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                                                     Executive Summary
In this report, a renowned multinational technology company INTEL has been considered. How the HRM strategies afford an organisation to continue its function has been appropriately elaborated. Several factors like awareness, knowledge providing, analysing ability and desires are needed to be considered for the continuation of an organisation. Besides, development in the learning process and leadership are the other components in the case of fulfilling organisational goals. By using several models, these factors have been analysed properly. In addition, various strategies have been implemented in the organisation following such analysis. Apart from that, several recommendations have been discussed for the enhancement of the motion of the organisation. 
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[bookmark: _Toc112370589]Introduction 
Strategic Human Resource Management (SHRM) is a structure which collaborates the management of the people's advancement of the practices to lengthy organisational goals and its results. This strategy focuses on prolonged factors regarding necessary resources in the concept of organisational goals and progressive growth. This includes performance rewards and specifying their integrity in the whole organisational strategy. This report focuses on determining proper strategies related to HR management of the respected organisation. 
[bookmark: _Toc112370590]Background of the company  
Intel is an international technology company in the UK. This technological organisation has involved more than this through 2021 to put momentum in the organisational growth and competitive recoveries in several areas (Intel, 2022). In this organisation, every employee has definite goals related to strategy in the corporate sector and is attached to the recompense directly. As a milestone in semiconductor technology, this organisation reached £500 billion in 2021 for the first time. In addition, by the end of this decade,  this organisation is predicted to arrive at  £1 trillion, which is significant. In the last year, this organisation has taken the initiative of 10 times development in density while packaging in addition to scaling of transistors which is also a matter of paramount essence in this context (Intel, 2022).   
[bookmark: _Toc112370591]Findings
[bookmark: _Toc112370592]Areas of Human resource strategies 
Change management ADKAR
The landscape of marketing is continuously changing. This raises several challenges which are needed to account for by the organisation. Goyal and Patwardhan (2018) opined that the contribution of HR management is essential to tackling the situation. As an international organisation, Intel has to follow several rules and regulations along with strategies to maintain sustainability in employment to avail the organisational goals properly. In this particular context, the ADKAR model can be used as a fundamental framework to analyse the changes faced by the organisation. It is essential to aware the employees about the upcoming changes that the HR management is going to implement to face various challenges locally and globally. By proper communication with the employees, such measures are needed to be taken by the HR management. Mukwenda (2019) opined that to embrace the change, the employees must have to desire it. To encourage the desire, the leaders have to be specific regarding the advantages of the changes that are3 going to be implemented by the HR management. To initiate the transformation, Osolase et al. (2022) opined that the employees should know the enhanced skills, responsibilities, frameworks and procedures. It is of utmost importance that the HR managers have to analyse that the employees of that respected organisation can tackle the implemented changes in the organisation. Dana et al. (2016) suggested that, for proper implementation of strategies, this information is necessary to maintain employment sustainability in the organisation. The HR management has to provide sufficient time to reinforce the modified plan in management. The HR management has to keep keen observation along with reinforcing the changing situation in every quarter of the business year to avail the organisational goals. 
[image: ]
                                                 Figure 1: ADKAR model
                                           (Source: Dana et al.,2016, p.873) 
Learning and development
Learning and development are significant measures to bridge the gap related to efficiency, developing the culture in the workplace, enhancing engagement of employees and the rate of retention. This is the responsibility of the HR management to implement several learning and development principles in the organisation. Ladyshewsky (2017) opined that the accession of knowledge and skill by experience and study is helpful to work properly in the organisation. Training plays a pivotal role to implement the theoretical aspects of learning. Development centres around the expanding of knowledge. This has to suit one's personal advancement goals and the goals in the future of the organisation. Education is a more professional method to expand one's knowledge. Education is not always specified. This is relevant when one has a few experiences in a special field. In this context, the “Pedagogical Model” analysis can be introduced. This model begins with the organisational initiating condition along with earlier knowledge, focussing on which goals of learning and the objectives are well defined. Luguetti et al. (2017) opined that this model introduced four stages to analyse the situation. In the first step, the analysation of the training needs is to be considered. The goal is to describe the need for the training that will be helpful for the organisation to realise its goals. Apart from analysing the need for training, it is a matter of utmost importance to notice the level of the task. In this context, Luguetti et al. (2017) opined that the goal is to identify the most valuable knowledge, attitudes and skills to bring employees success in their job. In the second stage, the learning objectives should be specified. The training essences are needed to be transformed into objectives of learning. To make the training goals entirely determined, this stage is essential. Edinger (2017) opined that this stage would help the HR management to make significant learning and development intercede, which is focused on the development of several skills. The termination stage of this model is to observe and evaluate. In this stage, the learning objectives are estimated, and the effectiveness of learning is retrieved. 

                                            Figure 2: Pedagogical model
                                             (Source: Created by learner)
Leadership development 
HR management (HRM) is the enterprising partner of an advanced organisation. It helps to develop potential relationships with other leaders and hence becomes an essential part of the respected organisation. Lussier and Hendon (2019) opined that HRM keeps a significant contribution to the future framework of an organisation. Considerable changes are managed in the organisation by HR management. The HRM keeps the potential to convert assets to performable initiatives. Every leader has a specific vision of engagement, but the HRM has the power to expand that vision and concepts across the whole organisation. There is a framework by the HRM to ensure that every employee accepts the identical message. The HRM holds a specific and strong HR agenda. Daniëls et al., (2019) opined that the HR leader provides surety about the implementation of HR policies related to Human Resource Management. In this context, it can be recalled the "Transformational theory of the HRM". Using  Transformational leadership, the leader motivates, inspires and provides encouragement to the employees to bring advancement to the organisation for the enhancement and organisational success in future days. In this case, the leaders have faith and train the employees to have the authority and determination in their allocated jobs. Several strategies are to be taken by the HRM to bring organisational success. Alqatawenah (2018) opined that leaders have to motivate employees to bring positive work culture to the organisation. This will help them to be efficient in handling all types of jobs. It is of utmost interest to be moralised so that the actual sense of work performance introduces. Enhancing ethical work culture is another step that the HRM will follow to bring a positive working environment. The employees should be motivated to shift from behaviour which considers only self-interest to a mentality where the employees are performing for the common well-being.
[bookmark: _Toc112370593]Analysis 
[bookmark: _Toc112370594]Analysis of selected strategies 
Change management 
In this particular context, the use of the ADKAR model will facilitate this technological organisation to achieve the organisational goal properly in the changing mood of the marketing landscape. INTEL have to inform the employees about the future altercations which are going to be introduced in the organisation by the organisation. This organisation has to enable open dialogue ap-pattern between the employees. This will help them to reflect, solve queries and share feedback along with experiences. Pham et al. (2019) opined that the introduction of virtual interviews with the employees is also fruitful to showcase several perspectives. Several causes drive the employees to resist the changes in the organisation. In this context, this company can follow the procedure of regular interaction along with involvement. This will help this company to enhance the desire for the altercation and ensure non-resistivity of the changes. It is essential to listen to the objections of the employees and to address them properly about the changing policies. Carlini and Grace (2021) opined that the organisation should invite the employees to share their knowledge and experience along with feedback. An essential part of the learning procedure is reflection, sharing and experience with others. In this particular context,  this company can introduce social learning as a key framework to expand knowledge in their organisation and value creation. In addition, the previous case studies should be introduced in front of the employees to elaborate on the positive effects of that change. Olabode and Adesanya (2017) opined that this company should share the findings of the benchmark to provide the effect of the management of the change. Active cooperation of senior HR management elaborated the commitment and made desires with the members of the team. In the case of knowledge introduction, the HR management should evaluate the essence of realising the experience of change by an individual. So it is necessary to teach how every one of the tube employees will go through changes. Lussier and Hendon (2019) opined that the organisational teams of this company should be revealed to the methodology of change management. Conveying knowledge of how to altercate does not occur automatically. It needs people's engagement to perform in a modified way to feel the change. Pignata et al. (2016) opined that the organisation could enhance its ability by instructing the hands-on method and one-to-one teaching method and by the introduction of subject matter expertise to implement the HR management policies in this organisation properly. This organisation can involve two-way interaction methods in case to solidify knowledge so that the employees can perform on it. Apart from that, allocating incentives as the reward for success and identifying and celebrating success is another step to smoothly implementing the HR strategies. 
[Refer to Appendix 1]
Learning and development
In this particular context, the responsibility of the HR management of INTEL is to implement several learning and development procedures in the organisation. The accession of efficiency and knowledge by experience and study is fruitful to work properly in this organisation. Lussier and Hendon (2019) opined that training plays a pivotal role in implementing various theoretical aspects related to learning in this organisation. Utilising the "Pedagogical Model'', this organisation can tackle the HR management implementing factors properly. Following this model, this company should evaluate its long and short time objectives. Apart from analysing organisational needs, it is essential to monitor the level of the task in this company. This organisation has to recognise the utmost essential knowledge, efficiency and behaviour to get success in their organisation. Besides such evaluation, Darling-Hammond et al. (2020) opined that the performance of the organisational job should be evaluated. Present competencies, along with the level of knowledge and efficiency, are recognised. The result of this evaluation acts as input for the interpretation of the need for the training. Utilising such evaluations, Freedman et al., (2016) opined that it is possible for the  HR management of this company to reach the organisational goal properly. In addition, the objectives which have to be learned should be specified by the HR management. In this context, HR management has to recognise the strategic workforce needs of a manager along with determining the specific goal of training. HR management has to correlate the strategic principles to HR rules that can help the manager as the managers can take part in a training programme that will afford the HR team to get success in their role. Kraleva et al. (2019) suggested that the HR management can arrange a trainer-oriented or trainee-oriented training programme which includes lectures, presentations, seminars and lessons to enrich the programme as more interactive. This includes lessons which are self-directed, various case studies, playing of role, on job training simulations consecutively which make the training programme more effective. 
Leadership development
In this particular concept, abiding by transformational leadership will be beneficial for INTEL. By incorporating transformational leadership, the organisation should consider employees as a partner in different innovative perspectives within the organisation. Kjellström et al. (2020) suggested that it is the outcome of various activities which are cross-performing in nature. Transformational HR management has a significant impact on the development of efficiency of the employees in this organisation. Korejan and Shahbazi (2016) opined that, as a part of modern management activity, transformational HR management will ensure significant development in the efficiency of the employees of this company. To achieve organisational goals within rapidly competitive challenges in the marketing environment and to ensure sustainability in competitive benefit, transformational HR management plays a pivotal role within this organisation. Turnnidge and Côté (2018) opined that transformational HR management considers various activities like thinking forward, strategic management, enterprising and extensive with enhanced technology focussed to assist HR procedures to transform them more effectively help in organisational altercation and development. In this context, Asbari (2020) suggested that transformational HR management of this organisation is perturbed with full refurbishing along with constant shaping of the HR procedures to construct them best in class and optimise skills. Banks et al., (2016) opined that the facilitation of transformational HR management in work culture introduces two-way determination between the employees and the management to feel the employees are more valued. Apart from that, switching to annual surveys of employee engagement is significant to realise the feelings of the employees about the strategy of the business and the implemented changes. In addition, Sun and Henderson (2017) opined that,  as a part of transformational HR activity, effectively providing information and consultation with the management is significant. The HR management reviews the effect of the altercations in the workforce and as an outcome, it has intuition into what is performing along with several needs that are required to date. 

                                      Figure 3: Transformational leadership
                                             (Source: Created by learner)
[bookmark: _Toc112370595]Recommendation 
Change management
Recommendation 1
	Specific 
	To focus on creating awareness about the upcoming changes that the HRM is going to implement in the organisation. 

	Measurable 
	This can be measured by the enhancement of feedback-sharing programmes about the implemented strategies. 

	Achievable
	This can be achieved by arranging a virtual meeting in the One-to-one method. This initiative will help the leader to be aware of the upcoming changes individually

	Realistic
	The employees will be informed earlier about the new strategies. This will help them to be accustomed to the strategies. 

	Time-bounded
	1.5 years


     
                                                Table 1: Change management
                                                 (Source created by the learner)
Learning and development 
Recommendation 2
	Specific 
	To focus on providing knowledge and skills related to the modified HRM policies.

	Measurable 
	This can be measured by engagement of employees and enhancement of employee performance 

	Achievable
	This can be achieved by arranging various training programmes, seminars and learning sessions. 

	Realistic
	This will help the employees to work efficiently even in modified situations. 

	Time-bounded
	2 years



                                              Table 2: Learning and development 
                                                 (Source created by the learner)

Leadership development 
Recommendation 3
	Specific 
	To focus on valuing autonomy and creativity among the team members. 

	Measurable 
	The successful collaboration between the leaders and followers will help continue organisational performance.

	Achievable
	This can be achieved by introducing one-to-one meetings with the employees and being open-minded while communicating with them.

	Realistic
	The employees will feel valued and motivated by a collaborative approach to working. 

	Time-bounded
	1 year



                                            Table 3: Leadership development 
                                              (Source: Created by the learner)
[bookmark: _Toc112370596]Conclusion 
Determining proper strategy from the side of HRM is significant for an organisation to continue its functioning successfully. Several factors like employee awareness, the desire of the employees, analysing their abilities and desires along with providing effective knowledge are key factors to managing the workplace culture properly. 
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                                                 Need for organisational change
(Source:https://www.apm.org.uk/resources/what-is-project-management/what-is-change-management/
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