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[bookmark: _Toc100247303]Introduction
Human resource management plays a vital role in an organisation. This is a kind of strategic approach for the efficient and effective management of an organisation which provides the business competitive advantages. This assessment discusses the role and principle of human resource management in an organisation. As a human resource director of an international Technology company, I suggest some human resource strategies to develop and deploy different parts of organisational management. In an organisation, human resource management plays various roles such as organising, planning, controlling process, development, integration, maintenance, and many more. Human resource strategies provide advantages that assure good performances of employers as well.
[bookmark: _Toc100247304]Human resource strategies to develop and deploy change management, HR effectiveness measurement, and leadership management
Human resource management is an important part of a business structure. Human resource management is very concerned about the management of people within an organisation and also focuses on policies, systems, and strategies to provide benefits to employers. Human resource strategies give more opportunities to employers and organisations to develop and deploy different HRM areas (Aust et al., 2020). In this assessment, they explained some of those areas where human resource strategies were applied and created more benefits.
[bookmark: _Toc100247305]Change management
Change management is a systematic management process that deals with the transformation or transition of the firm’s goals, technologies and processes. It is a part of human resource management, and its purpose is to implement strategies for effecting change, controlling change as well help people to adopt the changes. In the change management process, there are some human resources strategies.
Planning
In change management, a plan is an essential human resource strategy that proposes the change process as well. A plan is very much needed to change management that allows strategic ways to put the observation and changes. The plan offers human resource managers to cover all places such as when, how, a minimum, and why to change (Tessema et al., 2022). In the process of change management, planning strategies help employers to accurately play their roles and responsibilities, and outline planning provides more ideas that ensure a good change too.
Communication
Communication strategies create more space in the change management process. Communication processes to change management as it refers to an excellent understanding of changes and why it is needed. Communication increases ideas, thoughts, and information which allows easily to smoothly run the change process.
Training
Training is also an important strategy that provides aspects for change management. A trained employer achieves more skill and knowledge to generate specific changes at a time, and it allows a right and current track for change management too.
Transparent behaviours
In change management, transparent behaviours are also important strategies. Transparent behaviours allow more comfortless and upfront sharing with employers of all changes, which assure them more confidence, and through it, the change management process becomes smooth.
[bookmark: _Toc100247306]HR effectiveness measurement
In human resource management operation, HR effectiveness measurement is very essential, which allows the strength of the management team, and through allowing strategies in business, the HR measurement becomes effective.
Dependability: Dependability strategies provide employers with more knowledge and responsibilities about their role and function in the organisation. To HR, effective measurement is an important aspect that provides more capability and responsiveness to employers.
Visibility: Visibility strategies are very much needed, which allow the success of an HR professional. Visibility creates crucial success as it builds relationships with other employers. This strategy gives employers more creativity to observe problems and protect them from returns.
Human resource expertise: A human resource expertise strategy allows employers effective tools to measure HR effectiveness. Through proper understanding of employers' roles and functions, they achieved various skills and specific knowledge that provide benefits for HR generalists.
Empathy: Empathy is also a significant strategy for measuring HR effectiveness. The HR team needs to possess empathy and create the ability to show someone for better understanding. This skill provides benefits for HR teams in various ways of settings, communications, and many more.
[bookmark: _Toc100247307]Leadership management: In leadership management, HR teams apply various HR strategies, which allow more improvement of leaders and team members too. Leadership management is vital for HR teams that allow more motivation and engagement of leaders, which bring effective success to the organisation. Through it, the HR team can influence and motivate leaders to make contributions to the organisation.
Improve skill: Through skill development activity and training, the HR team is able to develop team leadership skills and knowledge. In the skill improvement strategy, leaders acquire more information about their job and roles, and training offers systems that help them accurately play their functions.
Improve communication: Communication development strategies also allow leaders to increase their quality of leadership and build strong bonding with employers through communication. A communication strategy is needed for leadership management as it allows engagement with employers that help to suggest a fulfilled organisation’s mission and vision. 
Delegate and empower: In leadership management, the most interesting HR strategy is delegate and empower. It provides engagement to the team to establish empowerment and delegate greater responsibility which provides more effectiveness for leaders and employers, too (Wijenayaka, 2021). It is a very effective strategy that allows more involvement of employers and builds their skills which provide more involvement.
Encourage recognition: Encouraging recognition is also an effective HR strategy that allows leaders to present their best engagement, and that helps to provide high production and volume too. Through the help of this leadership management strategy, leaders achieved more encouragement that brought them a commitment to maintaining organisational mission, vision, and goals.
[bookmark: _Toc100247308]Human resource strategies are important to make team members valued and appreciated and develop a sense of belonging to the organisation.
Human resources strategies provide various improvements for the organisation. In a business structure, the HR team plays an important role, and their implementation strategies generate a successful and easy way to convert processes of business which allow organisational success. HR strategies determine effective systems of HR process run and provide quality to bring the development of the HR process (Thumiki et al., 2019). In the part of the assessment, those selected HR strategies help the organisation to make team members valued, appreciated, and make sense to develop the organisation. 
Importance to make team members value: HR strategies provide employers and teams with more skull and knowledge that help them to bring more value to the organisation. Team members are valuable to the organisation, and HR strategies help to assure their value. Through implementing training and communication strategy, team employers are able to develop their interpersonal skills and power, which convert to generate a valuable aspect of the organisation (Pungnirund, 2020). Those strategies provide team members more efficiency that put them to clarify their values for the organisation. 
Importance to make appreciation: Appreciation is vital to managing human resources and the team. HR strategies help employers to build their skills and knowledge and provide procedures to manage their work properly. Through it, employers create more valuable engagement performances that give organisations more success, and through it, it makes appreciation for the employers too. 
Importance of developing a sense of belonging: HR strategies generate engagement with employers and build strong bonding, which provides a positive work environment and motivates employers to accurately and effectively present their performances. Human resource strategies help develop organisational; ethics by developing relationships with team members and leaders, managers, and other workers. Through implementing HR strategies, the organisation is able to develop a sense of belonging within the workplace and outside also.
[bookmark: _Toc100247309]HRM principle
Human resource management is a function of the organisation that deals with employers' compensation, benefits, performance, wellness, and many more. The human resource department played an important role in managing employers in a strategic way. Human resource teams of the organisation always maintain their organisational principles accurately to generate better performances and accuracy. The focus of human resource management is established by analysis, investigation, and research.
Individual development: The most crucial principle of HRM is individual development. HRM offers equal opportunity to the employers, which allows individual development and increases capability and potential for everyone, which assures skill improvement.
Scientific selection: The HRM team's other focus is a scientific selection to place the right capability and choice for the right act. The organisation's HRM team is very much concerned about the right selection to improve their performances.
Free flow of communication: HRM teams are always open and encourage their team members and employers by providing formal, informal, upward, and downward communication skills to generate free flow in communication and engagement.
Participation: Participation is also an important principle of HRM. The organisation’s HRM tries to associate with their employers in each and every level of participation and decision-making process (Naji et al., 2020). Through participation at each level, employers achieved more information about functions and increased their level of knowledge and experience through decision making and participation.
Team spirit: Team spirit generally goes through employers' engagement and performances. The organisation’s HRM always focuses on team spirit and encouragement to deliver a valuable team and employers too (Van den Broeck, Carpini and Diefendorff, 2019).
Management and operation: HRM team always maintains their employer's law and industrial relations in the business operation and management. The organisation's HRM team always maintains the principle of management, which promotes labour laws accurately and observes§ the management process and operation to provide better performances.
[bookmark: _Toc100247310]HRM model
[bookmark: _Toc100247311]The Harvard model
The Harvard model is the most effective and significant model of human resource management. This model was initially developed by Micheal Beer, who is the leader of several experts at Harvard University, in 1984. This is an HR strategy model which is composed of six components. On the left, this model strat through stakeholder interest which includes: management, government, employee group, and many more. The stakeholder interest defines HRM policies at the same time, it includes situational factors. Situational factors influence HRM policies also, which include HR activities, training, reward, system, recruitment, and many more. Strategic HRM policies help to suggest positive HRM outcomes which involve commitment, cost-effectiveness, competence, and many more (Kaufman, 2020). This model explained that every firm needs to record achievement in organisational performances to gain more commitment and identity and set a place of positivity in human resource practices. This model provides various degrees of results and brings a more systematic approach to HR and its practices. The six systems and aspects of the Harvard model are HR effect, stakeholders, long-term implications, HRM policy decision, preferences, situational consideration, and feedback loop. One of the most important tasks for developing individuals and involving each in personal development in an organisation is human resource management (Iqbal, 2018). There are several models of human resource management. Micheal beer, in his book ‘A handbook of human resource management practice’ apologises for the best practice model, which emphasises commitment rather than advocates process and compliance of the organisation. This model provides an HR strategy that involves organisational management and a system of performances. This model of framework helps to solve problems of historical personal development and provides practitioners and policies to improve organisational goals.
[bookmark: _Toc100247312]Concept of Current HRM and IHRM theories
[bookmark: _Toc100247313]Current HRM Theory
Organisational life cycle theory: This is a current human resource management theory. The organisational life cycle theory provides an organisation description from its creation to termination. This theory also refers to the expected sequence of advancement of the organisation. This theory is one of the most important HRM theories, which comprises a theoretical model of the changes in firm experiences and its growth and maturity (Gbededo, Liyanage and Garza-Reyes, 2018). In this current situation, the organisational structure needs to change, and this theory provides today, most of the industry disruptions through technologies, and this theory help to shape them more critically because of the speed of their changes. The scale changes to the organisation accurately. Ichak Adizes founded this theory which helps organisations and their employers to understand and predict changes that they would face throughout the life of the organisation. In this theory, there are five stages of development: birth, growth, maturity, decline, and death. In every stage, there needs to be a certain amount of time for moving to another one. This organisational life cycle theory processes a model which identifies organisational growth, performance stage, maturity level, and decline of the time (Eden and Ackermann, 2018). In the growth stage, the organisation tries to establish a foothold to develop market demand and develop its products and services. In the maturity stage, the organisation is able to stand their brands and products in the market and accrue a considerable percentage of market share in this stage. In the decline stage, the organisation faces difficulties in its further growth and operation. At the last stage, death, the organisation cannot reach with risk factors as they decline their services. This theory covers all stages of organisational performances accurately, and for this, the theory has become very effective in this current period. This theory refers to a theoretical model based on organisational experiences and performances.
[bookmark: _Toc100247314]Current IHRM Theory
VIE theory 
International human resource theory incorporates strategy. IHRM assesses the corresponding human resources needs, organisational strategy, staffing, determining recruitment, training, induction, motivation, development, and many more. The VIE theory by vroom is the most effective and comprehensive theory in this current time because this theory gives a global and universal concept of motivation, knowledge, wages, and career management (Caligiuri et al., 2020). This model played a crucial role in offering terms to manage employers belonging to different geographical locations and countries. 
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Figure 1: VIE theory model
Source: (Kellner, Cafferkey and Townsend, 2022)

This theory defines an organised way of the process of employing, developing, training, and many more compensating employers in international and global organisations. In international human resource management, VIE (variable interest entity) is a famous theory that refers to a legal business structure where the investor controls interest and offers majority rights, too (Chatterjee, Rana and Dwivedi, 2020). This theory also provides an international accounting structure where the equity investors are unable to finance and operate the cost of business too. In the process of IHRM, if this theory is applied properly, it creates a completely new risk category of business where a lower rate of interest, credit and many more options are available. This theory provides international level human resource management which application provides an excellent growth of the organisation nationally and internationally too. Today, the economy is globalised through political relevance, economic relevance, and many more. The rise of multinational and transnational companies has placed new requirements on HR teams and managers. Therefore, the HR managers need to ensure their skills, knowledge, cultural adaptabilities, and many more to handle global assignments. This theory provides a vast concept to the managers of HRM and includes their system and products to maintain their international assignments.
[bookmark: _Toc100247315]Conclusion
After analysing the assessment, it can be concluded that HRM plays a significant role in an organisation. This assessment explains human resource strategies that implement increased organisational performances and skills. Human resource strategies give more opportunities to employers and organisations to develop and deploy different HRM areas. Human resource teams of the organisation always maintain their organisational principles accurately to generate better performances and accuracy. This assessment also suggests theories and models of HRM and IHRM in the organisational skill and operations, which process a system to maintain employers' activities and performances.
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