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[bookmark: _Toc91704536]Introduction 
Human resource management is an operation in business organizations that is designed to enhance employees’ performance so as to meet the company’s strategic goals and objectives. In an IT company, the HR managers prepare several HRM strategies based on recruiting, selecting, providing proper orientation, induction, imparting training, and developing skills of employees (Diaz‐Carrion, López‐Fernández, and Romero‐Fernandez, 2019). Dell Technologies is one of the leading multinational IT companies, headquarters in Texas. The business organization is facing several issues like – employee retention, low productivity & performance, health and safety of workers, discrimination & diversity, and employees issues. Thus, the report is going to define several HRM strategies in areas like – change management, leadership development, and HR effectiveness measurement. 
[bookmark: _Toc91704537]MAIN BODY
[bookmark: _Toc91704538]Human resource management strategies to develop and deploy in different business areas
Within multinational business corporations, it is the prime responsibility of human resource managers to develop several strategies or tactics to overcome HRM issues and create a healthy and positive working environment. In Dell Technologies, the following are strategies have been developed by considering three main areas, such as – leadership development, change management, and HR effectiveness management (Ichsan, et. al., 2020). All these areas are the key dominant of organizational growth and success as well as aids it in achieving a high competitive edge. 
Providing training in relevant skills – It is important for business organizations to invest in training time and budget for the betterment of their workforce. After recruiting skilled or talented people, HR managers should lead or guide them properly as well as ensure to remain these frontrunners in the field. In the present business world, where technology is growing at a fast pace, learning and development is key element of HR strategy. With the viewpoint of Lopez-Cabrales and Valle-Cabrera, (2020) developing an organization where the rate of learning matches with the pace of change will be assistive to stay innovative, sustain a competitive edge, and grow faster. To enhance the area of leadership, leaders can increase focus on coaching, peer learning, and feedback. This HRM strategy is quoted 70/20/10 rule, such as –
· 70% of learning is from giving challenging assignments to employees
· 20% of learning is from improving relations with seniors and colleagues 
· 10% of learning is from formal coursework and training 
Self-managed and effectively leading teams – Teamwork plays a crucial role in the accomplishment of organizational goals and objectives. In Dell Technologies, teams provide values because it entails the people who are able to think differently but work together to achieve common goals. It means that different ideas are evolved to achieve a common goal with effective leadership as leaders are responsible to process and combining; at last, the best one is being selected. According to Batarlienė, et. al., (2017), the best teams are psychologically safe and cognitively diverse, which means the diverse nature of employees find out new ideas that are different while feeling comfortable bringing these up and discussing them. Creating and nurturing high-performance teams is the key responsibility of leaders that generates collaboration and creation. This HRM strategy will lead to leadership development that can be done through measuring term performance, rewarding team excellence, and suggesting management on the usage of tools and techniques to facilitate team works. 
Create a flat and egalitarian organization – The best HRM strategy to measure HR effectiveness is to implement egalitarian practices. It has been overviewed that some people are critical for organizational growth and success than others; this shouldn’t be communicated in such a manner (Choi, Ravichandran and O'Connor, 2018). Only these people are considered as valuable member of the organization as well as treated in a well-being manner. The egalitarian culture represents that every people deserves equal respect and this could help in promoting the sharing of ideas. In addition to this, a flat organizational structure allows employees’ to exchange their views or thoughts with each other, develop change at the workplace and implement leadership into business operations so as to ensure its effective completion in the best possible manner. 
Easy access of information to those who need it – Information sharing is essential in a large organization. This is an area where a company struggles a lot and requires change management to ensure easy access to information among employees. In Dell Technology, change management is related with develop a culture including open communication to develop financial and operational strategies – it creates a culture where people feel trusted. It truly encompasses staff members within an organization. If an organization wants people to share ideas, they have an informed or better understanding of what’s happening in the business. The process of managing change often contributes to implementing effective communication across the workforce. HR may assist and lead in the production of internal updates and newsletters. 
Accepting constant change in the workplace – Organization change management is an amalgamation of everyone. In Dell Technologies, the HR manager needs to have a model that everyone can use effectively. This HRM strategy allows employees to fail successfully, but also something from it thus not to repeat such mistakes in the future, embrace technology and recognize & reward efforts to manage change. Constant changes at the workplace encourage employees to set stretch goals, support their efforts, and reward them for their performance. According to Diaz‐Carrion, R., López‐Fernández and Romero‐Fernandez, (2018) the HR person brings value to the strategy by training and coaching managers on effective feedback techniques, creating rewards and recognition programs that motivate staff members. 
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Many business organizations develop effective HRM strategies in order to make team members feel valued, appreciated and develop a sense of belonging to employees. With the implementation of these human resources management strategies, employees feel appreciated and valued as when organizations like Dell Technologies provide them training and development – it will help in improving employees’ skills and knowledge level. In this way, employees feel that the organization cares for them and they start to work with proper integration and honesty. It will turn out in increasing the performance level of staff members and accomplishing the strategic business goals. According to Gope, Elia and Passiante, (2018), the practice of HRM is viewed through the prism of strategic goals and objectives of an organization rather than a standalone tint involving a unit-based approach. The reason behind this is to acquire a holistic approach that ensures that all kinds of needs and demands of employees are being met in the desired manner. The usage of performance metrics enables HR managers to deliver accurate and real-time feedback to employees, by this way workers can know the areas of improvement and take necessary guidance over the same from their managers. This friendly behavior of managers’ builds up employees' trust towards a company.  
The ultimate purpose of HRM strategies is to ensure employees’ well-being and success. It is focused on engaging employees effectively by developing their rapport with the team which can have a positive impact on developing strong relations. Human resource strategies are intended to attract, develop, rewarding and retaining employees for the long term (Yong, et. al., 2020). By reducing the culture of discrimination and diversity at the workplace, employees can be treated in a well-being and equal manner. In this manner, HRM strategies help in reducing diversity and discrimination between employees as well as creating a healthy and positive working culture. In addition to this, these strategies take responsibility one step further with the alignment of business strategies and desired goals of other departments and organizational goals as a whole. HR departments that practice strategic management also include that these objectives are interconnected with the mission, vision, goals, and values of the company. 
The HRM strategy for change management is based on forecasting future human needs for the corporation. In this way, HR managers can know employees’ needs and demands in an effective manner and fulfill the same to achieve employees’ trust and make them feel valued for the company. Furthermore, HR strategies also make an organization consistent in the way of its operations. Alongside this, HRM strategies are also responsible to measure employees’ productivity and performance where employees’ are given rewards on the basis of their outputs. HR managers select appropriate methods to measure employees’ performance, and it is compared with the expected performance. Afterward, any if further training is needed, HR managers provide the same that develops a sense of belonging among staff members (Milliman and Clair, 2017). HRM strategies deliver certain benefits that are applicable to all demographic groups, such as – flexible working schedules and organizing employees’ wellness programs that sign to staff members that the organization really cares about their different needs and demands inside and outside of work. These signs of appreciation drive a sense of belongingness even increase feelings of appreciation among staff members. In addition to this, introducing various initiatives like – succession planning and holding celebratory events in order to highlight the under-pressure group is also assistive in making employees feel valued. In this way, they perform effectively within the organization with the best utilization of their skills and knowledge level. It has been overviewed that providing employees with initiatives and benefits that honor their extraordinary contribution to the company signifies that the business success is directly linked to whether or not workers feel like they are appreciated and belong to the company. 
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In order to improve human resource management functionalities and areas, HR managers in Dell Technologies apply several theories and models to ensure the effective implementation of HR practices into business organizations. These models provide a characterization of HRM that builds up relations and variables to be researched. It serves as a heuristic device-something in order to help companies to discover and understand the world for explaining the nature and significance of HR practices. 
The five Ps model – The strategic model of HRM also known as 5Ps model, evolved in the year 1992 – it is dedicated to resolve the global HRM matters, strategic HRM, functions in HRM in corporate associations and the interface of company’s strategy and ensure effective human resource management. As per the name suggests, the model includes 5 aspects, such as- purpose, principles, people, performance and processes. Basically, the framework is devoted to aligning and balancing five principles that ensures to achieve desired company’s growth and success. 
· HR philosophy – It is a statement of how the company regards its human resources, the role these people play in entire success of the business and how they should be managed and treated. 
· HR policies – It renders certain guidelines in order to take suitable actions against employee-related issues and develop effective HR programs and practices on the basis of strategic needs. 
· HR programs – These are created by HR strategies and entails of coordinated HR efforts so as to initiate and handle organizational change towards the efforts prompted by business strategic needs. 
· HR practices – It includes the activities taken into consideration during execution of HR policies and programs. 
· HR processes – Formal methods and procedures used to develop strategic HR plans and policies into effect. 
The Warwick model – This HRM framework was created by Chris Hendry and Andrew Pettigrew, working at the University of Warwick in the mid-90s. It was based on the traditional Harvard model but was refined after some time.
Similar to the Harvard model, the Warwick model also highlights the five fundamentals of HR.
· Outer Context – It encompasses all the external environmental factors that stimulus the company’s policies related to HR, as well as also define the political, socioeconomic, legal, technological, and competitive forces that could have an impact on human resource management.
· Inner Context – It encompasses all the internal factors or micro environmental forces that may have impact on HR policies within the business organizations. It contains workplace culture, organizational structure, task-technology, company’s output or performance levels, leadership strategy, power and politics that dribble back into the company.
· HRM Context – It is emphasised on policies or tactics formulated at grounded-level, roles and responsibilities, HR outputs and so on (Bretos, Errasti, and Marcuello, 2018).
· HRM Content – HRM Content is associated with definite strategies, operations, and systems involved in HR. It embraces HR flows, employee relations, working procedure or system, feedbacks, etc.
· Business Strategies – There are some basic HR strategies that are implied inside the corporation. This may include the entire corporate strategy or tactics, business objectives, and factors presented in the product market.
The Harvard model – The Harvard Model is one of the traditional and most persuasive approaches. It was established by Michael Beer in 1984, after that, it has been advanced over the year as well as considered as most flexible, nuanced, and universal framework to HR that is used currently. Harvard Model is composed of 4 sections:
· The interest of Stakeholders – The group of stakeholders, including – shareholders, employee groups, management, government etc. plays an important part in guiding the HR policies. Stakeholders have interests in the business outcomes and can highly influence the development of HR policies. It is important for HR managers to consider stakeholders’ interests or needs while formulating HR strategies. 
· HRM Policies – HR Policies are denoted to particular workflows, policies, and progressions that are applied inside the business. Alongside this, it also contains deeds such as recruitment, selection, training, performance reward and feedback systems, etc. Stakeholder interest and situational factors impact the expansion of HRM policies.
· [bookmark: _GoBack]Situational Factors – These factors are fundamentals of the business world, industry, employees, or community that somehow have a direct and indirect impact on HR. These compressions have different effects on the situations and guidance of the stakeholders. For example, the c-suite of a company may be prejudiced by self-interest, legislation, societal values, or a worker union.
· Long-Term Consequences – It is the analysis of a company and its employees in general. It estimates how a company is positioned within its market and society as a whole and measures the overall well-being of the workers.
· HRM Outcomes – This section is the final section of the Harvard model. These are the outcomes of the policies that are developed by the above-mentioned influences. The results include aspects of business such as maintenance, commitment, ability, and cost-effectiveness of the employee. They are usually the noticeable, monitorable metrics for HR.
 


Conclusion 
From the above-mentioned report, it has been concluded that human resource management plays a crucial role in the growth and success of a business organization. HR managers in Dell Technologies develop several strategies or tactics in order to improve HR areas and overcome several issues. The present report has included various HR strategies like – create a flat organizational structure, adopting constant change at the workplace, and easy access to information. Furthermore, HR strategies have a significant contribution in making employees feel valued at the workplace by fulfilling their all needs and demands effectively. There has been defined several HRM or IHRM practices, such as - the Warwick model, the Harvard model, and the five Ps model. 
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