriately meet (Linder, 2019). The business provides learning and development to training the employees for future managerial positions. As an HR director, I realize that one day my existing management will leave, and then I have to promote or hire new managers for that I believe in succession planning as the most perfect option to fill the managerial positions. Due to which I emphasize fulfilling the learning and development needs of the employees so that they can learn every required skill.
Technological companies are fast paced and continuously evolving, due to which managers want employees to learn skills to face every technological advancement so for that learning and development strategy is the best in which new skills will be taught to the employees and existing skills will be polished (Vey et al., 2017). In my company as I can be assured that this strategy is implemented effectively, I would be able to prepare the employees for succession planning as well. Learning and development strategy should incorporate the overall business objectives and personal objectives of the employees to align the training to the appropriate objective. 
Different types of training whether on the job or off the job training, ought to be provided to the employees to increase their efficiency and productivity. This learning and development strategy is very important in my technological company to retain employees because of the dynamic environment if they won’t receive any training or skills development they would leave the organisation s to opt for an easy job. This will increase the turnover rate of the business. Thus, to retain employees and mitigate the turnover rate, businesses need to provide training to the employees as this will allow them to grow in their professional career path (Azizan et al., 2018).

[bookmark: _Toc81540656]

[bookmark: _Toc81557230]Conclusion
Understanding the process and expectations as a manager is responsible for overseeing the transformation and growth of an organisation or helping employees during difficult times is essential. Change is difficult, but if one knows how to deal with it, it can be a huge opportunity for growth and success in work. Without change management, the transition of the company can be expensive and rocky in both terms of resource as well as time, also it will lower the morale of the employee and competent skill development, which leads to the failure of the organisation.
Therefore delegating without micromanaging, an eye on every detail, decision making, and problem solving skills must be exhibited by an IHRM. To make people genuinely valued is also one of the key points which make the environment as peaceful as a whole which is important to give employees plenty of development opportunities to improve their retention. All of the three are major areas of IHRM which play a vital role in building up strategies for the growth of an organisation  by building up its team, we can say a successful team wins the race which is only be possible if they are led by a good leader.
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