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[bookmark: _Toc64249069]1.	Introduction
Ideally, leadership is less about been a strong or charismatic individual; it’s more about managing people and leading them in the same direction. Again, leadership is not a destination but rather a form of art that requires such a leader to work effortlessly to motivate a group of people to act towards achieving a common goal (Prentice, 2014). As expressed by Peterson (2018), to effectively manage people within an organizational setting, leadership should be based on both borrowed and original ideas that are effectively communicated to others in a way that engages them enough. Again, different scholars view leadership from different perspectives; nonetheless, one of the aspects that they tend to agree on is the fact that leadership is linked with performance as they state that leadership refers to the accomplishment of a goal through the direction of human capital (Prentice, 2014).
In addition to its responsibilities, leadership is faced with unprecedented challenges that test an individual’s leadership skills as well as their abilities. As indicated by the University of Kansas (2019), being a leader, itself is a challenge, and it is also impossible to imagine a situation where a leader has to face either internal or external challenges or even both. In reference to a study conducted by Peterson (2018) regarding 1248 responses from business leaders, Peterson uncovered that one of the top challenges that dominated the other challenges faced by leaders was issues arising from the management of people. 
IMD (2018) states that within an organizational setting, people management is probably one of the most important aspects of soft leadership skills for quite a number of reasons. Firstly, it influences productivity due to its impact on employee motivation and morale; it acts as a major support system especially during times of transition, uncertainty as well as changes (IMD, 2018). Nonetheless, it’s important to note that it’s during these periods that leadership skills and abilities are put to the test. For instance, in 2016 Dell undertook the acquisition with EMC, a transition that has presented its leadership with unprecedented challenges. This historic Dell and EMC merger represented one of the world’s largest privately-controlled tech companies with the aim of providing its customers with essential IT infrastructures and supports to enable them to run their business operation upon (Dell Technologies, 2016). The new company is capable of offering a complete end-to-end solution meaning it has IT products in every area of the spectrum from the operator front end all the way to the data centre backend. 
Although, this acquisition has had been successfully completed, at the same time it means that Dell EMC has now got more employees to manage compared prior to the acquisition. According to Statista (2020), the number of employees at Dell has been growing over the years, with the highest number been recorded as from 2016 after the merger with EMC, a growth rate which is summarized in Figure 1 below. Further, Statista (2020) also states that as of early 2020, Dell Technologies had already employed more than 165,000 employees.
[image: ]
Figure 1. Number of employees at Dell from 1996 - 2020

[bookmark: _Toc64249070]2.	Major Challenges at Dell EMC
[bookmark: _Toc64249071]2.1	Globalization, Competition, Growth and Innovation
According to Sivenko (2018), there are many bumps on the journey of leadership, some of which are roadblocks while others are bridges towards success. Nonetheless, as IMD (2018) states, every challenge in leadership is an opportunity to learn, improve on your skills as well as abilities, and an opportunity to strengthen your emotional intelligence, which is quite vital in attaining effective leadership. One of the most persistent sources of leadership challenges that arise quite regularly is people management. Sivenko (2018) holds that on your journey to leadership, there are plenty of both external and internal obstacles for leaders; nonetheless, how leaders react to these situations are what determine the outcome of these challenges, which the results can either be positive or negative.
Alongside these objective challenges, the current business environment presents organizations with new challenges, both internal and external. Organizations are faced with potential threats and opportunities which challenge the short-term and long-term success of their operations. Aspects such as globalization, competition, growth, and innovation are contributed greatly to the complexities of global companies’ management. Globalization, which is the process through which businesses develop international influence and start operating on an international scale largely impacts how leaders conduct business across national borders (Perez, 2017). In the process of globalization, there are political, economic, social, technical, legal, and environmental issues that global leaders must put into considerations so as to lead the organization within the globalized environment effectively. Although the concept of globalization in relation to leadership is not extensively studied, its quite clear that this interconnectedness of economies presents the process of leadership with a lot of challenges since leaders must put into considerations aspects regarding culture, the accessibility of information, capital, among other aspects (Perez, 2017). 
The other trend that has contributed greatly to the complexities of these leadership challenges is competition. Globalization, which is behind the increased levels of competition across industries, affects the economy, business lives, society, and the environment in quite a number of ways (OECD, 2018). Globalization has changed the competitive nature of the business environment and most especially in terms of the product/service cost/prices, the target market, technology adaptation, the production and manufacturing processes, among other ways. Today consumers have a wide variety from which they can choose their products or services, an aspect that has shifted their behaviour, thus demanding more quality, reliability and convenience. Again, since competitiveness is all about creating the right environment for your customers, organizations are left with the burden of improving on their effective and innovative policies so as to boost their productivity and attain a sustainable competitive advantage in the long run (OECD, 2018).
Furthermore, the trend of growth and innovation has also contributed to these complexities facing leadership. In the face of globalization and increased competitiveness, leaders are left with the challenge of coming up with innovative ways to improve their operations and, by so doing, increasing their rate of growth (Slimane, 2015). The concept of leadership is always focusing on bringing about a better future, which automatically requires leaders to be innovators. Again, putting into consideration the rate of globalization and competitiveness, leaders have the responsibility of looking not just for immediate success but also the long-term goals. Alongside being innovative, leaders are required to establish trust among the employees so as to push for change or adjustments necessary for fostering growth.
Dell EMC faces the similar challenges of growth as most of the global companies when it comes to globalization, competitiveness, growth and innovation. Firstly, as expressed by Pate (2019), globalization has already established major impacts on Dell’s corporate culture within the global marketplace, and for that, Dell EMC is tasked with the responsibility of proving their contrarian strategy. At the same time, given the fact that Dell has established itself as a global brand name, it has the responsibility to manage its expansion with respect to its corporate and business culture. With the recent addition of EMC, Dell is undoubtedly massive, and for that, the leadership is left with the challenge of managing the 165,000 workers across the world (Pate, 2019). Again, globalization also brings about the aspect of competition to Dell since the company now than ever needs to adopt better ways of doing things so as to remain competitive and relevant within the dynamic market environment. As expressed by Pate (2019), Dell has been forced to restructure its frameworks to create more meaningful working conditions that are safe, secure, and incredibly healthy for the employees since inspired employees always improve on their performance. Additionally, the computer hardware and software industry is quite a competitive industry that is highly driven by innovation. To this effect, Dell is faced with the challenge of continually engaging in innovative activities purposely to keep up with these dynamics and at the same time, empower its employees to become creative and innovative. To this effect, it’s quite clear that globalization, competition, growth, and innovation are highly influencing the overall leadership of dell, thus affecting its people management activities.
[bookmark: _Toc64249072]2.2	Competitive Analysis of Dell EMC
Importantly, to effectively evaluate the challenges Dell’s leadership is undergoing in its process of people management, conducting a SWOT and PESTEL analysis on the company would be quite helpful. As stated earlier, both the internal and external environment is a great determinant of the complexities that Dell’s leadership is bound to encounter. To this effect, by conducting a SWOT analysis on Dell, we’ll be able to outline the various internal aspects that impact the company’s leadership. On the other hand, by conducting a PESTEL analysis, we’ll be able to highlight the growing trends, opportunities as well threats that Dell’s leadership faces in its day-to-day operations and which ultimately impact the process of people management.


[bookmark: _Toc64249073]2.2.1	SWOT Analysis on Dell

Table 1. SWOT Analysis on Dell
	Strengths
	Weaknesses

	- An established market presence
- A broad portfolio of products
- Third biggest PC seller in the world
- A reputable brand
- Established presence across the world
	- Private ownership
- High dependency on suppliers
- Don’t have a unique technology
- Limited differentiation of products

	Opportunities
	Threats

	- Huge amount of investment on RD
- Development of new products and technologies such as; Big Data, cloud computing, tablets, security
- Set to benefit from IoT market
	- Intense competition in the industry
- Declining PC markets due to emerging technologies


Firstly, as expressed above, one of the strengths regarding Dell is the fact that the company has an already established market presence, and that it’s one of the strongest players in the industry (Dell Technologies, 2020). Additionally, Dell is positioned as a leading IT provider in the medical field, it additionally serves most of the top commercial banks worldwide (Pate, 2019). Moreover, Dell serves 99% of the fortune 500 companies as well as the top global airlines. With regards to the strength of a wide portfolio of products/services, Dell is known to offer a broad scope of IT solutions, products, and services (Pate, 2019). Additionally, Dell is recognized as a reputable brand that has established its presence across the world without forgetting the fact that it has established itself as the third biggest PC seller in the world. Notably, these strengths are highly attributable to the company’s leadership as well as how the leadership handles the people management process. 
As expressed above in the matrix, one of the major weaknesses of Dell is the fact that the company is privately owned, and for that, there is an over-dependence on Michael Dell, who is the CEO and most specifically when it comes to decision making (Pate, 2019). A sudden loss of his service might have a deteriorating effect on the company. On the other hand, the decision-making process is highly centralized and restricted to the CEO, an aspect that leaves employees less motivated and inspired. With the weakness of highly depending on suppliers, Dell is exposed to the risk of compromising the quality of its products and services in the case of a change of the supplier. Additionally, the company does not have a unique technology through which it can rely on when it comes to differentiating its products. Given the scale of expansion as well as different geographies that the company is planning to expand, Dell’s leadership is left with the challenge of aligning the company’s technologies with its vision.
By investing extensively in RD, Dell has the opportunity of exploring consumer needs and behaviour, thus opening a new market for its products, solutions, and services (Pate, 2019). Again, it presents the company with a great opportunity for the organization to build new revenue streams as well as diversify its solution, products, and service categories. Again, with the presence of IoT, Dell is presented with the opportunity to engage with customers more directly without forgetting the fact that IoT presents a much broader market.
Lastly, when it comes to the threats, Dell faces extensive competition from other brands within the same industry, an aspect that has forced the company’s leadership to resolve to increase its expenditure by investing in R&D. Again, the industry is also facing a transformation with new technologies and innovations replacing PCs by the use of smartphones, tablets among other computing gadgets. 
Collectively, from the above analysis, it’s quite apparent that when it comes to the management of people, Dell’s leadership is left with the challenge of depending on its human capital to leverage its strengths and opportunities with its weaknesses as well as mitigating the threats. Again, with the new Dell EMC acquisition, the company is faced with a major leadership challenge of managing and leading the 165,000 employees towards the attainment of the company’s goals.
[bookmark: _Toc64249074]2.2.2	PESTEL Analysis on Dell
A PESTEL analysis describes a framework of macro-environment factors used to scan the components of strategic management. Additionally, PESTEL analysis also complements the SWOT analysis since the results of the PESTEL analysis can be used alongside those of SWOT analysis so as to make informed decisions regarding an organization’s strategic management. 
Political factors plays a significant role in determining the factors that impact the company’s long-term profitability in certain markets (Clarke, 2019). As an international player, Dell Technologies has to deal with more political pressures such as policies related to foreign businesses, tax regulation as well a varied political environment. It’s also important to note that political stability is a sign of economic stability as well as a flourishing market and vice versa. Similarly, Dell also has to deal with local action groups such as those pushing for working conditions, an aspect that highly challenges the company’s leadership when it comes to effectively managing the human capital (Clarke, 2019).
Economic factors are quite crucial factors since they impact both the company and the customers more or less equally (Clarke, 2019). If the economic conditions are not favorable, the market is affected as well as the consumer purchasing power. In such a scenario, international companies such as Dell are exposed to the risk of reduced sales and ultimately a fall in its revenue. Again, with poor economic conditions, companies incur increased operation costs, thus forcing them to reduce the number of employees. The resents the challenge of managing people who anticipate losing their jobs due to poor economic conditions. Again, the outbreak of COVID-19 pandemic has increased the level of economic uncertainties, which has rendered many companies out of businesses, while others have created new avenues and opportunities out of these uncertainties. For instance, the use of computer hardware and software has gone up since the emergent of COVID-19, thus presenting companies like Dell the opportunity to make more sales and revenue. Nonetheless, Dell is faced with the challenge of meeting these demands since the government insisted on the observant of the set safety protocols without forgetting that people are today working remotely at home than at any other time in history.
Social factors whose effects can be either direct and/or indirect (Clarke, 2019). For instance, the change in lifestyle has caused people to rely heavily on computers and laptops to access information or for any activity or task they want to conduct online. Still, on the change in lifestyle, COVID-19 has caused people to conduct most of their transactions as well as conversations online, thus the increased demand for computers. In as much as Dell has a wide market, its sales are also falling due to the shift from computers and laptops to other technologies such as smartphones and tablets (Clarke, 2019). Again, when it comes to advertising, Dell is left with the challenge of matching advertising strategies that will match the cultural and social aspects of the specific region. The consumer tastes and preferences also vary from one customer to customer, which also presents a challenge to Dell. 
When it comes to the Technological factors, it’s important to note that Dell is one of the brands that dominate the computer software and hardware industry; however, the company is highly affected by the changes that come along with this factor (Clarke, 2019). People have changing demands; for instance, there was a time when computers were operated using a mouse and a keyboard, then laptops with embedded keyboards and trackpads emerge. Today the trend has changed since we are in a phase where touchscreen monitors are in both laptops and PCs. Again, the emergent of SSD is slowly rendering hard disks obsolete (Clarke, 2019). To this effect, Dell is left with the challenge of keeping up with these trends and most especially after the merge with EMC, given the fact that its market size has expanded.
Within the 21st century, the Environmental issue has become quite an important factor that business has to observe in the process of their operations (Pate, 2019). To this effect, as an internationally established brand, Dell is left with the responsibility of ensuring that its operations and activities are aligned with the environmentally friendly standards outlined within a specific country or rather a region. Fortunately, Dell is currently addressing the opportunity to maintain business sustainability through recycling alongside the related programs. Again, as Clarke (2019) pointed out that Dell is continually seeking new technological solutions so as to improve its energy efficiency, for example, through improved power consumption management, processors as well as components that emit less heat.
Lastly, given the fact that Dell Technologies operates in multiple regions, it has the responsibility of abiding by the respective Laws, rules, and regulations (Clarke, 2019). For instance, Dell has to abide by the tax and operational laws of these regions; however, these laws keep on changing, and they vary from place to place. Again, Dell has to abide by the labour laws covering the minimum wage, working conditions as well the welfare of the employees. Clearly, this factor not only affects how Dell operates in these different regions but also how it manages its human capital with respect to meeting these laws.
Collectively, in relevance to the above analysis, it’s quite apparent that Dell’s leadership is faced with a complex task of ensuring that it uses the company’s strengths and opportunities to overcome the threats and weaknesses that emerge from the PESTEL factors. Again, as expressed by Hughes (2019), the more complex your context or, rather, your operating environment is, the harder it is to push for your agendas in people management. In the same manner, considering the fact that Dell merged with EMC, it’s expected that Dell Technologies’ operations and dealings have expanded, and for that, the company’s leadership is left with the challenge of bringing together the necessary tools to emerge successfully.
[bookmark: _Toc64249075]3.	Leadership and Management Issues at Dell EMC
In reference to the above analysis, it’s quite apparent that the new Dell Technology is faced with quite a number of leadership challenges and, more precisely, those related to people management. As expressed by Bradt (2015) in a study conducted by KPMG, it was discovered that 83% of mergers and acquisitions are bound to fail, a failure which is much attributable to mismanagement of capacities and people. Further, according to Gadiesh, Buchanan & Daniel (2020), when a company merges with another or a company is acquired by another, much focus is usually shifted towards more effectiveness and profitability while the employees are ignored or even assumed. Gadiesh, Buchanan & Daniel (2020) state that assuming or rather ignoring employees is usually the first step towards failure since by assuming that employee issues are easy to overcome then you are automatically leading your organization to failure. Similarly, since the completion of the acquisition in 2015, Dell Technologies has continually engaged in creating a sustainable competitive advantage with little focus on creating an effective people management framework.
Based on the SWOT and PESTEL analysis conducted in the earlier section on Dell Technologies, some of the people management issues that the leadership is currently facing include communication challenges, employee retention challenges, cultural challenges, overestimating synergies, change management challenges, among other challenges. Most importantly, these challenges revolve around the trends of globalization, competition, and innovation. To this effect, this report will focus on two mainly affecting people management issues, including change management and cultural challenges.
[bookmark: _Toc64249076]3.1	Change Management Challenges
Ideally, change management has grown to be the most vital success factor for many businesses today and most especially those undergoing a transition, a restructuring/reengineering, or even merger/acquisition (Sirkin, Keenan & Jackson, 2015). The term change draws meaning from different disciplines, including psychology, behavioral science, systems thinking, engineering, among other fields. According to Setyoanto & Ikhwan (2019), change management is a continuous process that requires ongoing attention through the use of tools and techniques to manage the people side of change so as to achieve the desired outcomes. Again, Teczke, Bespayeva & Roza (2017) concur with Setyoanto & Ikhwan (2019) as they state that change management is a process that focuses on how to assist as well support employees to embrace, adopt and utilize the change in their day-to-day operations. Based on the above-conducted SWOT and PESTEL analysis, its quite clear that Dell Technologies is facing the challenge of change management. For instance, the analysis uncovers that the company faces intense competition as well as a limited market, elements which are highly attributable to the issue of change management. Additionally, the company Dell completed the acquisition of EMC in 2015, and for that, this transition from one independent company to the now Dell Technologies poses a challenge of people management to the leadership. Again, in relevance to the above competitive analysis, it’s quite clear that Dell is highly affected by the changes that come along with the technological factor and most especially given the fact that the industry keeps on evolving in terms of customer needs and market regulations.
  As expressed by Proyor, Tenaja & Humphreys (2018), organizational leaders today are facing unprecedented challenges and most especially those related to world-wide communications, time available to address change, as well expectations for performance, and this is not any different from what Dell leadership is facing. Again, in the case of transitioning or merger/acquisition like in the case of Dell Technologies, leaders are expected to simultaneously think as well make decisions about future change, some of which are long term while others are immediate. This requirement of making either long-term or short-term decisions is not quite easy since it requires leaders to engage in a more rigorous process of planning, managing people as well making decisions that will impact not only the organization but also the employees. As earlier stated, one of the mistakes that leaders make while managing change is by shifting their entire efforts and focus on products, services, and profitability while they assume the presence of employees.
In relevance to the Kubler-Ross Five Stage change management model, employees form approximately 60% of a successful change management process (Shoolin, 2010). Again, as expressed in Figure 2 below, this model emphasizes the idea that leaders should prioritize their employees by reasoning with them as well as understanding them. The model comprises of five phases with the first phase being denial, where workers are not ready to acknowledge change which is an indication of resistance (Shoolin, 2010). The other phase is anger, where its assumed that once the news are first assimilated, what follows is anger as workers realize that that change is actually happening (Shoolin, 2010). The other phase is bargaining, where workers attempt to negotiate for the most ideal arrangements out of the circumstance, thus avoiding ending up in the unimaginable (Shoolin, 2010). The other phase is depression, where workers realize that negotiation is not working, and it’s in this phase where they might lose faith thus resolving to withdrawal of commitment, low motivation, and lack of happiness. Finally, we have the phase of acceptance where employees acknowledge there is no point in resistance, thus accepting the change (Shoolin, 2010). Clearly, the process of change management is quite complex and most especially when approaching it from the employee standpoint. In relevance to this model, leaders need to engage employees through the change management process so as to achieve a smooth transition. Unfortunately, Dell Technologies is much focused on growing its profits rather than engaging its employees so as to achieve a smooth transition of the acquisition. As expressed in the PESTEL analysis section, one of the challenges that Dell is currently facing within the social factors is matching the social and cultural aspects since the company wants to keep up the cultural aspect of the company while ignoring the social aspect of the employees. Dell assumes that employees do not have an option rather than accepting the change and putting up with its effects, an assumption which results in the rise of different change management issues as expressed below.
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Figure 3. The Kubler-Ross Change Curve
Conflicts
Conflict is one of the issues that propel change management issues since it triggers different emotions such as uncertainty and fear, thus causing employees to take frustrations on each other, that is, those in support and those against the change. As expressed by Bloomberg (2019) during Dell’s conference in Las Vegas in 2018, Michael Dell pointed out that the acquisition was not much of a smooth transition since it took the company a lot of efforts and finances to discover that the employee is a crucial asset for any company that is undergoing a merger or acquiring another company. These realization by Michael Dell brought about the understanding that not all employees were up for the change since others were against the idea while others were in support. Again, when conflict arises during a transition, it brings about the realization that both the employees and the employers, or rather the executives, are reading from two different pages.
Lack of Proper Planning
According to Ganson (2013), change management will always result in automatic failure without correct planning. Planning forms a very crucial aspect of successfully adopting and implementing change. As expressed by Bloomberg (2019), Dell Technologies had overestimated its plan since initially; the company had planned to direct its focus on how to join efforts with EMC and accumulate more profits without putting the employees in the picture. Additionally, as expressed by Balakrishnan (2015), CEO Michael Dell acknowledges that they had overlooked the issues that would arise from employee resistance, something which has dragged behind the implementation process.
Poor Communication
According to Syptack, Marshall & Ulmer (2019), employee satisfaction plays a rather crucial role within organizations when it comes to the achievement of the set organizational goals. Normally, satisfied and motivated employees are much likely to be more productive, creative as well as committed to their tasks. In relation to the Herzberger Two-Factor Theory, Herzberger holds that employee satisfaction is divided into two dimensions, including hygiene and motivation (Giese & Avoseh, 2018). Hygiene issues such as salary ad supervision can either increase or decrease employee satisfaction, while motivation issues such as recognition and achievement determine employee productivity, creativity, and commitment. Employees want to be in a working environment where they feel recognized as well accepted, just as expressed in by Herzberger. Employee recognition is usually a result of effective communication where employees are engaged through the process of change. Clearly, the issue of change management experienced by Dell was a result of poor communication where the employees were not fully engaged through the change process. The feeling of uncertainty when the management fails to communicate effectively disrupts the normal undertakings as well as making the employees feel as if they were not part of the decision.
[bookmark: _Toc64249077]3.2	Cultural Challenges
Alongside the challenge of change management, the other people management issue that Dell Technologies face is that of cultural challenges. Ideally, mergers and acquisitions can ultimately generate growth, drive value, expand market access as well as established a reputable global change. Nonetheless, despite these benefits, mergers, and acquisitions can easily result in a loss of value for the shareholders. As expressed by Financier Worldwide (2019), one of the highly documented causes of failed merges and acquisitions is cultural incompatibility. In most cases, the leadership is highly motivated and focused on the price or rather on the profitability aspect of mergers and acquisitions that they leave employees unattended, which is the case in the account of Dell Technologies. This causes employees to feel isolated, unsupported, and unsure of what the future holds; these uncertainties undermine the success of any M&A to the point of derailing it.
In reference to the competitive analysis section, cultural challenges appeared to be a similar issue that Dell Technologies faces in both the SWOT and PESTEL analysis. For instance, the company has established itself as an international brand, and for that, it operates in multiple regions. Another aspect worth mentioning is the fact that during the planning process for the M&A, the company did not put into considerations matching the company’s cultural aspects with the social aspects. Again, another cultural aspect worth mentioning is the fact that the company has created a culture of highly depending on Michel Dell to make decisions for the company, thus neglecting to consider the input of employees.
As indicated by Very & Satu (2012), for companies to emerge successful after a M&A, prioritizing cultural considerations is very important. Recognizing or failing to recognize the compatibility of the different corporate cultures can be the source of people management issues that will overwhelm the operations of the newly acquired and merged organization. As indicated by Hanane and Olena (2018), people management issues were listed as the top sources of failure in the integration of M&A by the fortune 500 companies. Again, Deloitte (2019) notes that during the first years of a M&A, it’s quite easy to treat a prospective transaction as purely mechanical; nonetheless, the people aspect of any M&A is very critical, just like the financial aspect. In the case of a M&A, approaching cultural aspects should be prioritized since they stand as implicitly shared beliefs as well as assumptions that influence behaviour attitudes and meaning in an organization. Most particularly, in the case of new Dell Technologies, it was difficult to carry the culture of EMC for Dell since they brought about a shift in management practices as well strategies, which have potentially negative implications on the overall company.
One characteristic of culture is the fact that it is implicit in the sense that people who share a culture are much likely to have a clear direction of the expected behaviour, unlike outsiders who find it hard to adapt to the behaviour (Deloitte, 2019). Again, culture influences how people behave as well how they understand their own actions and as a result, culturally influenced beliefs and actions feel right to people even in the presence of their implicit underpinnings (Deloitte, 2019). Culture is also resilient in that its elements are long-lasting (Deloitte, 2019). Based on these characteristics, it’s quite clear that prioritizing cultural integration is quite crucial as it determines the success of any given company.
False Assumptions 
One of the aspects that resulted in the cultural management issue at Dell Technologies is the assumption notion that ‘this is how we’ve been doing it for years.’ According to Balakrishnan (2015), in an interview with Michael Dell, he admitted that the cultural aspect of the M&A was overlooked in that they were convinced that integrating the two corporate cultures will not be a complex task, and for that, they did not put in place the right environment for these two cultures to learn from each other and ultimately become one thing. Again, Dell was so much focused on the idea that its core competencies in cultural integration are much valuable, and by so doing, it failed to consider the idea that these two cultures would cause a cultural clash. By failing to create the right environment for these cultures, Dell created an opportunity for conflicts and resistance.
Dell assumed in the notion that ‘we want the same thing.’ Given the fact that Dell Technologies has established itself as an international brand, the merger and acquisition go beyond the integration of corporate cultures. Dell has to deal with different national cultures as well as a variance in behaviour and implicit assumptions. Again, there is a higher chance that Dell assumes that everyone is on the same page, while the reality is the complete opposite. For instance, what is understood as an ‘open culture’ presents a challenge since the aspect of culture might vary from one party to the other. Again, where one party may perceive a certain environment to communicate openly and share honest feedback, the other party may expect people to follow hierarchy while communicating. With this assumption, it’s quite clear that Dell failed to consider the aspect of a cultural clash between the two teams.
Overburdening of Human Resource
According to Very & Satu (2012), another pitfall that organizations tend to fall in is the notion that the cultural implication of the merger and acquisition is delegated to the human resource function while other functions focus on the strategy, finance, and technology. Very & Satu (2012) hold that cultural implication are the responsibility of everyone within the organization and that everyone should engage fully in ensuring that there is a common culture with the organization and which is the case in the account of Dell. The Dell leadership should have prioritized the cultural aspect of the organization by approaching the people and keeping them informed about all changes.


[bookmark: _Toc64249078]4.	Recommendations
Ideally, as expressed in the sections above, leadership is less about been a strong or charismatic individual; it’s more about managing people and leading them in the same direction. Nonetheless, in relevance to this case study, it’s quite apparent that the process of leadership is faced with unprecedented challenges that test an individual’s leadership skills as well their abilities. Leadership itself is a challenge, and it’s also impossible to imagine a situation where a leader does not face either internal or external challenges or even both. On the verge of this analysis, Dell’s leadership is faced with two major people management issues, including change management and cultural management issues. Similarly, based on the SWOT and PESTEL analysis conducted in the competitive analysis section, it was rather apparent that three trends, including globalization, competition, and innovation, were at the core of these people management issues that Dell Technologies faces.
Douglas McGregor formulated the theory X and Y, which suggests that there exist two aspects of human behaviour at work that is one negative view called Theory X and another positive view called Theory Y (Morse & Lorsch, 2016). According to McGregor, leaders or rather managers perceived the nature of individuals within the workplace from these two perspectives that is the Theory X and Y. Theory X assumes that employees do not like work, employees must be compelled and pushed to do work, employees resist change and dislike responsibilities among other assumptions (Morse & Lorsch, 2016). On the other hand, Theory Y is based on the assumptions that; employees can perceive their jobs as relaxing and normal, employees may not require coercion, threats, or control so as to work, if a job is satisfying and rewarding, employees will be committed to their tasks among other assumptions. To this effect, Dell’s leadership approached the M&A from the theory X perspective, thus leaving out the important aspect of prioritizing employees and their welfare. By utilizing Theory X, Dell Technologies gave rise to two major people management issues, among others, which were highlighted in the sections above.
Again, in relevance to the expectancy theory, which assumes that individuals behave or rather act in a certain way because they are motivated to select a certain behaviour or action over others due to their expectation, explains the reasons behind change management issues at Dell. Most specifically, the expectancy theory holds that people behave in a certain way because they believe that their actions and behaviour might lead to their desired outcomes (University of Cambridge, 2016). Generally, employees have different expectations and levels of confidence regarding what they are capable of doing, and for that their behaviour is highly determined by their working environments. For instance, at Dell Technologies, the employees were not prioritized during and after the M&A, which resulted in resistance to change to some extent. On the other hand, Dell’s leadership also failed to put into consideration the mismatch between the social and cultural contexts of both Dell and EMC, which resulted in cultural management issues.
To this effect, it’s quite apparent that both the change management and cultural management issues revolve around employee needs; some of the recommendations that Dell Technologies could consider using include:
[bookmark: _Toc64249079]4.1	Recommendations for Change Management 
The very first recommendation that Dell Technologies could adopt is clearly defining the change and aligning it to the company goals. As expressed above, the employees were not happy with how the M&A was conducted and how they were assumed. Through this recommendation, the leadership will have the opportunity to clearly define the reasons and befits of the change to the employees and at the same time getting the opportunity to align the change with the business goals. Additionally, due to the changing nature of the computer software and hardware industry, consumers are shifting towards the new technologies, which affects the overall performance of the company. To this effect, this recommendation gives Dell the opportunity to communicate the change to the employees and thus urging them to be creative and innovative so as to keep up with these market trends.
The other recommendation is to determine the impact of the change and those affected. According to Pryor, Tenaja & Humphreys (2018), during any transition or rather M&A, it’s important for the leadership to determine the impact of the change within different organizational levels. By determining the impacts of the change and how it affects different people and operations across the organization, the leadership will have a blueprint of where support and training is needed to successfully adapt to the change. Again, with this recommendation, the leadership will have the opportunity to assess the needs of the employees, thus creating a fairground for both the management and the employees.
 The other recommendation for Dell Technologies is developing a communication strategy. In reference to the section above, it’s quite apparent that communication was a major issue during and after the completion of the merger and acquisition. Again, according to Balakrishnan (2015). Dell’s CEO Michael Dell admitted that one of the major challenges that the company faced during and after the merger and acquisition was overlooking the input of the employees in the entire process. This brings out a clear picture that there was no clear communication from the leadership to the employees regarding the change, how the employees would benefit from it as well how the change was going to be implemented.
The other recommendation for the change management issue is to implement a support structure. By implementing a support structure, the management will be able to assist the employees to emotionally as well practically adjust to the change and, by so doing, building proficiency and acceptance of the change. Again, as expressed by Kotter & Schlesinger (2018), at times, change can result in redundancies or failure, and for that, it’s the responsibility of the management to implement a support structure such as counselling services or mentorship programs so as to help people navigate through these situations.
Lastly, the other recommendation for Dell Technologies is to have a proactive system of gauging or rather apprising the change process. Kotter & Schlesinger (2018) state upon the implementation of change, organizations should come up with frameworks to appraise the change process and, by so doing applying corrective measures whether necessary. Again, through this recommendation, the leadership will be able to tell if the employees are in support of the change or if they are in resistance.
[bookmark: _Toc64249080]4.2	Recommendations for Cultural Management
The very first recommendation for Dell Technologies when it comes to the cultural management issue is practicing cultural due diligence. According to Denison, Adkins & Guidroz (2011), cultural due diligence refers to looking at what each organization professes to value and how those values are lived out at levels of the organization and, by so doing, creating an environment where people get to appreciate each other’s culture. As earlier own stated, some of the aspects that resulted in the cultural management issues at Dell Technologies were assumptions made on the mismatch between culture and social aspects. To this effect, by practicing cultural due diligence, both parties from both Dell and EMC will be able to talk about habits or the way people live out of their values and thus creating an environment for the development of a common corporate culture.
The other recommendation for Dell Technologies is to set the direction. By setting the direction, the leadership will be guiding the employees on how to accept the different cultures brought together by the two merged organization and thus creating an environment to develop a common culture. As expressed by Denison, Adkins & Guidroz (2011), setting direction involves incorporating strategic priorities for the new organization in terms of corporate culture and, by so doing, engaging everyone in terms of accepting the different cultures within the organization. Additionally, this strategy will also break down the assumption that upon the completion of a merger and acquisition, the responsibility of cultural management rests with the HR department. This strategy will drive the understanding that culture requires everyone to participate in its implementation and adoption.
Again, exercising clear communication on the benefits of a common culture at Dell Technologies would work as an advantage for the company. As expressed earlier, communication fosters an understanding of change, and in this case, it’ll foster an understanding of having a common culture within the organization. Again, communication will clear the cultural clash at Dell Technologies as it will help eliminate the notion that ‘this is how we do things’ within the company. Again, through communication, the leadership will be able to create a connection that helps to buffer the possible adverse effects of the M&A.
Lastly, Dell Technologies can implement cultural integration where individuals from Dell can adopt cultural practices from EMC without diminishing their own culture and vice versa. According to Recupero, Triberti & Modesti (2018), through cultural integration, one creates more clarity for the recognition of different cultures and by so doing, being able to create a balance in the understanding and appreciation of the different cultures. On the other hand, Kuran & Sundholm (2017), through cultural integration, people get to respect other peoples’ culture by creating a sense of unity and oneness.
[bookmark: _Toc64249081]5.	Implementation Plan for the Recommendations
Ideally, having a plan to implement the above-suggested recommendation would be quite crucial as it will serve as a blueprint for ensuring that the people management issues at Dell Technologies are solved permanently. Nonetheless, as expressed by Deloitte (2019), the process of managing a merger and acquisition is continuous since it incorporates the process of making changes along the way so as to incorporate any corrective measures on the way. In this section, our implementation plan will emulate Kotter’s Chanfe Model. According to the model, Kotter contended that for any organization to successfully adopt change, 75% of the company’s management needs to ‘buy into’ the change and by spending significant time and energy in building the initial stage before moving to the next (Kotter, 2018).
[bookmark: _Toc64249082]5.1	Creating a Sense of Urgency
By creating a sense of urgency, Dell’s leadership will be helping others to see the need for the change (Kotter, 2018). Again, through this first step, employees will be able to realize the need for the change as the organization will have already communicated the need or the change and how it’s going to affect them.
[bookmark: _Toc64249083]5.2	Building a Guiding Coalition
This is the other step where the leadership can appoint a team or a committee from the employees which is going to serve as a guiding coalition for the successful adoption of the change (Kotter, 2018). This committee will be responsible for guiding, coordinating, and communicating the proposed recommendations and ensuring that the employees are on the right track.
[bookmark: _Toc64249084]5.3	Forming a Strategic Vision and Initiative
By forming a strategic vision and initiative, Dell’s leadership will be clarifying how the future will be different from the past and how they can make that future a reality by applying corrective measures at the present time. This way, the employees will have a complete understanding of why the M&A is crucial.
[bookmark: _Toc64249085]5.4	Enabling Action by Removing Barriers
Removing barriers such as inefficient processes and hierarchies will provide a sense of freedom for the implementation of the recommendations and thus generating a real impact. As expressed in earlier sections, Dell Technologies is used to the culture of relying on their CEO Michael Dell as the prime decision-maker for the entire organization, something that has been at the center of these people management issues. Fortunately, by enabling action, Dell will be able to invite inputs from the employees, thus allowing the employees to interact with the need for the M&A freely and ultimately embracing the change. 
[bookmark: _Toc64249086]5.5	Generating Short-Term Wins
Wins for both the employees and the management would be a good thing as well as an indication that the company is heading in the right direction. These wins must be recognizable, collected, and communicated. For instance, creating an appealing environment for cultural development for the employees will be a win for the employees. Such environments will automatically trigger creativity and innovation, which is a win for both the employees and the organization.
[bookmark: _Toc64249087]5.6	Sustain Acceleration
Lastly, sustaining acceleration, which simply means pressing harder for more success, is the last stage in our implementation plan; the management pushes for relentlessness in initiating the change until the vision becomes a reality. As earlier stated, change management in the case of a merger and acquisition is a continuous process that requires close monitoring of processes to ensure they are headed towards the right direction and at the same time applying corrective measures where appropriate.
Collectively, through this case study on Dell Technologies, it’s quite apparent that the company is two major people management issues, among others. Convincingly through the above-stated recommendation and the implementation plan for the recommendations, Dell technologies will be able to achieve its goals as well emerge successful within its competitive and dynamic industry.  (7743 words)
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