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Strategic human resource planning is what most of the companies that are stuck where they were several decades ago lack. It is surprising to see how General Motors has changed to become of the leaders in the innovative Human Resource practices of the century through the changes that it has undergone. Many companies have been changing Human Resource organizational strategies, and the shifts have enabled them to make tremendous attributions. General Motors is one of these companies and despite its shifts in Human, resource seems to have started long ago; the recent changes in innovation have enabled the prevalent positive changes in the operations and the profits that we have witnessed. The past two years has shown General Motors, as the world’s largest automobile manufacturer changing the way of operation of the Human Resource within the company. According to the official in General Motors, the function of corporate Human Resources has changed from tactical roles to strategic roles. Therefore, the company has come to understand that it cannot become globally corporate without the strategic support that Human Resource can offer. 

When other companies were flourishing in the 19th century, many automaker companies that were based in the United States like General Motors were struggling to maintain their status quo. At this time, the market share for General Motors was shrinking steadily as most of the consumers were purchasing cars from the Japanese, Korean and German companies (Basu, 2017). One of the stepping-stones for the company was in 1998 when Wagoner was appointed as the president and the chief operations officer, where he gave priority to changing the company’s approach to manufacturing and the selling of its cars. If nothing was to be done, then the company could have continued in its downward spiral and thus end up losing its place in the pre-eminent automakers in the world (Basu, 2017). One way that the president embarked on was the reorganization of the company from inside out. The President’s objective was focused on revamping the Human Resource department of the company. The efforts of reorganization in an organization are based on Human Resource. The best Human Resource practices in an organization allow for best hiring, training and keeping the best company workforce. According to Wagoner, despite that the changes in Human Resources towards making General Motors be focused globally, and become competitive, it an essential element in achieving this. Therefore, in his efforts, President Wagoner organized a senior management executive committee, which was named as the “Automotive Strategic Board.” 

Previously, the company suffered from what is referred to as the siloed syndrome, within its function of the corporate Human Resource. The different facilities of General Motors previously like five years ago, the administration by the Human Resource was done in more than 50 different ways. Every plant of the company had its department for Human Resource and the departments operated independently. There was no complete cohesion between the General Motors department within one plant of the company. The changes that were made by the President included ensuring that the walls are torn down, and a stronger global network of Human Resource professionals was built. Therefore, a milestone of steps was put in the strategic plan for the human resource department, ensuring the success of the company. 

Presently, after Barclay took office as the chief human resource officer of the company, she introduced a system of innovation guided by a 3Ts system that she thought of being appropriate (Leonard, 2002). The first ‘T’ was for technology, and it was the first part that was focused on the shift and reorganization. Technology has enabled General Motors human resource to develop and retain talent, presenting the second ‘T’ in focus. The last ‘T’ that the human resource focused on was on transformation within the company (Leonard, 2002). The goals that have been set by Human Resource since then on this platform have worked, and thus the effects of this platform have enabled the works of the professional of human resource within the company to be more strategic and global. 

General Motors has embarked in the use of technology in revamping all the processes of human resources, and the model has been adopted by several other organizations (Blyton & Morris, 2017). General Motors has now focused on the efforts of the creation of an active and completely accessible intranet. Most of the Human resource activities of the company have been placed online, and recently, the old intranet site was transformed into a human resource portal. According to Barclay, she says that the portal is helping them to achieve their goals of the development of a web-savvy workforce, and it has improved the ability of communication and the collaboration between one another (Blyton & Morris, 2017). As well, there is the employee service Centre, which has enabled the cutting down of the human resource as middlemen and thus it has allowed employees to modify their information that is directly related to human resources. The innovation has freed up to work for the company to do other substantive work and thus enabled it to get involved in the planning and the strategic business aspects. 

Conclusively, the strategy that was put in place enabled for the setting up of the General Motors University earlier in 1997, and it has become one of the corporate programs of education globally. There are current 15 constituent colleges of the university, which are mandated with the development of the curriculum that is geared towards the professional needs as well as challenges of the company. The strategy has not failed, and from its inception, there has been much transformation witnessed within the company, which has facilitated its success.
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