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[bookmark: _Toc113522620]Introduction
In this era of globalization, the role of the HRM and IHRM has become very crucial to the success of the organization. in order to play this enhanced role effectively, the HRM/IHRM director has to ensure developing and deploying the strategies that would keep the employees motivated and committed to the organization and make them competitive in business environment as well. Being an HR director in a technology company, in this report three key areas of the HRM; staffing: retention; learning and development; and compensation have been chosen and the most appropriate strategies relevant to the areas have been developed to make the team members valued, appreciated and develop sense of belonging to the international technology company. 
[bookmark: _Toc113522621]Overview of the Organization
Tesla inc. is the largest EV manufacturer in the world which came into being in 2003 in the UK. The company is currently having the 12% pie of the market share in the Global EV manufacturing market which makes it the largest (Khan, 2021). It is a public limited company which is currently operating in southeast Asia, middle east, east Asia, Europe and north America. The dealership operating business model in the automobile industry is generally followed where the cars are sold to the customers through the dealers in every part of the world but in case of the Tesla, it has owned all the service centers and retail stores through which it sells the vehicles to the consumers. Besides, the official website of the Tesla is also used for this purpose. Apart from selling full electric cars, Tesla also deals in products such as solar roof and solar panels (Liu, 2021). The EV of the Tesla are manufactured and assembled in factories of Tesla which have been placed in US, however a mega factory in the China in under production. 
[bookmark: _Toc113522622]ADKAR’s Change Management Model
The change has become inevitable in the modern day business environment and it occurs either by design or by destruction. The global business environment is demanding change due to both reasons. Keeping in view the enhanced role of the HRM in the modern day business environment, the leadership of Tesla is supposed to look into bring change into the HRM practices, policies and activities so that high performance working environment can be created in the internal business environment (Khan, 2021). it is notable here that before going into the application of the HRM practices and policies, the HRM of the Tesla needs to understand the importance of change management through a systematic way to help the stakeholders embracing the change with slim to none resistance. 
In 1998, Prosci developed the change management model as a result of his research change project over the 30 companies. In this model a total number of five HR strategies have been illustrated which tend to allow an organization not upgrade the current human resource strategies as well (Alkindi et al., 2021). The first stage is Awareness where the HR management needs to understand and make understand the possible benefits of the change within the organization. the 2nd strategy is Desire which is about finding a strategic map to implement the change within the organization. in case of the Tesla, the HRM required to ensure participation of each of the employees at this stage so that they become aware and generate a desire within for the change in the HRM practices and policies. At this stage of the model, the knowledge of the change and how this will be implemented is discussed within the team members and the knowledge is shared for the same (Alkindi et al., 2021). In case of the Tesla, the HRM would require organizing team meetings and speak word of mouth to make the employee realize what is coming and how it is going to come.
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[bookmark: _Toc113522644]Figure 1: Prosci's ADKAR model
Source: (Alkindi et al., 2021)
In addition, the ability is the stage where the overall skill evaluation of the employees to embrace the change and the availability of the resources and capabilities of the organization to absorb the change is evaluated. This is where the Tesla’s HRM should ensure that if the equal gender pay policy is being introduced by the HRM, the employees should be first provided knowledge about the same or if the new anti-discrimination policies to endorse cultural diversity within the organization is being introduced, they must go through the training of managing cultural diversity. The reinforcement is the final stage where the change is made a permanent part of the origination through providing support through organizational culture, reward and management and documentation.
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In the below three HRM areas have been chosen and two most appropriate strategies relevant each of the areas have been developed and deployed to make team members valued, appreciated and committed in Tesla. After choosing the change management process, the following HRM strategies will be applied to the Tesla to create high performing working environment. 
[bookmark: _Toc113522624]Compensation
According to Shaaban (2019), In the context of HRM, compensation is recognized as the direct payment employee receive in a company against the work performed. The role of compensation in an international technology company like Tesla to make the team members valued, appreciated and committed cannot be denied as huge innovation and creativity is required in the Tesla from the employees and numerous changes in the product and service innovation design take place more often. for this purpose, two most appropriate strategies will be introduced and deployed. 
· [bookmark: _Toc113522625]Performance Management Appraisal using MBO method
Performance management appraisal is a vital component of the performance management process. it is a process of evaluating the individual employee performance in a specific period of time. Keeping in view the given scenario, performance appraisal process will be used as a strategy which contains four steps. In the first step the job analysis will be carried out (Islami, Mulolli and Mustafa, 2018). In the 2nd step certain standards and measurements relating to the job will be developed and will be communicated to the employees of Tesla so that they know the criteria in which they have to perform.
In this regard various internal performance measurement tools such as Key performance indicators and balance score card will be used at Tesla. The third step includes the informal coaching and discipline of the performance appraisal whereas in the final stage the formal performance appraisal will be conducted. It is notable here that all these steps are to be aligned with the mission and objectives of the Tesla as depicted below. Similarly, the standards that are aligned with the objectives and mission of the Tesla are to be developed. The standards and measures should be acceptable and feasible for all the employees and should be specific so that employee understand these standards and measures. There are different methods of performance appraisal measurement but in the given case, the management by objectives will be taken into consideration (Jintao et al., 2022).
Through this method, an understanding of the objectives can be developed by employees and managers jointly whereas it is the manager who solely evaluate the performance of the employees and give feedback accordingly and offer reward against the performance. It would also be ensured in this strategy that certain policies and principles set by the organization to avoid biasness, distributional errors, similarities and contrast during the performance appraisal process to make employees who are rewarded valued and appreciated. The criteria should be accurate and fair so that it does not demotivate the employees who do not qualify for the attractive rewards. The performance appraisal process has this ability to make the employee feel loyal and committed because it exchanges reward against the efforts put by the employees (Shaaban, 2019).
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[bookmark: _Toc113522645]Figure 2: The performance Appraisal process
Source: (Lin and Kellough, 2018).
· [bookmark: _Toc113522626]Employee Benefits considering both Statutory and Voluntary Benefits
The employee incentives and benefits is another useful strategy that will be deployed Tesla to make the team members appreciated, valued and develop a sense of belonging to their organization. This strategy of providing the team members with the statutory and voluntary benefits would certain help in achieving the objectives as HRM director of Tesla. This is another vital component of the compensation area of the IHRM. It is important for the director which benefit is chose in the automobile industry keeping in view the nature of the field and the challenges and issues face by the employee mentally and physically (Dwyer et al., 2019).
When it come sot the statutory benefits, the unemployment insurance and FMLA will be provided. The reason being the growing numbers of the communicable and non-communicable diseases in the world and the increase uncertainty in the business environment. This would allow the employee feel safety as well as leading to trigger the 2nd tier of the Maslow’s hierarchy of needs. This would certainly make the employees feel valued and appreciated. In case of the voluntary benefits, retirement benefits, employee insurance coverage, educational assistance, elder care assistance, free or low-cost meals and organization- sponsored teams will be provided as benefits (Lin and Kellough, 2018).
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[bookmark: _Toc113522646]Figure 3: Maslow's Hierarchy of needs
Source: (Lin and Kellough, 2018)
 The key reason for this is that employees in this regard would feel that they are valued at the Tesla for their being and their efforts in the organization and they are certainty adding value to the firm. This would also make them feel a sense of belonging with the company because these benefits will be competitive in the automotive industry as well which is something the HRM director has to ensure to not only retain the employees but keep them loyal and committed to the organization. 
[bookmark: _Toc113522627]Staffing: Retention
According to Juckes et al., (2020) the retention refers to the ability of the employer to retain its employees to reduce the employee turnover rate. Through deploying comprehensive program in both retaining the existing employees and attracting the new ones. In the below two most appropriate strategies have been deployed relevant to this area. 
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Source: (D’Agostini and Petit, 2018).
· [bookmark: _Toc113522628]Job Design
Job design and redesign is a strategy that can be used in the retention of the employees to ensure keeping their motivation level high, seeking high commitment and create a systematic value to value and appreciate the employees. According to Naweed et al., (2022) the job design refers to a process of identifying the tasks for which each of the employees is responsible to undertake and the way of accomplishing those tasks whereas the job redesign is the changing of the tasks and the way they are to be performed. 
The job design reduces the uncertainty in the internal business environment and makes each of the team member responsible for their undertakings. This also allows the HRM to make team members fulfilling their responsibilities valued, appreciated and committed to the organization. It is considerable here that the job design and redesign rely on the structure of the organization and the pattern of working (Atkinson et al., 2018). For instance, mechanistic job design lay emphasis on design the jobs in accordance to the skill simplification and task specialization. In order to make the team members valued and appreciated, the motivational job design will be taken into consideration in this strategy because it lay focuses on the job characteristics that affect psychological meaning and motivational potential. in the light of the JCM, it can be stated that based on the five core characteristics of the job design, based on the skill level, the task will be assigned to each of the team member in accordance to the significance of the task and this will bring the team members into the psychological states of experienced meaningfulness of work whereas the autonomy is the fourth core characteristics which will bring the psychological state of experienced responsibility for outcomes into the team members.
 The last core characteristic of feedback will allow the team members to gain the knowledge of results leading to increased motivation, performance, productivity, job satisfaction and decrease absenteeism and turnover. Thus this way the HRM will make sure that the team members are valued and appreciated and a sense of belonging with the Tesla will be developed in them (Juckes et al., 2020).
· [bookmark: _Toc113522629]Quantitative Forecasting
It is to be noted here that every business has peak and non-peak months during a year and they tend to recruit and downsize in accordance to the need of the work to be produced by the employees. This strategy would allow the HRM to reduce uncertainty in maintaining the accurate numbers of employees needed to produce a certain amount of goods required in different seasons without going into the expensive recruitment and selection process as well as the uncertain process of laying offs and downsizing which result in creating a sense of insecurity in the existing employees and affect their motivation level adversely (Zellner et al., 2021).
 For instance, this technique would allow the HRM to know how many employees, it will have required to achieve a certain amount of revenue in the year of 2016 using the historical data. if a total number of 225 employees generated revenue of 27.84 million in the year of 2015, the HRM can estimate that in order to reach out the revenue of 29.92, they will require 244 employees in the year of 2016. In this regard, the method for reconciling a labor shortage, different techniques can be taken into consideration rather than going for the expensive recruitment and selection method (Juckes et al., 2020). For instance, paying existing employees overtime, hiring contractual employees, outsourcing the additional employees needed rather than going into hiring and using technological tools to enhance the existing employee efficiency and productivity. Similarly, to reconcile a labor surplus in a case where lower amount of production or revenue is required for a year, rather than going into downsizing and layoffs, the work sharing, natural attrition, hiring freeze and early retirement methods can be taken into consideration. 
Now, one of the major advantages of deploying this strategy will that it would ensure reduction of employee burnout, reduce uncertainty in the internal business environment, offer the existing employees a sense of security for the job leading to make the team member valued, appreciated and motivated (Arvan et al., 2019). This would result in retaining the employees and reduce the employee turnover as it will bring in certainty into the internal business environment. 
[bookmark: _Toc113522630]Learning and Development
According to McWilliams et al., (2019) learning and development is a process to encourage the professional development of the employees of a firm. This includes analyzing the skills gaps in the business and design the training programs to not only empower and benefit the employees to achieve the higher commitment level but also benefit the organization by enhancing the performance and productive of the employees. 
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[bookmark: _Toc113522648]Figure 5: training and development process
Source: (Fullwood and Rowley, 2021).
· [bookmark: _Toc113522631]Skills and training Methods
According to Sundberg et al., (2018) the skill and training refers to a continuous process through which the skill and knowledge of the employees in a specific area is enhanced to achieve certain objectives. The skills and training methods can be categorized as technical skills, interpersonal skills and conceptual and business skills. This strategy is used by HRM to improve the self-esteem and self-efficacy in the employees so that they can be valued and appreciated within the organization.
In the light of the training process, it can be identified that this strategy needs a systematic way to be deployed where in the first stage, the needs for the training and development in the business and employees is assessed. For instance, if a business operating in UK, plans to expand in India in the next year, it would require the employees to develop diversity and cultural intelligence skills so that the expatriates perform high in the overseas operations. In this regard, through the adoption of positive reinforcement to share the behavior of the employees, the training and development for the diversity and cultural intelligence can be deployed. The employee recognition award can be announced in this context as well. this is where the design and deliverance of the training program come into play (Bak, Jordan and Midgley, 2019).
For instance, since the cultural intelligence is a knowledge based skill, all the processes and methods included in the three categories will be taken into consideration such as written material, job rotation, project, role playing, management games and interactive videos. Now this strategy of learning and development would ensure that employees are valued as they would enhance their value in the business environment and become more competitive and appreciated by the organization through assigning them the overseas job and develop a sense of belonging in them through investing in them and making them responsible for the success and failures of an overseas project. Moreover, the job rotation can also come into play here where the employees can be rotated to enhance their knowledge and skill behavioral competencies. 
· [bookmark: _Toc113522632]Methods of Employee Development
The methods for employee development that are used commonly are outsourcing, formal education, job rotation and assessment of the employees. The enhancement of the knowledge and skill level of the employees can be achieved through number of way. In this strategy, the HRM would ensure that the employees are provided fair opportunity of attaining degrees’ programs, courses and certifications relevant to the field in the business operate and nature of the job of the employees. 
For instance, the HRM can provide a marketer in the organization an opportunity to attain the degree of phd in marketing and relevant certification to enhance the knowledge and skill level of the employees. This strategy would certainly result in making the team members more valuable and enhance their self-esteem and self-efficacy. In addition, the employees will be more valued and appreciated in this regard and they would feel more sense of belonging and commitment with the organization (Newman et al., 2020). In the light of the Maslow’s hierarchy of needs, this would result in fulfilling the security and self-esteem motivational needs of the employees. in addition, the employee skill assessment can be carried out for their learning and development to assess their standings on the most wanted skills in the business environment that are relevant to the specification of their jobs.
The purpose of skill assessment would be informed to the employees to win their vote of confidence and then the relevant skills and knowledge areas will be recommended for their development. For instance, a marketer will be assessed on the virtual communication skills and IT awareness so that he can feel more valued and motivated and the relevant program for training will be organized for a number of employees deficient in this specific area of skill and knowledge (Arvan et al., 2019). 
[bookmark: _Toc113522633]Conclusion
To conclude, throughout this report the HRM strategies in three different areas in the light of the theoretical framework and concept of the HRM have been discussed and analyzed. The purpose was to make the team members valued, appreciated and committed to the Tesla to enhance the overall performance and productivity of the organization. it was found out that all the strategies of the HRM are useful but it is important for the HR director to choose the methods and techniques will be developing and deploying strategies that are relevant to the automobile indusry and the internal and external challenges the team members are to cope with in the automobile industry. 
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