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1. INTRODUCTION
In this 21st century, more focus is given to efficient and effective management of human resources, since globally it is accepted that to achieve long-term sustainable and excellent growth for the organization a focused and excellent human management strategy is important (Pattanayak, 2020). Over here, efficient HR strategies for different areas like change management, HR effective measurement, and compensation are analysed furthermore how these strategies will be able to generate a sense of belongingness among the employees towards the firm.
2. ORGANIZATIONAL OVERVIEW
Endava PLC is an internationally operating technology development company established in 2000 and headquartered in London, UK, the company is operating in different locations such as Austria, Venezuela, Uruguay, Serbia, Romania, and so on. The company focuses on delivering technological products and strategies along with engineering helps to aid the clients for rapid growth and development, the major clients of the company are financial services, telecommunications, payment media, retail mobility, and health care companies (Endava, 2022). As per the financial reports in 2021, the profit of the company increased to 54.4 million euros from 25.3 million euros indicating a high growth prospect for the company (PLC, 2021a), similarly, on March 31st,2022 the company have shown an above 40% growth in revenue in comparison to the previous year (macrotrends, 2022). Around 11001 employees are engaged with the firm delivering services to clients. The company has adopted acquisition strategies along with a direct client management strategy for the expansion of business, and people and a career development plan is adopted by the company for employee management (Endava, 2018).
As a Human resource director of Endava PLC, I would like to imply new strategies to three key strategic areas of the organization which would help the company to achieve growth and development that is aiming to. The key areas of HRM are,
3. CHANGE MANAGEMENT 
Change management can be defined as an efficient, and effective strategy to transform, and increase the effectiveness of the organization and its employees, an effective change management strategy will increase the organizational effectiveness and will enable the firm to achieve growth, and development (Tan, 2006). Organizational Change Management (OCM) deals with an efficient and smooth implementation of changes, during organizational change management several problems can be faced by the management such as employee resistance, no participating attitude of employees, and so on all these factors fall under OCM (Hornstein, 2015). Since Endava PLC is a growing technology service-providing company to enhance its presence in different geographical boundaries the company has adopted an acquisition strategy that necessarily expanded the areas of operation of the company (Endava, 2018), which necessitates the implementation of a change management strategy because the working environment and its change can definitely affect workers since the area of operation is expanding, therefore, it is essential to use efficient HR management practices to make the workers less resistant and more aware about the change. 
3.1. Prosci’s ADKAR model
In order to address the individual changes inside the organization the ADKAR model was proposed by Prosci founder of Jeff Hiatt, in this model individuals are the key factors, and the focus is on reducing the resistance towards change from the individual level (Kaminski, 2022). For Endava PLC the workers are considered as the most important part of the organization, the company is very keen on addressing the problems of the employees to avoid the turnover of employees (Endava, 2018). In this model five HR management strategies are mentioned which would reduce the resistance from employees such as,
Figure 1: Prosci ADKAR model
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3.1.1 Awareness: under this awareness stage the emphasis is given to making the employees aware of the change, what will be the changes, why to introduce change, what will be the responsibilities, and what will be the result of the change, and so on (Kaminski, 2022). At this stage, effective communication from the HR managers to all levels of employees conveys the necessity of change and the future growth prospects will help to generate awareness among employees (Husain, 2013).
3.1.2. Desire: It deals with motivating and encouraging the workers to be involved and participate in the change, a strong motivation and desire should be generated among the workers to get them involved in the process (Kaminski, 2022). Inspiring the employees to actively participate in the change is important here the HR should focus on identifying the factors that could motivate the workers to get involved in the change such as incentives, motivation sessions or training sessions, rewards, and so on (Osabiya, 2015).
3.1.3. Knowledge: The knowledge step focuses on building knowledge about the change among the workers, it is done to establish awareness about the change among every single employee irrespective of any level differences (Kaminski, 2022). Equipping the employees to deal with the change is important to derive the maximum output from the change here an HR director should focus on identifying the areas where they find it difficult to cooperate and provide training for the employees (Subramaniam, Mohre and Kawde, 2015).
3.1.4. Ability: The ability stage focuses on developing the skills and talents needed to implement the change in the organization among the workers (Kaminski, 2022). After creating awareness and desire for a change it is important to adopt strategies to enhance the skill of employees which will also enable the workers to achieve growth and development, to enable the worker’s several strategies can be introduced by the HR team such as training programs which will enable the employees to adapt to the modern or new system (Global, 2016).
3.1.5. Reinforcement: Refers to the plans and actions taken by the organization to retain the change and its effect for a comparatively longer period (Kaminski, 2022). To reinforce or sustain the change it is important to motivate and encourage workers for that the HR management should identify the level of motivation among the workers and develop strategies accordingly, highly effective reinforcement strategies are rewards, incentives, awards, and recognitions (Kaminski, 2022).

3.2. Relevance and Application in Endava PLC.
The technical industry is a rapidly growing industry frequent innovations and updates in the organization are required to grow in the business (Melendez, 2022), through the change management strategy the employees are placed as the prime concern (Bateh, Castaneda and Farah, 2013), where enough actions are taken to provide awareness, knowledge, and desire among the employees. Through this method, the employee will be trained to upskill their knowledge and skills by answering their concerns and needs thereby driving their motivation high (Ganta, 2014), since the employees are given the primary concern the resistance from the employees towards the change management strategy will be very low.

4. STAFFING: RETENTION
Staffing or employee retention is a key strategy for any organization to achieve growth success and development for an organization, Efficient and effective retention of employees can reduce costs, and can increase the stability of the organization  (Cloutier et al., 2015). For Endava PLC the employees are very important, the high turnover of employees will not only cause financial losses but also can cause damage to the business in terms of employees joining the competitor companies and potential loss of customers, and so on (Endava, 2022), therefore as an HR director employee retention is a key area of attention.

4.1. Employee Retention strategies
For employee retention a variety of strategies are available which diverse from the hiring level to creating an efficient environment to structuring an efficient exit plan (Friedman and Schnorr, 2016). 








Figure 2: employee retention
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As an HR director of Endava PLC various strategies such as employee empowerment programs, recognition, and appreciation strategies, and creating a healthy environment along with understanding the desires of employees and taking measures to create a healthy environment (Jofre, Farjam and Hongyi, 2015), can be applied in Endava PLC to encourage the retention of employees. 
 4.1.1 Employee empowerment: employee empowerment can be defined as the process of improving the skills and abilities of the employees by providing training, and activities to enhance their skills and abilities (Meyerson and Dewettinck, 2012). The Endava PLC have a very limited number of employees that is a total of 11001 (Endava, 2022), and the company is expanding to new territories therefore as an HR director empowering the existing employees is important so that they will be able to take decisions and actions as per the situational requirements and to manage clients and deliver services more effectively (Meyerson and Dewettinck, 2012).
4.1.2 Employee recognition and appreciation: recognition and appreciation of employees acts as intrinsic motivating factors which help the employees to keep up their level of motivation and work efficiently for the growth and development of the organization (Abdullah et al., 2016). Endava PLC is an international technical firm where the workers have to deal with different types of clients and different types of problems, finding solutions and helping clients by providing solutions to excel in the business (Endava, 2022). Here, continuous motivation is required for the employees to keep up their good work as an HR director employee recognition and appreciation strategies such as performance-based awards, bonus, and incentives for employees with excellent achievements, and promotions can be implemented within the organization (Brun and Dugas, 2008). 
4.1.3 Creation of a Healthy environment: Healthy organization can be defined as an organization where there is a systematic, collaborative, and intentional efforts to enhance and maximize the performance of the employees (Lindberg and Vingård, 2012). Endava PLC is very keen on retaining the employees within the organization (Endava, 2022), therefore, as an HR director strategies will be adopted to create a healthy environment for the employees where they will get a chance to improve, develop and grow along with developing professional life with colleagues and organization.
4.2. Relevance and significance for Endava PLC
The technical industry is a highly competitive industry, and the number of rival companies engaged in the industry is very high, therefore, for Endava PLC retaining efficient employees has always been the prime concern, in the same way since the company has a low number of employees and the company is expanding beyond boundaries (Endava, 2022), therefore, the pressure among the employees will also be high. Therefore, the strategies such as a healthy working environment, rewards, awards, and training programs will help the employees to stay motivated and improve their performance (Figurska and Matuska, 2013), therefore, these strategies will be highly welcomed by the employees and will help the company to get a competitive advantage as compared to its competitors.
5. HR EFFECTIVE MEASUREMENT
For any organization, HR practices play a very important role in determining the sustainability and growth of the organization, efficient practices help to attain a competitive advantage in comparison to the competitors, and it helps to bring the maximum result out of available resources (Cesário, 2015). Since Endava PLC is expanding beyond boundaries using acquisition and merging strategies (Endava, 2022), it is important to maintain, evaluate and track the performance of the employees, and guide them accordingly. To guide and track the performance of employees an efficient HR team is required (Prieto and Pérez-Santana, 2014), the efficiency of the HR team can be measured using different strategies, as the HR director identifying the effectiveness of the HR team is important for which the HR scorecard strategy can be implemented in Endava PLC.
5.1 HR scorecard
The HR scorecard deals with highlighting the role of HR professionals in the successful implementation of organization’s strategies to achieve success and growth (Dessler, 2005).
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Figure 3: HR scorecard
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The HR scorecard concentrates on evaluating the performance of the HR professionals within the organization through certain key elements (Mariz-Pérez, Álvarez and Álvarez, 2012),
5.1.1. Right HR professionals:  Over here the competencies of the HR professionals within the organization are analysed (Mariz-Pérez, Álvarez and Álvarez, 2012). In Endava PLC the company is expanding beyond territories and the employees are dealing with clients from different parts of the world (Endava, 2022), therefore, an efficient HR team to address the needs and problems of the workers is important by using the scorecard method the efficiency of the HR professionals can be analysed for which the feedback from the employees and the vision and mission of the organization can be used (Schuler and Jackson, 2005). 
5.1.2. Right HR practices: it deals with the structuring and deployment of efficient HR policies (Mariz-Pérez, Álvarez and Álvarez, 2012). At Endava PLC. The HR practices are centered on creating a happy environment for the workers to work and develop (PLC, 2021b). Therefore, a continuous check should be over the policies of HR professionals to ensure that the rights of the workers are protected and considered.
5.1.3. Right type of alignment: Alignment of deals with the consistency between the internal and external alignment from the perspective of employees (Mariz-Pérez, Álvarez and Álvarez, 2012). At Endava PLC. The number of employees is low as compared to any other international organization even though the company is expanding its operation to different countries, therefore, a continue to check on the alignment that whether the internal alignment within the organization is consistent with the external conditions should be done (Mariz-Pérez, Álvarez and Álvarez, 2012).   
5.1.4. HR functions and cost: under this measure, the cost-effectiveness of the HR practice is analysed (Mariz-Pérez, Álvarez and Álvarez, 2012). The cost of HR functions can be reduced by delivering regular and continuous employee management practices, the constant monitoring of employees will also increase the effectiveness of the employees thereby will enhance the growth and profit expectation of the company (randstand, 2022).
5.1.5. Workforce success: Workforce success can be identified from the behaviour of the employees (Mariz-Pérez, Álvarez and Álvarez, 2012). The HR strategies should be formed and implemented in such a way that it should be able to motivate and influence the workers efficiently, how efficiently they are influenced can be identified from their response to change (Mariz-Pérez, Álvarez and Álvarez, 2012).
5.2. Relevance and significance for Endava PLC.
To grow and develop in the industry adaptation of efficient management principles and implementation of quality practices are (Kotnour and Al-Haddad, 2015), needed. For ensuring that the policies and practices developed and implemented effectively an efficient HR team is required. Furthermore, an efficient HR team will be able to address the problems of the employees efficiently. The existence of an excellent HR team will increase the motivation and inspiration level of employees since the HR team act as a first point to address their needs and requirements (Figurska and Matuska, 2013).

6. CONCLUSION
The effectiveness of an organization highly depends upon the effectiveness of HR management, because the key factor for any organization is the employees, addressing their problems, and needs and developing strategies to address their problems (Schuler and Jackson, 2005), is important and HR professionals focus on developing strategies to enhance the inspiration, motivation, and retention of employees in relation with implementing organizational growth strategies (Florea, Cheung and Herndon, 2013).

7. RECOMMENDATIONS
 	Consistency in conducting the feedback analysis of employees should be maintained.
 	Arranging training programs from time to time within the organization
 	Making all level employees aware of the change management factor, reason, and benefits.
 	Check the efficiency of the HR professionals and policies from time to time.
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ADKAR CHANGE MODEL

Awareness

Making employees aware of the need for the change and its
benefits

Desire
Encouraging the desire in employees to participate in the change

Knowledge

Sharing knowledge on the mannerism of change

Ability

helping employees acquire the prerequisite skills and behaviors

Reinforcement

Anchoring the change in the organization
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FIGURE 3-A2 The Seven Steps in the HR Scorecard Approach to Formulating
HR Policies, Activities, and Strategies
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