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                                                                          Introduction
HR strategic initiatives are those activities that regard people as its main features and describe plans in a way that these features are used appropriately to meet the objectives and goals of the organization. These activities enable the smooth running of daily operations in an organization. The initiatives focus on benefiting certain groups or individuals in the organization (Lepak et al. 1998). This milestone 3 paper focuses on analyzing HR strategic initiatives of controlling HR globally, diversity and inclusion, risk management, and social corporate responsibility that affect the strategic goals of an organization.
                                                  Diversity and Inclusion
Generational differences refer to the variation in way of conduct and point of view among categories of people born at different times. Each generation was raised in different backgrounds and therefore has different expectations in work. Misunderstanding is a common problem in managing generational differences. This is because each generation has its expectations and desires concerning performing work responsibilities. Dates have been used to define five generations in the workplace. These include Generation Z (1997-2012), Millenials (1981-1996), Generation Xers (1965-1980), Baby boomers (1946-1964), and Silent generation (1928-1945) (Knight & R, 2014). There are however many benefits associated with a multigenerational workforce. For example, each generation may have different strengths and styles that may help an organization in improving its functioning.
To manage a diverse workforce, managers should consider organizing team-building practices either digitally or physically that engage multiple generations in the workplace to unite employees in all the departments. This ensures accommodating and understanding in the workplace which helps to reduce misunderstandings and lead to more productivity. Other strategies include embracing the knowledge of the senior staff into training younger generations, understanding the kind of employee benefits to give to the various generations, and using the demographics of employees to guide on investment benefits. An office space should be designed to be able to accommodate the different generations in the workplace.
                                                       Risk Management
HR risk management is important in maintaining the happiness of the employees as well as the growth of the organization. HR risk management focuses on hiring, employee growth, management, and compliance (Meglich & P, 2011). To avoid hiring-related risks, HR managers should:  create a solid recruitment program by possessing the correct recruiting structure in the organization to reduce risks associated with recruiting new employees. For example, an organization may get referrals from other trusted employees to ease the vetting procedures. HR should hold managers accountable to prevent the risk of employees leaving their departments. Organizations may ensure this by holding managers responsible for what employees produce in their departments. Another strategy is by training managers and employees to prevent technical risks. An example of this training is by holding training sessions to ensure that managers handle conflicts between employees effectively in the organization.
For health-related risks, HR is required to establish open communication on safety and health issues. For example, the HR personnel should hold regular meetings with the employees to make them free to express any health and safety concerns. The HR personnel should also ensure the implementation of a strict safety policy. For example, organizations through HR may label unsafe zones and post warning signs to avoid health and safety risks. Other strategies include providing safety and health training for the employees. Organizations require having qualified HR personnel to ensure these strategies are practiced to manage risk.
                                             Corporate Social Responsibility
HR plays an important role in developing a culture of change and responsibility in an organization. It is the role of HR to communicate and implement policies, behavioral change, and ideas. Through this, HR fulfills the objective of an organization to assimilate Corporate Social Responsibility (CSR) into its requirements.  HR is important in building a culture that supports corporate responsibility. HR usually supervises development and training programs that are related to corporate responsibility.
The HR department is significant in ascertaining that an organization embraces CSR responsibility. HR also manages the CSR implementation and proactively monitors its adoption and recording its success in the organization. HR managers have the opportunity and the tools to responsibly employ people, give development opportunities, and ensure the commitment of the employees. HR may also partner with other executives to work in integrating the objectives of CSR into the operations of the organization (Frangieh et al. 2019).
                                               HR in the Global Context
The global HR team is responsible for managing expatriate employees on international assignments.  The expatriate assignment may be a challenge for first-timers since they got no experience of working abroad and maybe their first time being away from family and friends. However, HR has taken the role of ensuring the success of a first-timer employee. HR does this by first choosing the right person. The HR personnel choose candidates who demonstrate traits such as sensitivity to other cultures, good interpersonal skills, flexibility, emotional stability, and resilience. After choosing, the next strategy is pre-assignment training. Global HR supports the employees through pre-assignment training which covers topics such as cultural training, local language skills, and information on the host country.
The expatriate employees are then offered a mentor in their home and in-office who help them in preparing and succeeding in their new roles. The mentors should have previous experience in international matters. The expatriates should be given support on the ground whereby the host HR should give support to the expatriate and their family in issues such as securing a place to live, international health insurance and enrolling their children in school. International HR teams should also ensure that they regularly contact the expatriate which is good for their success. This contact may be through questionnaires pointing up the pros and cons experienced by the expatriates. The response shows the likely issues and the team finds a solution before they worsen (Mezias et al. 2005).
                                                         Conclusion
HR strategic initiatives include activities that regard people as their fundamental assets and make plans that can achieve the goals and objectives of the organization.  They also include developing HR programs that address certain problems in the organization. These initiatives may help address issues related to diversity and inclusion, risk management, corporate social responsibility, and HR in the Global Context.
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