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Introduction:
Strategic human resource management is considered to be the foundation of a strong organizational structure. Effective HRM strategies assist organizations in managing their human resources and to achieve their desired goals. The aim of this assignment is to outline appropriate HR strategies developed in the areas of learning and development, compensation, and leadership development. Similarly, it provides a detailed insight into the effectiveness of the chosen strategies in making the team members appreciated and valued. The development of strategies will be supported with the critical analysis of principals, models, and concepts of HRM and IHRM. 
HRM and Strategy Development: 
Zhou, Liu, Chang, and Wang, (2021) evaluated that over the past few years, the global workforce has rapidly evolved because of various factors such as increasing competition and complexities and changing employee expectations. The shift to a knowledge-based and digital economy has increased the need for a more vibrant and strong workforce. Similarly, Chinmulgund, (2021) has also increased the need and importance of HRM strategies in managing employees according to the needs of the contemporary business world. There are various functional areas of HRM that deal with the management of the workforces; this report focuses on three important areas of staffing: Retention, compensation, and learning and development for strategy development. 
· Learning and development:
According to Egbuta, (2019), learning and development have become an important area of HRM that helps the organization in empowering their human resource with different skills. The learning and development program in an organization benefits employees in multiple ways. Such as, enhancing employee performance, reduce turnover, and boosting employee productivity. Learning and development provide an opportunity to enhance their skill and knowledge according to their job requirements. Similarly, the learning and development program in an organization prepares employees for performing higher responsibilities. Furthermore, the implementation of learning and development programs in an organization makes the employee feel valued as an organization is concerned and effectively invests on their development. 
Kalyan, (2020) argued that an organization’s HRM is responsible for the development of the employees that support all other key priorities in an organization. Mazhisham et al., (2018) suggested that before designing of any learning and developing strategy, it is important for the company to perform a training needs assessment. This assessment will ensure that the training strategies address the actual business need as well as enable the organization to efficiently utilize its time and resources. 
After the training need assessment, one of the essential steps to improve the company training and development is to align the training objectives with the company goals and competition in the market. As, Rodriguez, and Walters, (2017) evaluated that the organization management always has some operating goals such as better productivity and performance, customer satisfaction, and quality enhancement. Once the company knows about its goals, it can design its training programs accordingly; this increases employee awareness about the company goals and what they expect from the employees. 
Similarly, a common mistake a lot of companies make in designing the training material is to assume that all the learners have the same preferences for learning and development. Therefore, another important strategy that the company can implement is creating separate learning and development strategies for different positions in the company. Wang et al., (2020) also argued that the need of each employee is different from the other, so; not every training program will be effective for every employee. The organization should make sure that their learning and development strategy should fit the right people to the right skill set development to ensure strong growth in the future that will directly impact the organization's productivity. 
Flexibility is another important element for improving the company's learning and development programs. As, many of the employees avoid attending training because of shortage of time or lack of accessibility. Therefore, it is important for the company to make learning more flexible and accessible to the employees. Naim and Lenka, (2018) suggested that for this, the company can shift to the e-learning method to offer convenience; the employees can access the training material on their commute. As, well as the new generation employees have a different level of comfort with technology that makes them learn more efficiently. Similarly, Ozkeser, (2019) contended that the more personalized the training is, the more productive the outcome will be. Moreover, another effective strategy the company must implement to improve the learning and development in the company is to promote collaborative learning as it enables the employees to learn more efficiently within-group and encourages them to think more critically. It also increases employee engagement and coordination among employees.  
The effective implementation of these learning and development strategies will increase employee engagement and performance in the organization. The effective implementation of these strategies will prepare the employee for additional responsibilities and increase their adaptability skills. Similarly, personalized and collaborative training will strengthen the employee's soft skills such as emotional intelligence, agility, and resilience. Effective training and development programs improve the task management skills of the employees (Younas, Farooq, Khalil-Ur-Rehman, and Zreen, 2018). They enable employees to manage their work in teams or individually due to the greater understanding of company processes and defined goals. Furthermore, if employees are well-trained for their job requirements, they can perform their tasks in less time and more professionally.
· Compensation:
Anand, (2017) defines compensations in HRM as the different types of payments that are given by the organization to the employee during his period of employment. These compensations can be both direct (financial) and indirect (non-financial). Jean, Ngui, and Robert, (2017) argued that compensation is considered to be a vital part of human resource management as it helps in encouraging the company employees and improves effectiveness. 
The compensation packages of an organization also inform employees about the organization's values as employees mostly look for what the company pays rather than what it says. Gooderham et al., (2018) evaluated that most organization engages in a yearly evaluation strategy for compensation which is not that effective. Therefore, it is important for the company to implement pay for performance strategy in which regular performance meetings will be held in each quarter as it will be more effective than a once-per-year evaluation. Laundon, Cathcart, and McDonald, (2019) argued that the performance-based promotion strategy will enable the company to improve its compensation strategy. 
Another effective strategy that will improve the company's compensation packages and effectiveness is industry educational support. The business world is becoming extremely progressive, the company should encourage employees to become strong and lifelong learners and top performers. The company can implement this strategy by giving employees different resources and tools to achieve different certifications and degrees that will help them in enhancing their quality of work and qualification, providing them a lifelong career incentive (Dash, Bakshi, and Chugh, 2017). 
SULEIMAN, AKINROLUYO, and OLUMOYEGUN, (2018) evaluated that the employees are not only motivated by direct compensation (Financial) but in-direct compensation (non-financial) that are highly recognized rewards. These rewards include different developmental opportunities, recognition, flexible schedules, discounts, and memberships. The company must consider indirect compensation while building its compensation management. As, they play an important role as financial rewards play in increasing retention, building employee loyalty, and encouraging productivity. 
Ejiogu and Ogamba, (2021) claimed that most employees think that their compensations are generated on the perception of their manager about how much they deserve rather than on their actual performance and market rate. Therefore, the company should keep the compensation criteria specific, verifiable, and measurable. Similarly, the company should focus on making the compensation packages and strategies transparent and communicate to the employees about the total compensation and the criteria which they must fulfill. As, the gap between employee expectations and reality is one of the biggest issues that create dissatisfaction among employees. Thus, increased communication about the compensation will make sure that all the employees have complete access to the information and there is no biasness from the company towards its employees. 
Susanto. et al., (2021) argued that the two theories of compensation are aligned with these suggested strategies. i.e., behavior reinforcement theory and equity theory. The behavior reinforcement theory evaluates that if an employee is rewarded for their good performance and loyalty, they are more likely to perform these actions again. Likewise, Kollmann, Stöckmann, Kensbock, and Peschl, (2020) explains that the equity theory of compensation suggests that employees' action is influenced and change their perception of how they are paid for their efforts in compression to their coworkers. Therefore, the company must integrate transparency and communicate the company compensation packages with clarity to the employees. 
· Staffing: Retention: 
Azeez, (2017) evaluated that employee retention is rapidly becoming the key differentiator in the competitive business world. An organization's ability to hold its employees, especially in the complex hiring markets, has a significant impact on an organization's ability to operate in the market. The organization dealing in information technology markets has been initiating multiple efforts to retain their employees due to the ongoing talent gap problems. Employee retention include different techniques used by the organization to help employees to stay with the organization in the long term. Similarly, Singh, (2019) stated that the management of employee retention involves different strategic action that keeps the employee motivated and focused on remaining fully productive and beneficial for the organization. 
For an effective employee retention strategy, employee job satisfaction and engagement should be the key factors of the strategy. Rakhra (2018) argued that employee retention strategies play an important role in motivating the employees for a maximum time therefore; from flexibility to development, it is very important to have different programs and incentives that create the best experience for employees that automatically reduce the turnover and increase retention. 
According to Al Mamun and Hasan, (2017), the effort for retaining employees starts from the process of recruitment as the recruitment practices have a strong impact on turnover. The organization should make sure that applicants are presented with a realistic preview of the organization's expectations from its employees. The realistic preview will enable the new hiring to make the on-time decision for whether they want to stay with the organization or not. For example, Pickett, a UK-based company, has gained considerable success with this strategy and has achieved a retention rate of up to 97%. Once the most potential and willing employees are hired, the next important strategy is to nurture the existing talent. Training and development are considered to be one of the best strategies to increase employee retention. Employees like to stay in an organization that is concerned about their personal and professional development (Fletcher, Alfes, and Robinson, 2018). 
Being an information technology firm, it is important for the organization to focus on the skill development of the employees by offering certified courses that will be beneficial for both the organization and the employees individually. For instance, Velmurugan, and Sankar, (2017) argued that the Maslow theory of needs in the context of employee retention evaluates that it is important for companies to identify and consider the basic needs of their employees such as job security, health and safety, and growth. According to Maslow, if the employee knows that their wellbeing, health, and growth are important for the organization and job is guaranteed, they will be more committed and loyal towards the organization. 
According to Khalid and Nawab (2018), compensation and appreciation play an important role in employee motivation as it boosts employee productivity and loyalty. The organization must work on improving its compensation plans to improve its employee retention rate. Similarly, Biason, (2019) stated that compensation makes employees feel appreciated and valued, and they know their efforts are acknowledged by the managers. There should be a formal reward system to incentivize the employee’s efforts and commitment to their organization. 
Iqbal, Guohao, and Akhtar, (2017) highlighted that a high rate of retention in an organization is indirectly linked to the rate of employee satisfaction with their expectations. The employee, when joining an organization, they have multiple expectations from the organization such as appreciation, growth opportunities, diversity, and inclusion. If the organization is able to meet the employee expectation, the retention rate is always high. Therefore, meeting the employee's expectations is one of the most effective strategies for retaining employee retention. This strategy is also supported by Victor Vroom's expectancy theory which explains that if the organization's goals are aligned with the employee's goals, the retention rate is high (Lee, 2019). Therefore, the company should implement different strategies to align the company goals with those of employees and meet their expectations to increase their commitment and loyalty. 
Implementation of this strategy will play an important role in increasing employee retention in this IT firm despite the skills gap in the market. As the compensation and learning development in the organization reduced the turnover rate as the employees are incentivized to stay in their roles for longer in the organization. As well as these are the primary factors motivating employees to work hard and achieve greater milestones. However, the company may face certain challenges associated with these strategies such as the employee bonuses and compensation can give raise to employee rivalry that may result in inefficiency and effect the organization culture and cooperation among employees. 
Conclusion: 
Concluding, the main aim of this assignment was to identify different strategies for improvement in the three areas of HRM i.e. learning and development, compensation, and employee retention. From the above analysis of theories and literature, it is evident that the only way to increase customer retention in the company is to actively participate in their growth and reward management. If the company is loyal and committed towards its employees in return, they will be more committed and will tend to stay longer and more productive. Similarly, the company's learning and development strategies should focus on providing skills to the employees that will benefit their career and the organization as well. Likewise, the company should make the training more flexible and personalized that will help them learn more efficiently. Moreover, the more transparency the company will integrate in their compensation packages; the more satisfied their employees will be. Thus, the effective implementation of the above-suggested strategies will help the information technology company to improve and make their human resource management more efficient. 
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