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  The objective of this study is to establish a relationship between the current resourcing strategies of the technology company under consideration and with specific principles and models of HRM and IHRM theories. It is to reveal the dynamics of these models and principles against any changes that may occur within the organization. To utilize the theories of HRM and IHRM successfully deal with the changes that occur.
   With the developing technology, mobile phones have become indispensable for humanity. The Z company is an utopic telecommunication company established with the aim of providing cheap and uninterrupted communication to people. 
 The company launched on 13 November 2014 in London, England. 3G, 4G and 5G (specific areas) services are provided by the company’s own network infrastructure. The company is among the largest mobile network operator in the United Kingdom, with 10,5 million subscribers as of March 2021. 
The company had very limited coverage in the first years of its establishment, but with the right investments and strategies it has become one of the best competitors (Vodafone, O2, Three, Orange…) in the UK. It aims to open-up to the world starting from certain regions of Europe.

[bookmark: _Toc70713618]The Current Theories of HRM and IHRM of the context on principles, models and concepts

· [bookmark: _Toc70713619]Staffing: Recruitment and availability of skilled local labour 
Recruitment is a process that aims to select and appoint the most suitable person among candidates who have the qualifications sought for a specific position.
The system approach to recruitment and selection is based on the concept that a system has inputs, a processing unit and outputs. The recruitment and selection sub-systems are within the processing unit. The stages of the sub-system are as follows:
Attraction- This is about to attract suitable candidates to the company.,
Reduction- This is about to eliminate unsuitable candidates, 
Selection- This is about to evaluate, select and assign the suitable candidate, 
Transition- This is about to turning the chosen candidate into an effective worker.  (Pilbeam, 2010)

[bookmark: _Toc70713620]The Talent Management
At the centre of talent management, to a large extent, are demography, the characteristics of knowledge work, globalization, workforce planning and business strategy of talent management. It is a business issue that presents long-term challenges. When employees improve their marketability and their knowledge-based skills become valuable assets, employers need to compete for the best candidates. Where employers seek specific skills and experiences, competition can be intense, especially in upper market rate industries such as IT. (Holbeche, 2009)
[bookmark: _Toc70713621]Strategic Recruitment
Recruiting plays a role in increasing the organization's capacity and effectiveness in a changing market and is part of a range of integrated HR practices. The basic elements of the recruitment strategy are below:
• Understanding the consequences of strategic business understanding - What is the organizational structure? What are the increased needs? is the organization open to globalization?
• Identifying the necessary arguments to support the business strategy - How many employees does the organization has? What are the company's attitudes towards employee skills, knowledge, experience and change?
• Developing an integrated process sequence to accompany development plans- developing hiring and removal plans, retention strategies
• Building a principal for development -To ensure that department managers are trained to assist employees in L&D processes, it is necessary to develop HR policies that support L&D, and to establish personal development mechanisms such as development centres, reviews, learning resources, career workshops.  (Holbeche, 2009)

[bookmark: _Toc70713622]Role of Technology in Recruitment
Online recruitment has become commonplace and the potential field of candidates for any job is opening-up to those with access to a computer. Website-based recruitment services offered by search organizations are in the quality of candidate evaluation of the consultancy's added value and in systematic closing procedures. Candidates can publish their resumes on the web; This means they will be made available to employers around the world through search on the advisor website. (Holbeche, 2009)
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Informal processes such as networking for talent are included in corporate practice and are an important issue. Recruitment is seen as an ongoing process, one in which knowledge is exchanged by developing ‘talent networks’. Many knowledge-intensive firms (KIFs) establish relationships with competitors, universities and professional organizations in order to gain access to relevant talents and knowledge workers. (Holbeche, 2009)
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  The interviews should ensure that candidates understand the brand, culture, and commitment to graduate from the company's recruitment process. When decisions are made early and feedback is provided, even a failed implementation can become a development opportunity. (Holbeche, 2009)
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Employer branding emerges as an extension of brand management. It is also a formation in which the HR philosophy is influenced by the marketing function. The increased importance of corporate and global brands has forced organizations to think more closely about their external brand image and how their employees can actively support the brand. Employer branding is the image of the organization as seen through the eyes of external stakeholders.  (Sparrow, 2004)

· [bookmark: _Toc70713626]Staffing: Retention - What is employee retention?

Employees most likely to leave the job are often the ones that organizations want to retain the most. Key employees’ turnover can have a disproportionate effect on the business. It takes action to retain talent, but organizations can also make decisions within their limitations. It is important to contribute to the development of existing skills and to give them the value they deserve.
The factors that affect the willingness of employees and their dismissal should be thoroughly researched and understood, and retention strategies should be established accordingly. Career development, age group of employees, company image, leadership, efficiency of recruitment, learning and career opportunities, recognition and rewarding of performance are some of the factors that affect retention.  (Armstrong, 2014)
[bookmark: _Toc70713627]The Effect of Labour Turnover
The harmonious relationship between customers and employees is at the centre of the ongoing process in a professional service organization. However, from time to time, it can be said that the organization should be animated with a different perspective. New individuals can bring new approaches and developments aimed at making organizations more dynamic. And to some extent, turnover helps managers gain tighter control over costs that exceed costs. (Torrington, 2020)
Functional Turnover: This includes all resignations that are equally welcomed by both employer and employee. The main way out of functional turnover is improving recruitment and selection procedures so fewer people in their class are assigned in the first place.
Outside Factors: These factors are largely about the unrelated reasons to the work such as moving away, family and illness.
Push Factors: These are the accelerating factors that move the employee away from the work environment. Inadequate development opportunities, feeling useless, dysfunctional control, poor employee participation levels, direct personality conflicts are among these factors.
Pull Factors: Employees may choose to leave to improve their living standards, especially salary levels are often a factor.
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Managing Expectations: The legal agreement determines the mutual demands and obligations of the employee and the employer in terms of wage and employment terms and conditions. But the real business relationship involves much more than that. The psychological agreement can be defined as including the expectations of the two parties from each other and their relationship beyond any legal contract.
Pay: An employer who pays less than his / her employee or cannot establish a regular payment time and format cannot be considered to expect his / her employee from a high-participation workforce.
Training and Development: There is a claim that training opportunities increase individual employees' commitment to an employer. This increases the likelihood of employees leaving the institution voluntarily if no educational environment is created.
Flexible Working Arrangements: One of the best ways to retain and hire staff is to provide flexible working arrangements.
Improving the Quality of Line Management: It is important for organizations to invest in improving the quality of line management. In this way, it can be shown that the commitment of the staff to their job will improve more. The steps to improve the forcefulness of line managers:
· Evaluate the people for their supervisory abilities and select the best for line management roles,
· Make sure that newly appointed line managers are trained to a level that can perform effective supervision,
· Frequently evaluate line managers for their supervisory skills. (Torrington, 2020)

· [bookmark: _Toc70713629]Learning and Development
In an organization, individual employees need some opportunities to maximize their potential and develop their abilities. Learning and development (L&D) is defined as the process of having the sophisticated, skilled, relevant and knowledgeable workforce required by the organization. L&D activities, in turn, include defining learning needs, various approaches to L&D, evaluation of L&D processes. (Armstrong, 2016)

[bookmark: _Toc70713630]Identifying Learning Needs
Being able to pinpoint learning needs can be achieved through analysing the gap between what people know and can do and What they should know and be able to do. Specific methods can be used to accurately determine the learning needs of employees. Some L&D approaches are applied to meet the learning needs defined by methods such as surveys, role, skills analysis, analysis of business and workforce plans, performance management, learning evaluations. (Armstrong, 2016)
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 The needs and readiness of individuals determine in which forms and processes of learning and development will take place. L&D professionals have the challenging task of deciding which approach will meet the learning needs in specific circumstances. (Armstrong, 2016)
Formal and Informal Learning
Formal learning is essentially learning in the school or education centre, Informal learning is experiential learning that is self-directed and with support from managers, coaches, and social media. (Armstrong, 2016)
Individual Learning 
Individual learning is usually carried out by individuals based on their performance and development skills with guidance, encouragement and assistance of their managers. This plan sets out the actions that people are demanding and that will improve their professional skills. The infrastructure for individual learning consists of methods used in blended learning. (Armstrong, 2016)
Management Development
Managerial development programs ensure that managers have the leadership and managerial qualifications required to be successful. Together with career planning and career management activities, they form a vital component in talent management. (Armstrong, 2016)
Blended Learning
According to this method, it is ensured that different parts of the learning mix complement and support each other in order to increase the overall effectiveness of the learning process. To achieve this, a combination of learning methods is used. This method of learning is a mix of planned experience, workforce learning, social learning, self-directed learning activities, e-learning facilities, coaching and mentoring that provided in internal or external courses.  (Armstrong, 2016)
Training
Effective training should be provided a systematic approach with an emphasis on skills analysis. Developing transferable skills should be the focus of education and will only be successful if these skills are used well in the workplace.
The systematic education model consists of a 4-stage model as identifying learning needs, planning training programs included techniques, facilities, locations, trainers, implementing training, and evaluating training. (Armstrong, 2016)

[bookmark: _Toc70713632]Evaluation of L&D
Evaluation is the process of measuring the efficiency of learning. Essentially, by comparing the goals with the outputs, the answer to the question of how far learning has achieved its goal is sought. Evaluation shows us the steps to be taken to increase the effectiveness of the learning activities.
The Kirkpatrick (1994) system consisting of four stages can be used for evaluation. These stages are: 1) reaction to the training activity, 2) learning from the training activity, 3) return to business behaviour 4) evaluating the results in terms of their impact on organizational performance.
Some statistical techniques can be used such as return on expectation measures, calculations of return on investment and learning analytics, to determine the effectiveness and efficiency of learning and development interventions. (Armstrong, 2016)
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Although most Central and Eastern European countries are EU countries, talent management varies greatly in these regions, as they are still influenced by socialist attitudes and assumptions. For this reason, a kind of capitalist system without capital has been created in this region. (Scullion & Collings, 2010) 
Investing in this region where capital is limited is a market waiting to be discovered for large companies. Company Z is planning to make new investments in this region in order to get its share from this market.
 HR strategies of Company Z, which has a significant market share among telecommunication companies, will be examined especially in terms of recruitment, retention and learning and development strategies. 
The company attaches great importance to talent management in its recruitment strategies. It selects individuals who constantly renew their knowledge with rapidly changing technology as employees. As a part of the strategic recruitment process, constantly examines the dynamics of the company and goes to the selection of personnel in this direction. It focuses on the technology-based recruitment process, using both social media and online consultancy companies in terms of reaching the employees with the skills they are looking for.
Company Z will use the same acquisition processes if it exists in the process of creating a market share in Europe. In addition, it will establish close relationships with universities and competitors and professional institutions there, especially in order to reach the talent network in Europe.
Young people under the age of 25, the elderly and long-term unemployed in the Central and Eastern Europe region were most affected by unemployment.  (Scullion & Collings, 2010)   In the light of this information, it is observed that the company has a high advantage in the labour market in the new market. The company plans to create an Employer Brand in this new market that it enters by effectively using attraction, reduction, selection, transition processes in the process of selecting new employees.
Company Z carries out its current request retention strategies with its regular and equitable salary, in-company training and development activities, flexible and employee-specific working schedule and employee survey system to meet the expectations of the employees.
Company Z attaches importance to the learning and development processes of its employees, knowing that the knowledge and experience of its employees will add value to the company. For this, it determines the individual learning needs of its employees and encourages them to participate in formal and informal learning environments. It offers blended learning with the workshops, online learning, line manager trainings and mentoring activities for its employees.
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When we examine the HR strategies of Company Z, which is our imaginary telecommunication company, in terms of recruiting, retention and learning and development strategies, we see that the operation of the company is smooth and even the company is going to grow in Europe.
Although it seems to be using most of their resources for employee satisfaction, it is not very possible for most companies to do this today due to external factors such as the Covid pandemic.
In order for employees to adapt with the rapidly changing technology and developments and to carry the company into the future, technology-based companies should also demonstrate their dedication to the happiness and educational development of their employees.
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