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Abstract 
This report has looked at the functions of human resource management in ensuring organizations are successful by adopting Strategic Human Resource Management (SHRM), talent management and employee engagement within Google, and diversity and inclusion practices. It has discussed the role played by SHRM in terms of long term organisational performance within an organisation through alignment of HR strategies with business strategies, improvement of productivity, innovations and competitive advantage.
The report has also examined the talent management and employee engagement practices that Google has adopted, and how coṣntinuous development, data-driven recruitment and employee autonomy practices have enhanced innovative capabilities and domination of the market. These strategies have been proven to positively influence employee satisfaction, retention and overall organizational performance using statistical results.
In addition, the paper has also assessed the role of HR practices in fostering diversity and inclusion in organizations. It has outlined its advantages, including better decision-making and innovation, and obstacles, including resisting change and challenges in retention. Altogether, the report has also revealed that implementation of strategic HR practices, talent management techniques, and inclusive leadership has played a vital role in projecting sustainable organizational performances.
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[bookmark: _pu1pi73we3v6]1. Introduction
This report will look into how human resource management can be used to influence organizational success under a competitive business environment. It will address the role of strategic human resource management (SHRM) in ensuring long-term growth and sustainability of organizations through ensuring that the HR strategies are pivoted towards the overall business goals. The report will also examine why the HR practices will contribute to productivity, innovation as well as competitive advantage.
In addition, a case study on talent management and employee engagement at Google will be provided in the report. It will assess the ways on how the company will appeal to, nurture and keep superb employees as well as how these measures will help it to remain innovative and lead the markets. The impact of these practices on employee satisfaction and organizational performance will also be discussed.
Also, the report will discuss the relevance of diversity and inclusion in contemporary HR practices. It will assess the way organizations will facilitate the inclusion of work places, challenges encountered in adopting diversity programs and whether diversity and cohesive work culture will be balanced. On the whole, the report will offer the information on how the effective HR strategies will help the organizations improve their performance and long-term success.
[bookmark: _d0gicyrs32fb]2. Literature Review 
[bookmark: _9dy3q0mia864]2.1 Empirical study  
[bookmark: _rpfrmpjf9cx7]2.1.1 Strategic Human Resource Management and Organizational Success
Empirical studies have given sufficient evidence that Strategic Human Resource Management (SHRM) plays a great role in the success and performance of organizations. Rustiawan et al., (2023) concluded that with the help of the SHRM practices, organizations attain their objectives more efficiently due to integrating human resource operations with strategic goals. Their research indicates that well-organized HR policies, employee development programs and the performance management systems help to enhance the efficiency and productivity.
Alhumeisat (2024) also shows that SHRM also has positive performance impacts on performance, especially when it is complemented by IT infrastructure. The research results demonstrate that technology implementation improves the HR practices including hiring, performance appraisal, and communication that will improve decision-making and result in higher company effectiveness (Alhumeisat, 2024). This implies that SHRM coupled with digital tools drives up operational capabilities.
Geethanjali et al., (2024) offer empirical evidence as to the application of SHRM models to enhance organizational results. Their results demonstrate that the implementation of formalized structures, including data-driven decision-making methods helps organizations to maximize the workforce performance and match HR strategies with business objectives (Geethanjali et al., 2024).
Knies et al., (2024) note that the effects of SHRM are not universal and apply across situations but specifically in the government. Their research demonstrates that HR strategies are affected by external variables like governance structure, and institutional setting, thus, requiring context-driven strategies (Knies et al., 2024).
On top of this, Chowdhury et al., (2024) recognize the increasing role of artificial intelligence in SHRM. According to their research, AI-based HR practices help to enhance efficiency, talent management, and strategic decision-making. All in all, empirical research proves that SHRM is a major success motivation factor in organizations by aligning strategies, integrating the use of technology and adapting practices (Chowdhury et al., 2024).
[bookmark: _i27woo45848u]2.1.2 Talent Management and Employee Engagement at Google 
Competitive advantage and the importance of talent management as well as employee engagement has gained sufficient attention as the important drivers of organizational performance. According to Faugoo (2024), effective talent management strategies allow multinational organizations to attain high results by employing consistent employee policies of strategic recruitment, employee development, and retention. A good example of this is Google that recruits highly skilled individuals after undergoing a tough selection process which focuses on innovation, problem solving skills as well as cultural fit. This guarantees a workforce that has the potential to maintain its competitive position (Faugoo, 2024).
The post by Raveendhran and Schmid (2024), focusing on the company engagement practices at Google in the post-pandemic scenario, concludes that the latter has adjusted appropriately to a new setting, introducing more flexible working practices and using digital technologies, such as artificial intelligence. The practices have enhanced teamwork, worker motivation, and aided productivity within workplaces that are hybrid. Engagement is further boosted at Google as the focus is on autonomy, openness in communication, and a conducive work environment (Raveendhran & Schmid, 2023).
Chowdhury (2023) emphasizes that career development, recognition, and supportive leadership investments can greatly enhance employee commitment and satisfaction. Google implements these values by having constant learning opportunities, internal mobility and recognition systems which lead to high retention rates. In the same manner, Hakro et al., (2022) prove that robust talent management practices have a positive impact on employee engagement, job satisfaction, and performance (Chowdhury, 2023).
In general, the comprehensive approach of bringing, nurturing, and keeping people over at Google, to a job, creates a very engaged workforce. This not only boosts the satisfaction of the employees, but it also contributes to innovations and organizational performance, further strengthening the leadership as a global market leader.
[bookmark: _tvbll0k7s41c]2.1.3 Leadership, Diversity, and Inclusion in HR Practices
Diversity and inclusion (D & I) as well as leadership have become key aspects of contemporary human resource management practices as they have affected the performance and innovation of the organization to a great extent. Zhao et al., (2024) discuss the role of D&I HR practices on the innovative behavior of employees and discover that inclusive workplaces promote creativity and knowledge exchange. In their research, they emphasize that when employees feel belonging and support, they have a higher chance of participating in innovative undertakings especially when they are backed by common leadership practices (Zhao et al., 2024). The importance of HR in promoting inclusive leadership and workplace diversity is stressful, as made by Dogru (2023). The research proposes that such HR practices like fair hiring, diversity education, and non-discriminatory leadership development initiatives can help establish a fair working environment. Leaders are known to contribute to the organizational culture through their encouragement of respect, teamwork and equal opportunities among the employees (Dogru, 2023). Fu-Qiang Zhao et al., (2022) go on to confirm these findings by showing that the practice of diversity and inclusion has a positive influence on employee engagement and performance. According to their study, successful workplaces and collaborative leadership systems increase staff motivation and involvement, as well as organizational performance and results. As Appoh et al., (2024) note, industry leaders use diversity and inclusion as a competitive tool to achieve competitive advantage. Multicultural teams can also help organizations gain insight into foreign markets and customer demands to be more flexible in making decisions (Appoh et al., 2024). Although these advantages exist, issues like resistance to change, unconscious bias, and culture clashes can be encountered. HR leaders should strike a balance between fostering diversity and organizational culture cohesiveness via fostering shared organizational values, effective communication and inclusive leadership behaviours.
[bookmark: _ysdh27e0ws2g]2.2 Theories, and Models
[bookmark: _gwaia4jundc4]2.2.1. Strategic Human Resource Management and Organizational Success
The Harvard Model of HR management is an approach to studying how HR strategies lead to organizational success. It focuses on stakeholder concerns, situational and HR results over the long-term workforce like commitment and competence of employees. This model emphasizes that great HR practices can result in better organizational performance through the alignment of organizational goals and those of the employees.
The Michigan Model of HRM (Matching Model) also describes the fit between the HR systems and organizational strategy. It emphasizes on the major HR functions selection, appraisal, rewards, development. According to the model, the integration of HR practices with those of business goals will lead to efficiency and performance by organizations.
Moreover, the theory of Resource-Based View (RBV) advocates the notion that human resource is a competitive advantage source. It asserts that competent and talented staff are valuable, scarce and hard to copy, and thus they are essential to the success of organizations in the long term.
[bookmark: _a1wesnzbpghf]2.2.2. Talent Management and Employee Engagement at Google
The AMO Theory (Ability, Motivation, Opportunity) is a popular model to describe employee performance and engagement. This theory states that employees who have the necessary skills (ability), are motivated by the rewards and recognition, and have an opportunity to make a contribution work well. This model is of specific interest in the study of ways organizations such as Google are increasing employee engagement and productivity.
The other theory applicable is the Social Exchange Theory, which postulates that employees will give back to an organization that treats them positively and has better performance and commitment. In case employees receive appropriate attention and investment by the organization in terms of employee development and well being, the employees react by engaging and showing loyalty.
[bookmark: _jngqtjvcghb1]2.2.3. Leadership, Diversity, and Inclusion of HR Practices.
The Inclusive Leadership Theory highlights the contribution of leaders towards shaping a workplace environment where various employees feel welcomed and appreciated. Participation, collaboration and equality is encouraged by inclusive leaders and improves innovation and team performance.
The Equity Theory contributes to diversity and inclusion as well. It implies that the employees weigh their efforts and compensations against other employees, and equity affects employee motivation and satisfaction. Being fair on HR practices will enhance the introduction of an inclusive and unified culture within the organization.
These theories and models, in general, offer a systematic insight into the role of SHRM, talent management, and diversity practices in organizational success.
[bookmark: _vc991txaxyw]2.3 Literature Gap 
Although the literature on Strategic Human Resource Management (SHRM), as well as talent management and diversity practices, are fairly extensive, there are gaps left in the literature. Rustiawan et al., (2023) and Alhumeisat (2024) concentrate on how SHRM affects site performance but they lack information regarding how it can be sustained over time in various businesses. Geethanjali et al., (2024) emphasize SHRM models, but lack empirical support in different contexts in organizations.
Within the field of talent management, Faugoo (2024) and Hakro et al., (2022) study its influence on performance and engagement, but there is a lack of studies based specifically on the changing digital workplaces, like Google.
In the case of diversity and inclusion, Zhao et al., (2024) and Appoh et al., (2024) state the advantages, but without concrete schemes to address the challenges of implementation in a different organizational culture.
[bookmark: _ca0mb21lgxt8]3. Methodology 
[bookmark: _3hkrvgfjg7zr]3.1 Research Philosophy 
The current research uses the approach of interpretivism in analyzing the understanding of HR practices and their application in the three issues. It examines the differences in strategic alignment as perceived by organizations in SHRM (Furidha, 2023). In the case of Google, it examines employee experience and employee engagement behaviours in its own culture. In diversity and inclusion, it concentrates on the perception of employees on leadership behaviour and fairness. The method helps in supporting the research as it is a context-specific meaning and an organizational reality.
[bookmark: _mbxhw8tkvlkg]3.2 Research Approach 
They employ a deductive approach and apply the current theories to the 3 research domains. Strategic alignment and performance are evaluated using models such as RBV in SHRM. In the case of Google, the concept of talent management and engagement is used to review actual practices (Denny & Weckesser, 2022). Inclusive Leadership is one of the theories that are applied to analyze results in diversity and inclusion. This guarantees a methodical review on the theoretical constructs of the explanations of organizational performance.
[bookmark: _u4pij9dt3doe]3.3 Research Method 
The study utilises a qualitative research approach to gain a comprehensive insight about HR practices and their implications throughout the three themes. In the case of SHRM, qualitative analysis will enable one to consider how organizations plan and execute HR strategies based on business goals orienting towards context-reliant practices instead of the results. This is a prerequisite to travelling through differences in an industry and in an organization (Bouncken et al., 2025).The case of Google demonstrates that the strategies of talent management and employee engagement (such as workplace culture, leadership approaches, and experience of employees) can be explored in-depth using qualitative methods. All these factors are inexpressible by quantitative criteria, and thus qualitative analysis is more applicable as a way of establishing how and why such strategies lead to innovation and performance.
To achieve diversity and inclusion, qualitative research will be conducted to understand how the employees perceive fairness, inclusion and leadership behavior. It enables the research to implement subtle information regarding the implementation and experience of diversity initiatives in organizations.
On the whole, the qualitative approach can be discussed as the one that helps to justify all three themes because it allows getting an entire overview of the organizational practices, work experience, and its strategic consequences (Phillips et al., 2024). It offers a way to be flexible in explaining the intricate phenomena in HR, and makes certain that the research achieves the richness and context it needs to address the research objectives.
[bookmark: _q4f6i22qg08]3.4 Data Collection Process (Secondary Data)
The research is based on a secondary research data collection that will help in obtaining information that is relevant in all three research areas. Reliability and validity are ensured by collecting data on academic journals, research articles, books and credible online sources. Some of the critical databases that will be used are Google Scholar, ScienceDirect, SpringerLink, Wiley Online Library, and ResearchGate where accessibility to peer-reviewed literature on SHRM and talent management and diversity practices can be accessed (Bhangu et al., 2023).
Search Strategy: Search strategy is to use certain keywords like “Strategy Human Resource Management” and “organizational performance”, “talent management in Google”, “employee engagement strategies”, “diversity and inclusion of HR practices”, and “inclusive leadership”. There are Boolean operators that improve search results and make them relevant to research topics; these operators are AND/OR.
Inclusion and exclusion criteria: The inclusion criteria will be based on recent research published between 2020-2024, peer-reviewed articles, and actions that are directly connected to the three research topics (Ganesha & Aithal, 2022). Empirical evidence, theoretical frameworks and real-life examples are given precedence over studies that lack empirical evidence. The exclusion criteria are the old publications, non-academic resources, and research that are out of focus on SHRM, talent management, or diversity and inclusion.
In the case study of Google, secondary data used in the case will be limited to company reports, academic case studies, and research articles that discuss its HR practices. The data is chosen according to their relevance related to leadership practices and employee experiences in the diversity and inclusion section (Ajayi, 2023). This systematic data collection method will make certain that the research adopts credible and relevant information, which will facilitate a thorough study of the three areas of research.
[bookmark: _llelwdz37rw7]Analysis of Data (Thematic Analysis) 
The research approach is thematic analysis where the qualitative data regarding the three research topics are analyzed systematically. This process involves detecting, examining and summarizing trends or themes in the data gathered. In the case of SHRM, patterns are discovered in the form of strategic alignment, performance improvement and competitive advantage as per thematic analysis. This assists in knowing the role played by HR strategies in making organizations successful.
The thematic analysis used in Google case study is aimed at determining the main tendencies in the talent management and engagement practices, including the culture of innovation, motivation of the employees, and the employee retention strategies (Nii Laryeafio & Ogbewe, 2023). This enables it to analyze at length the impact that these practices have on organizational performance.
To conduct diversity and inclusion, thematic analysis is implemented to find themes regarding inclusive leadership, how employees feel, and what organizational culture brings to mind. This will be beneficial in assessing the effects of diversity initiatives on employee behaviour and organisational performance.
A systematic methodology of data familiarization, codification, development of themes and interpretation is involved in the analysis. This will provide uniformity and richness in desegregating qualitative information in all three subjects.
Themes Identified:
Theme 1:Strategic alignment of HR practices that lead to sustainable organizational performance outcomes.
Theme 2:Development and involvement of talents with innovation, retention and productive outcomes.
Theme 3:Equity, inclusive leadership and diversity practices that promote collaboration, organizational culture and equity.
[bookmark: _kg83ni937baa]Research Ethics 
This research follows rigorous ethics of research in order to be credible and true. Any data that is used in the work is referred to in the secondary sources and it is appropriately cited and referenced to prevent plagiarism. With the correct interpretation and representation of the findings of the authors without misinterpretation or bias, academic honesty is guaranteed (Khoa et al., 2023). It keeps the confidentiality since no primary data that targets human participants is utilized. The research is based on publicly available scholarly and non-scholarly resources. Further, great care is exercised to go through credible sources that are peer-reviewed to ensure validity of information.
When interpreting the data, ethical considerations are also considered and no misleading conclusions should be made. The discussion is objective and unbiased, being based on evidence. These ethical principles help uphold academic integrity as a valid and attestable analysis of SHRM, talent management, and diversity practices.
[bookmark: _vcpiko84ra22]4.Findings 
[bookmark: _pbyad2cvb1i7]4.1 Strategic Human Resource Management and Organizational Success 
Strategic Human Resource Management (SHRM) is an important aspect of the successful long-term performance of organizations since it seeks to match human resource actions to the objectives of the organization. This alignment also makes skills, behaviors, and performance of employees to be directly linked to organizational goals. SHRM combines fundamental HR activities including recruitment, training, performance management and remunerations with strategic priorities that allows organizations to leverage the human capital to be a source of competitive advantage. Consequently, organizations become more productive, innovative and well-performing organizations (Alhumeisat, 2024). One of the key contributions of SHRM lies in being able to establish a distinct mechanism of linking HR strategies with business outcomes. Companies using SHRM develop HR policies which are aligned to the strategic goals so that the capabilities of the workforce are as per the requirements of the organization. As an example, specific recruitment involves hiring of people who have appropriate competencies, and training and development allow employees to develop their skills as per the future business needs. This, besides enhancing efficiency in the operations, makes the organization more adaptable in dynamic market conditions.
Another good example of SHRM would be seen in Unilever which has closely aligned its HR strategies with its sustainability model-driven business model (Boselie & Van der Heijden, 2024). Leadership development and global talent management in the company is combined with the company sustainable living plan and long-term environmental and business objectives are met by the contribution of employees. It has been reported that this alignment has enabled a steady increase in revenues, and enhanced the performance of the organizations. On the same note, Microsoft portrays a favorable SHRM approach through its organization by balancing its HR strategies with the goals of innovation and digital transformation. The engagement and innovativeness of employees have been improved by introducing a culture of the growth mentality that is promoted with the help of continuing learning programs and performance feedback systems.
[image: ]
Figure 1: Strategic Human Resource Management and Organizational Success
(Source: https://www.aihr.com/blog/strategic-human-resource-management/) 
This alignment has led to a tremendous market value growth of Microsoft, surpassing 2 trillion market valuation in recent years. Other examples of SHRM are evident in Toyota in the manufacturing sector by aligning the HR practices with operational excellence. Toyota Production System combines employee participation, continuous improvement (Kaizen), and skill enhancement and efficiency objectives. Evidence This alignment has produced high productivity and continued global leadership in the automotive industry, driven by empirical evidence. Moreover, Southwest Airlines creates its HR strategies in line with a customer-focused business model, focusing on employee happiness and organizational culture. Its focus on teamwork and employee welfare has resulted in a great deal of customer satisfaction and stable profits, so the people-centered HR practices affected the business performance. Lastly, IBM is approaching SHRM and digital transformation by matching the workforce reskilling programs with the changing technological needs (Collins, 2022). The investments in AI-based HR systems and employee development initiatives have increased innovation and agility in organizations, which is why IBM is able to stay competitive in the fast changing industry. All in all, these instances show that SHRM helps organizations to turn business strategies into workforce potential. SHRM is a driver of performance, innovation and long term competitive success through alignment of HR practices with organizational goals.
[bookmark: _4a3221l9x4y8]4.2 Talent Management and Employee Engagement at Google 
Google has some of the most developed talent management and employee engagement measures that have considerably boosted its organizational performance. The application of people analytics and data-driven recruitment is one of the most important strategies as data can be used to forecast that an employee would be successful and enhance the hiring outcomes (Vuong & Nguyen, 2022). This will ascertain the acquisition of good talent in line with company objectives. The next significant strategy is the continuous learning and development that encompasses training programs, leadership development and mobility opportunities within the organization that enables employees to develop within the company. Other practices that lead to employee autonomy at Google include employee programs like the 20 percent time where employees are given time to work on projects that offer creativity and innovation to Google beyond their usual job descriptions (Sypniewska et al., 2023). Also, focus on employee welfare and flexibility in work practices, such as hybrid work norms and accommodating work environment policies, is within the scope of the company. These measures can make the workplace a very exciting scenario, making employees motivated, creative, and committed in the long run.
[image: ]
Figure 2:Talent Management 
(Source:https://joingenius.com/recruiting/talent-management-process/) 
Google practices in talent acquisition, nurturing and retention of their workforce have been a key factor in its dominance in the marketplace and culture of innovation. The organization gets more than 2 million job applications every year thereby helping it to identify the best talents and highly competitive workforce. Innovation is also evidenced in the way it focuses on it, including the 20% time policy that has helped it in creating successful products like Gmail and Google News (Abdelwahed & Doghan, 2023). In addition, HR practices based on data enhance efficiency in decision-making and workforce planning. Research shows that profits per share are 2.6 times higher and grow three times faster in organizations that have highly engaged employees, illustrating the financial gain of effective engagement strategies. All these factors are assuring Google of a robust talent pipeline, which keeps it innovative, sustaining constant employee development and enhancing its role as a world technological leader.
The results of these talent management and engagement can be seen directly in the satisfaction level of the employees and the performance of the organization as a whole. Employee engagement levels are high at Google as reported and research shows that there is 37% growth of employee satisfaction because of its supportive work environment and HR practices. The company also has good employee retention where nearly all the employees, about 80%, are enthusiastic about their job, out of which more than 50 percent want to stay irrespective of the high salaries of other managers (Jiatong et al., 2022). These results help towards better productivity, teamwork and innovation in an organization. Increased employee satisfaction leads to low cost of turnover as well as organization stability. Nonetheless, keeping such high levels of engagement among a global workforce is not without its challenges, especially in ensuring that the needs of the employees are met. In spite of all these, the combination of talent management and engagement tools is what makes Google deliver high-quality organizational performance and success in the long run (Hakro et al., 2022).
[bookmark: _h6jvdgbgvam]4.3 Leadership, Diversity, and Inclusion in HR Practices
With the introduction of inclusiveness in recruitment, training and organizational culture, Human Resource Management (HRM) is one of the organizations that are essential in ensuring diversity and inclusion (D&I). Inclusive recruitment is one of the ways where organizations can employ an unbiased recruitment tool like blind screening of CVs and a diverse hiring panel to create a level of opportunity (Zhao et al., 2024). Furthermore, the promoted services of HR include diversity training and diversity awareness programs educating employees about unconscious bias and cultural sensitivity. The other critical practice is the creation of inclusive leadership which involves training managers to open up and embrace different communications, honoring differences, and involve everyone. In addition, HR that promotes equality, including flexible work schedules and non-discrimination policies, are also set by it. The practices lead to a workplace where employees feel to be valued and included, which increases engagement and innovation, as well as overall organizational performance.
[image: ]
[bookmark: _v6b29yle4fkx]Figure 3:Leadership, Diversity, and Inclusion in HR Practices 
(Source: https://www.ddi.com/blog/diversity-and-inclusion-best-practices) 
This graph indicates that minority leaders are more likely to get promotions at senior levels, with 1.52 at C- vs non-minorities and 1.34 vs seniors. Nevertheless, minorities record greater turnover intentions (19% vs. 15%), which means that, regardless of the progress in the advancements, retention and inclusion issues are still present.Although these advantages are enjoyed, applying diversity initiatives comes with a number of challenges. Resistance to change is one of the key challenges in this case, and employees might not be willing to embrace new diversity policies (Appoh et al., 2024). The issue of unconscious bias is another problem that can happen despite formal policies and impact fairness and decision-making. The third issue is the inability to quantify the impact of diversity programs because their results (inclusion and belonging) cannot be quantified. Nevertheless, these challenges are less than the benefits. Diversity programs result in improved innovation, because different teams have different views and opinions. They are also useful in enhancing the quality of decisions by inclusion of diverse views. Moreover, employee satisfaction and engagement increase, as inclusive organizations develop the feeling of belonging. Diversity also helps to generate a favorable organizational image, attracting talent worldwide, and increasing market insight as companies can effectively cater to a variety of customers (Okatta et al., 2024). By fostering organizational values and values like tolerance and equality, HR leaders are able to create a diverse workplace and yet have a unified culture without negatively affecting inclusion.
Some of the international organizations have already managed to incorporate diversity and inclusion in their HR practices. Microsoft has introduced a policy of broad hiring and accessibility campaigns that provide people with disabilities with opportunities and drive innovation.
Accenture has been known to have very good policies on gender diversity, and with a desire of having a balanced workforce and reporting on the diversity parameters clearly. As part of its global HR approach, Coca-Cola has incorporated diversity by adjusting workforce diversity to its national market activities which facilitates better understanding and performance on the international front. Likewise, the diversity endeavors of the company were initiated earlier by IBM that has encouraged gender equality policy and LGBTQ+ inclusion policies that have reinforced its organizational culture and innovation potential (Jerónimo et al., 2022). These illustrations indicate that proper D&I practices that are well backed by an effective HR leadership bring about enhanced engagement of employees, innovation, and ultimate success of an organization.
[bookmark: _cewo00b4q1tq]5. Discussion
The results of this report give a deep insight that the human resource management practices are instrumental in attaining organizational success, employee involvement, and inclusion in the working environments. The comparison of the three most important areas Strategic Human Resource Management (SHRM), talent management in the Google case, and diversity and inclusion shows that the alignment of HR strategies with strategies of the firm positively affects the performance in short and long terms. The results directly fulfill the primary goal of the report which is to explore the contribution of HR practices to organizational effectiveness.
With respect to the first objective, the results affirm that SHRM can lead to the long-run success of an organization by providing balance between HR practices and business priorities. Experience by organizations like Unilever, Microsoft and Toyota, shows that HR activities like leadership development, life-long learning and employee engagement are strategic to serve the business goals. This alignment helps organizations to enhance productivity, innovation and competitiveness. The results confirm the explanatory theories, including the Resource-Based View, that underline the significance of the human resource capital as a competitive advantage source. Thus, the initial goal is completely met since the research provides clear evidence of how SHRM contributes to organizational success with strategic integration.
The second aim will be talent management and employee engagement especially regarding Google. It has been found that data-driven recruitment, employee autonomy, and continued development are part of talent management strategies that help Google realize the importance of employee engagement and innovation. This conclusion can be proven by the statistical information, for example, the high rate of employee satisfaction and retention rates. The results also show that the involvement of the employees will lead to better performance within the organization, as witnessed in the increased productivity and innovativeness. This is consistent with the theory of the AMO, which elucidates the relationships between ability, motivation and opportunity and performance. Therefore, the second goal will be fulfilled by demonstrating how effective talent management practices can result in employee satisfaction and also a successful organization.
The third goal explores the contribution of HR practices towards diversity and inclusion. The results suggest that inclusive HR practices, including unbiased hiring and inclusive management, have a positive influence on employee engagement and innovation. Nonetheless, the challenges also include resisting changes and increased turnover intentions among minority workers, which are also identified in the analysis. An illustration of this is that minority leaders are better promoted to senior positions, but with intention to leave being higher, an imbalance between diversity and inclusion. This shows that despite the increasing representation in diversity in organizations, it is still a challenge to have an inclusive culture. The results address the third goal by offering a fair assessment of the advantages and hindrances of diversity programs.
On the whole, all these objectives are linked to each other as it was noted in the discussion. SHRM offers the strategic blueprint, talent management boosts employee engagement and productivity, and diversity and inclusion provide a supportive and innovative workplace. A combination of these HR practices helps organizations to become sustainable in their success. Nonetheless, the results also indicate that to face new challenges, especially concerning sustaining engagement and inclusion within diverse and global workforces, organizations have to always update their HR strategies.
To summarize, the results highly back the thesis that sound HR management is critical towards organizational success. An organization can improve its performance, innovation, and long-term sustainability by balancing HR strategies with business goals, investing in developing talents, diversity, and inclusion.
[bookmark: _r3tsmdugqb42]6. Conclusion 
This report explained the importance of strategic human resource management in organizational success based on three points, Strategic Human Resource Management (SHRM), talent management and employee engagement at Google, and practices in diversity and inclusion. The results have shown that SHRM leads to long-term success because the HR strategies are aligned with business objectives by organizations, which can improve their performance, innovation, and competitiveness.
The report additionally discussed how innovation, employee satisfaction, and market leadership are facilitated through the effective talent management and engagement strategies, especially in Google. Moreover, it assessed the significance of diversity and inclusion in generating creativity and enhancement of organizational performance and found challenges, including resistance to change, and retention issues.
Generally, the report was conclusive that to sustain the organizational performance and long-term growth in a competitive business setting, there is a need to integrate strategic HR practices, talent development, and inclusive leadership.
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