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The human resources are considered as the most important asset of any organization. The maintenance and retention of talented human resources is a very crucial aspect for the organization. To make the organization prosper in terms of success and reputation in the global environment, it is mandatory to value the human resources. This is so because; they are key drivers responsible for making a company successful. In this regard, the following discussion aims to provide the strategic human resource management followed by PepsiCo.
Introduction

Strategic Human Resource Management is undertaken by the companies to achieve their goals and objectives by fulfilling the needs of the employees. With the help of strategic human resource management, extensive focus is paid on the human capital. The organizations that are striving to achieve an immense competitive advantage take all the possible measures related to human resource aspects so that management of human resources could be done properly. It includes recruitment, compensation and other benefits, grievance handling, training and development, performance management and many other areas. With the help of human resource management, the companies are able to understand that there exists a direct relationship between the employees’ needs and the company’s needs. If the employees’ needs are fulfilled properly, then subsequently the needs of the company are also taken seriously by the employees and vice versa (Wise Geek, 2015).

In this regard, the company chosen is PepsiCo, where best practices regarding the human resource management are conducted. PepsiCo has expanded its business in different geographical areas at the global level and has adopted various global actions to promote the development of human resources all across the world. In order to attain a sustainable future, the company is strengthening its tangible, as well as, intangible aspects by streamlining the human resource development process (Mollel, Mulongo, & Maket, 2015). In this context, the following discussion will highlight the human resource areas that are covered by PepsiCo and the way it manages them. 

The various human resource areas that are undertaken by the company are as follows:

1. Benefits and Compensation: PepsiCo has considered the issue of an age gap in terms of salary structure as a very serious issue. The corporation has changed its compensation structure by introducing a challenge program in which it changed its seniority-based pay system by linking it to performance. The company has also considered that performance is directly linked to the talent of the employee regardless of age or experience. The top management of the company stated that in order to decide the pay, younger employees could also be paid more if they are talented and deliver outstanding performance. 

The company also offers lifetime employment opportunity to the employees. Apart from this, the company promotes the recruitment of young employees (Hagiwara & Trudell, 2015). Moreover, changes were also made in the classification of positions like general manager level or deputy general manager level to senior grade 1 or senior grade 2. This change will delimit the difference in the compensation paid to the employees. Additionally, all the employees from lower grade to higher grade are provided with bonus and incentives in a year in the form of two installments. Thus, the compensation structure that is followed by PepsiCo is merit-based or performance-based along with salaried compensation structure in which bonus component plays a prominent role (Asian Review, 2015).
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Figure 1: Salaried Compensation structure
2. Business Leadership and Strategy: The organization in order to make profits at the global level and to remove the shortcomings of quality failures has adopted growth and generic strategies. With the help of generic strategies, the company is trying to maintain its position at the global level. On the other hand, the growth strategy is used by the company to ensure a steady growth by developing new actions. In the generic strategy, the company makes use of brand differentiation strategy and cost leadership strategy. By adopting this strategy, the company aims to minimize its costs of production and to rule the market by having cost leadership. In this regard, the company has implemented PepsiCo production system, which comprises of just-in-time manufacturing methods. The company justifies this strategy as it has raised the business efficiency of the company to a significant extent. 

The growth strategy adopted by the company is market penetration in which the sales volume of the company is increased and thus, due to extensive revenue generation, the company enjoys cost leadership strategy. Another strategy is product development in which the company justifies its brand differentiation strategy by using innovative products and services. In the end, market development strategy used by the company is also aligned with cost leadership strategy as the market presence of the company is strengthened to a major extent with the help of this strategy (Thompson, 2015).

However, due to quality issues and responding late to the economy crisis, the leadership ability of the company is considered as parochial. Apart from this, leadership in PepsiCo is also regarded centralized in nature. Initially, the company used to hire its leaders from within the country, which limited the diversified talent in the company. In this regard, the company has broadened its leader’s selection horizon with an international perspective and has started hiring non-Japanese individuals in the firm. Apart from this, the leadership in the company has also changed itself by involving women in management. The company has also tried to remove the obligations of giving a slow response to external changes by introducing its subsidiary in Texas in the market, where all the factors regarding the safety and environment issues, advance technology, and changed consumer preferences are considered extensively by the company (Levin, 2015).
3. Diversity: PepsiCo is able to maintain its workforce diversity by considering the morals and values of each individual. For the diversity promotion, the company is encouraging the participation of women in the workplace. Apart from this, it is also taking suitable measures to maintain the work-life balance in which the company is trying to balance the professional, as well as, personal life of the women. With the recruitment of people from various castes and race, the company is regarded as one of the best companies in terms of diversity (Greimel, 2015).
4.  Employee Relations: At the beginning, PepsiCo has suffered from the employee relation crisis due to various reasons like less demand of manual works and increased numbers of aged employees. Due to this, the company faced a shortage of labors and started hiring labors on a temporary basis. This has led to a misbalance in the salary systems as the ratio of temporary and overtime workers exceeded the permanent workers due to which dissatisfaction also raised in the employees.
 PepsiCo rectified this problem with the help of two pillars that are continuous improvement and managing good relations with employees on the basis of respect and trust. Another effort taken by the company to maintain its relations with the employees is by providing them stable employment opportunity. In this context, the company avoids the extensive use of termination and layoffs; thereby, providing its workers with good job security. Apart from this, the company offers transparent communication between the labors and management. Moreover, it also encourages its labors to provide their suggestions for the decision-making. For this purpose, the company has opened labor-management councils and other committees. With the use of surveys like employee satisfaction and employee morale, the company is able to identify the loopholes (All about Lean, 2014).

5. Ethics and Corporate Social Responsibility: In dealing with the various stakeholders, the company takes into consideration the ethics and the corporate social responsibility. Even at the harsh times failures due to quality issues, the company has managed to satisfy the interest of its stakeholders by fulfilling their demands and interests. In context to this, the company takes full responsibility to undertake sustainable development in relation to environment and society interest. Apart from this, the company conducts its business as per the laws and regulation, as well as, performs its functions with complete honesty and integrity (Rowland, 2015).
6. Organizational and Employee Development: The company is focused on the overall development of the employees by making them involved in producing different and innovative things. This approach promotes their talent of creativity and risk taking abilities. In this regard, systematic training according to the different geographical regions along with the divisional training is provided to the employees. Apart from this, on the job training is also provided to the staff.
 The training provided is as per the categories of employees like the professional staff and ‘T-shaped human resources’, who are responsible for performing the daily activity. Moreover, skills training, language training, and ethical training are also provided to the employees. While developing the organization and the employees, 
7. Talent Management: PepsiCo promotes the development of talent pool by developing the talent from within the company. However, it has been found that some of the senior executives of the company left the organization in the past few years. This indicated that the company is unable to retain its talent. In the case of excessive competition, the potential and experienced talents of the company were joining hands with their rivals, which posed a great threat to the company. In this scenario, the company manages its talent by strengthening its four pillars including recruitment, performance management, corporate learning, and adequate compensation structure (Shipilov & Godart, 2015).

8.  Technology: PepsiCo has incorporated advance technologies while manufacturing its products. It has paid emphasis on various factors by taking optimal utilization of technologies Moreover; the company to ensure the smooth running of the business also adopts technology. 
Recommendations

· To provide more enhanced training to employees so quality is achieved.

· To maintain and balance healthy relations with the employees and to recruit the talent from diversified regions.

· To reduce the cultural differences between employees by providing them proper training. 

· The company can also adopt the practice of management by objective (MBO), which will make the employees accountable for their roles and thus, will develop the business efficiency and effectiveness (Ferguson, 2015).

Conclusion 

The company enjoys a leading position at the global level by implementing good and sound HR practices. Although, the company has suffered from certain issues in the past years,  still due to its extensive efforts it has regained its market position and brand image. 
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