SUMMARY 
Human resource management includes human resource strategy where a plan is laid out to male sure that the organisation objectives are fulfilled by selecting, recruiting, improving and retaining of the best personnel/employees.
Wipro is believed to have an exceptional array of human resources as they have been constantly improving their human resource strategies. They are passionate about quality and the worldwide infrastructure to make a diversified technology and business consulting solutions and services, 24/7.
Wipro have a competitive benefit over others as their human resource management and talent pool exceeds others which allows them to be the market leader in IT and services sector.
THE PCMM INITIATIVE
The only framework which in actuality in the present at Wipro is the People Capability Maturity Model(PCMM). The PCMM helps the organisation to continuously refine their processes. PCMM is based on the existing best practices in human resource, organisation development fields and knowledge management which eventually leads to much more effective management and development of their workforce.
The PCMM framework aids organisation in: 
1) Developing the maturity of their employee’s practices,
2) Establishing events and programs for constant development,
3) Integrating talent and
4) Promoting a culture of excellence and innovation.
5) The latest achievement of Wipro technologies in their ever-evolving quest for excellence in people and business process being the successful deployment of PCMM- level 5 in their organisation. Other achievement includes ISO, SEI-CMM, and 6-sigma journey.
THE 360-FEEDBACK INITIATIVE
Clear and continuous feedback as recognized by Wipro is an essential component to develop its human resources. A 360-degree feedback initiative was introduced in order to make the evaluation process much smoother by inculcating feedback from juniors and peers. With the help of several cultural enablers who assisted, the 360 degree feedback was introduced at Wipro.
Training to the managers at initial level to develop their self confidence were given so as to speak freely. Wipro believed in promoting a culture of directness where the employees were free to express their views on any situation pertaining to the organisation.
“The 360-degree was not a solution looking for a problem, but an answer to a key organizational imperative.”
The top management at Wipro emphasized that admitting mistakes is better than concealing them as they would more criticised for hiding them.
Wipro management encouraged to be self-critical rather than always portraying their moral sides. Some managers were of the opinion that 360 feedback should be used only as a development tool but Wipro made sure it as part of the evaluation. Wipro made sure that qualitative comments were considered important and none of them were deleted as credibility might be affected.
THE WINDS-OF-CHANGE INITIATIVE
For converting feedback into action Wipro introduced another program called “WINDS OF CHANGE”. Wipro had created five diverse training programs after recognising that leadership development was a continuous process but not merely an overnight occurrence.
Entry Level Program (ELP):
Entry Level Program, being the first program a fresh trainee had to undergo which would help the new employee to be a good and skilled employee.
It will lead them to:
1) Be an effective team member.
2) Communicate views and state of mind to others.
3) how to participate in meetings etc
 New Leaders’ Program (NLP): 
This was especially introduced for first time managers. Many people considered to be at ease while managing technology rather than managing people. New Leaders Program qualifies new leaders to be skilled at managing personnel by providing appropriate training on how to build teams, how to interconnect them and lead them as the situation demands and also to tutor others.
Wipro Global 100 Program:
As the business environment is quiet dynamic and challenging, Wipro aims to compete by developing individuals to have a global mindset and to create a skilled pipeline of leaders.
Business Leaders’ Program (BLP): 
This was particularly introduced for General Managers in waiting. It helps them to look at the business as a whole also make them aware of bottom line insinuations. The program helps them to cover pertinent elements of finance and environmental perusing
Strategic Leaders’ Program (SLP): 
This program intended at potential Chief Executives, enabled managers to plan and develop strategies in a global environment.
While spending a lot in such programs was highly essential to move up the next step in the ladder. The company have strived to create opportunities for people to enhance their skills for various purposes and roles. They are trained to live and employ themselves in different countries. Leaders are required to be prepared precisely for certain skills their organisation demands from them. 
Wipro realized that evolving leaders will take a long time and also a huge investment. But the efforts will prove worthy in the long run.
BENEFITS 
When Wipro talks about delivering value, they back it with a verified track record that spans customers around the globe. With a persistent focus on quality & processes, Wipro has set international benchmarks in execution excellence that has decoded into measurable business assistances for their customers. Wipro offer their patrons the advantages of 360-degree solutions, eminence leadership and measurable business results. IT industry is really strong so is Wipro being a strong competitor. Wipro has presence around the world and even in Latin America where it has been difficult for them to obtain the experience. Wipro is a company that keeps mounting, and increasing around the world.
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