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Introduction
In today’s world of continuous change, HR plays a critical role in providing organisations with an edge in the competitive environment through intelligent, flexible management of their people. Managing human resources determines the organisation’s effectiveness, as companies with high engagement register increased productivity, higher profitability and customer satisfaction. Therefore, through human resource management (HRM), managers can engage with employees, ensuring that employees are satisfied and perform well. Various change management strategies, including recruitment, training and development, compensation and benefits, and employee relations, are integrated into HRM (Armstrong and Taylor, 2020). However, for each strategy, different models should be followed to ensure employee satisfaction, encourage them to be more engaged, and significantly contribute to their performance.
In Microsoft, an international technology company, human resource management uses various strategies to ensure employee satisfaction, comfort and security at the workplace, which are used in the workplace. This report aims to present strategies such as retention, HR performance measurement and compensation that the organisation is implementing, discussing their effectiveness and how they help team members feel valued and appreciated and develop a sense of commitment to the company. The report evaluates the models, theories, concepts and principles of human resource management and presents some recommendations at the end.
Change Management
[bookmark: _Hlk112533934]The global economy reflects our political and corporate thinking, but the challenges of our time, such as the migrant crisis, the economic crisis, Brexit and Covid-19, follow one another. In this dynamic environment, organisations are also changing regarding boundaries, structures, strategies and criteria for management and personnel. The goals of organisational changes are related to sustainability and competitiveness, which depend on companies’ human resources. Human resources departments are responsible for achieving corporate objectives by providing the best conditions for staff, and satisfying their needs, wants, and protection (Cameron E, Green M, 2019). Armstrong M. and Taylor S. (2020) argue that HR change management aims to initiate and facilitate the smooth implementation of new initiatives by ensuring planning and execution so that all changes have minimal resistance and clear understanding. Organisational change management (OCM) requires employees to acquire new skills and behaviours. All parties in the process must remain engaged to change with minimal discomfort, which requires setting expectations, using tools to improve communication, and keeping misinformation to a minimum. 
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Prosci’s ADKAR Change management model and implementation,  relevance and application  
[bookmark: _Hlk112660987]At Microsoft, after designing its new MSXi platform, the project management team must also prepare by managing the necessary changes such as communication, training, and strengthening the executive framework, process and structure. The company uses the Prosci ADKAR model to identify potential barriers to adopting the new platform (Delaini S, 2022). 
[image: ]
Prosci ADKAR model is a goal-oriented change management model that outlines an individual’s successful path through change through the activities during the change process. To achieve successful and sustainable change, defined goals and outcomes that are consistent and collective must be met (Bejinariu AC et al., 2017). Using the model provides leaders with the right strategies and tools to address challenges throughout the process to engage people effectively and respond appropriately to potential resistance. In addition, as far as people are concerned, they receive correct and reliable information and motivation to deal successfully with change. The ADKAR model empowers leaders and teams to focus on their activities, thereby driving individual change and achieving desired organisational outcomes.
Awareness of the need for change
It is important to note here the essential difference between ‘Awareness of the need for change’ and ‘Awareness that change is happening.’. In realising the need for change, a person understands the essence of transformation. In addition, it understands what necessitates this change and the risk of not making a change. The information provided includes the internal and external reasons driving the need for change and the benefits. The plan should highlight the value-added and benefits of the change as they relate to the people involved in the process. Feedback at this stage is essential, and teams should be encouraged to ask questions regarding the purpose of the solution for this change, clarify the implementation process and execute the proposed plan. 
Encouraging the desire for change 
[bookmark: _Hlk112703840]Just understanding the change is not enough. The employees must want it. Encouragement starts with identifying the leaders who lead this process because they relate to the people on the team. These leaders must demonstrate an ability to perform the day-to-day duties involved and provide clear support and direction (Hicks K, 2020). To foster willingness, leaders must clearly understand the specific benefits of change to apply them to individuals or a team. The change must present as a benefit in everyday work life. Stephen E. (2022) suggest that resistance is most significant at this stage. The leader needs to understand the reason for it, for example, a lack of skills for the relevant change or frustration with the extra effort to learn something new. After identifying the cause of resistance, the leader must aim to eliminate it or adjust his plan to implement the change. 




Managing Resistance:
[image: ]
[bookmark: _Hlk112696079]Source: Stephen E. (2022)
Effectively build knowledge in individuals
[bookmark: _Hlk112710484]The milestone of the ADKAR model is training and education because each team member must know what their responsibilities are, what skills they are required to possess, and the tools and processes used. The knowledge built must be directly aimed at individual responsibilities (Beardwell, J. and Thompson, A., 2017). The knowledge required in different groups is different, although the overall change is the same. It is essential to take the time to consider what other skills, tools and duties are required for the change. Also, when the change involves assimilating more knowledge, the change process should be carried out smoothly so as not to stress the team and prevent possible resistance.
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Ability to make the change
The leaders must be responsible for training to bridge the knowledge and ability gap. Feedback directs the leader’s attention to potential obstacles or problems. Giving a chance to experience a change in hands-on training builds confidence. In addition, detailed feedback makes it possible to monitor performance. When implementing more extensive changes, it is necessary to do them in stages to identify problems in time and make the required changes.
Reinforce the change
Sustaining change over the long term is even more difficult than making the change itself. Reinforcement is the final reinforcement element of the Prosci ADKAR model, and this element represents the internal and external factors that serve to sustain the change already established (Beardwell, J. and Thompson, A., 2017). The process includes pre-planned actions such as recognition, rewards and celebration related to the awareness of the change, as well as the participant’s internal satisfaction with his achievements. 
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Relevance and application of Prosci ADKAR  model to the needs of Microsoft
Microsoft, as a software-as-a-service (SaaS) organisation, includes the customer advantage when purchasing the service. The organisation aims to assist clients in accepting the service to achieve the desired results. Customer Success Managers liaise between customers and product teams and help engage additional support and services, a paid customer success engagement or consulting project. Although Microsoft’s teams are technically focused, Prosci’s ADKAR model complements the organisation’s success framework, enables changing customer attitudes and mindsets, and increases the adoption of complex technologies.
[bookmark: _Hlk112694238]
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Retention
[bookmark: _Hlk112797927]Workers today care more than financial compensation and are increasingly interested in work-life balance. Employees are interested in policies that provide job satisfaction and personal well-being, which make them happy (Rodriguez-Sanchez et al., 2020). Employers are now targeting employees most beneficial to the organisation and retaining them by understanding their attitude towards satisfaction. According to Sethi SB (2018), retention is when an organisation encourages employees to stay as long-time as possible in their workplace by valuing their achievements, providing them with a good working environment and incentivising them with various benefits. All retention practices help minimise turnover because good management knows that people are integral to any organisation’s profit and success. 
Employee retention strategies increase team job satisfaction by following best workplace practices and maintaining good team relations while staying current on market standards for wages and benefits.
Recruiting at Microsoft is time-consuming and expensive, so the company pays special attention to talent retention, which is evident from its statement:
[bookmark: _Hlk112868802][bookmark: _Hlk112872179][image: ](Microsoft, 2022)
The company believes its main strengths are its workplace culture and employee talent. The potential of each employee is continuously developing by nurturing curiosity for new things without fear of failure. At Microsoft, we emphasise what matters to customers, diversity and inclusion in different projects, building strong teams in the same company, and changing the lives of others, customers and the world around us. A high culture gives additional confidence to employees and stimulates their desire for development. “Code of Trust” includes Microsoft’s standards of business conduct, representing the application of organisational culture and values to build and maintain trust with customers, governments, investors, partners, representatives and each other to ensure the achievement of the mission.
A growth mindset culture in the company starts with valuing learning over knowledge, looking for new ideas, embracing challenges, learning from failure and improving. The organisation offers diverse training and development opportunities focusing on delivering the proper training at the right time and in the right way. Training programs include: 
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Microsoft supports the well-being and safety of its employees at work and in their personal lives. In addition to the benefits package, the occupational health and safety program helps ensure the safety and comfort of employees in the workplace. For example:
[image: ]
In addition, the company demonstrates its commitment to maintaining respect for human rights treaties and declarations.
[image: ]
Developing dynamic and sustainable strategic programs that provide a differentiated portfolio for hiring, rewarding and retaining top talent enables employees to do their best work. The result of these performance and development programs fosters culture and competitive compensation. The organisation ensures fair remuneration according to role and performance and distinctive benefits that satisfy employees. 
[image: ]
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Source: Microsoft, (2022)
Microsoft has an inclusive mission - “to empower everyone on the planet”. Diversity and inclusion are built into the organisation’s business model because it believes its actions can impact economies and people worldwide (Microsoft, 2021). Representing diversity well at Microsoft helps drive innovation for those it seeks to empower. At Microsoft, we strive to drive global systemic change in the workplace and workforce through an inclusive work environment, giving everyone a chance to be themselves, doing their daily work in the best possible way. 
Microsoft’s listed strategies determine the high retention level that helps retain the company’s talent, keeps turnover to a minimum and ensures competitiveness in recruiting talent. 
[image: ]
Source: www.comparably.com (2022)

HR effectiveness measurement
According to CIPD (2021), human resource management is concerned with increasing productivity by measuring, monitoring and controlling the performance of employees, adding value to the achievement of organisational goals. HR analytics is a tool for making good decisions, and HR professionals help the organisation take advantage of qualitative analytics from measurements. 
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Source: Jay S., (2022)
[bookmark: _Hlk112943851]Amalou-Döpke, L. and Süß, S. (2014) argue that companies use the Balanced Scorecard to measure and manage human capital to clarify their vision and strategy and implement the appropriate decisions. 
[image: ]
Source: https://saylordotorg.github.io/
[bookmark: _Hlk112954641]The performance achieved in all areas of HRM, such as recruitment, motivation, maintenance of good employer-employee relations and management of social services, is evaluated to establish the efficiency and quality of employees. HR scorecard is a system for measuring, managing and improving human resources. With the help of the key performance indicators (HR KPIs), forecasts of the organisation’s growth are possible because the right strategies are selected or adjusted in time where and when necessary (Boon, C. et al., 2019). Every organisation is different, so different organisations use KPIs specific to the uniqueness of that organisation. The measurement of various criteria is included in determining the effectiveness of the HR department. For example:
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The following example shows how a strategy map and sample HR map help an organisation identify the leading indicators of its success. 
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Source: Vulpen, E. (2022)
[bookmark: _Hlk112975027]At the heart of what Microsoft does is Business insight (BI), where they focus on high-value activities. Microsoft achieved high value and increased revenue and growth thanks to the analytical establishment. The organisation’s success is due to good products, a transparent business model and talented human resources. The flexible management of the data at its disposal allows the company to make accurate decisions supporting the strategy and vision for its future development. Microsoft conducts a broad survey once a year. The Human Resources Business Intelligence (HRBI) team collects and analyses survey data. The general engagement survey includes the exit survey, which contains information about people who have left the company, attrition analysis including more predictive modelling, movement analysis, leadership pathways and quality of hire. The Valuing Talent Framework (VTF) includes four stages Data collection, Applying definitions, Analyse, and Acting.
[image: ]
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Source: Francis, D. (2021)
The organisation’s scorecards help make the proposed changes understandable and acceptable. The HR Scorecard empowers decision-making, and everyone can improve the quality of their data. The test of the organisation’s value of techniques and investments reflects their usefulness to other customers. The company uses and refines its analytics for its internal processes and monetises its BI in its software developments (Green, D., 2019). It enables Microsoft to move into providing services and products such as Power View and Excel, for example. All of this is a result of good data resonating with people. All the above gives the company reason to believe in its future growth and competitiveness, where HRBI will play an important role. 
Compensation
[bookmark: _Hlk113048279]Reward management encompasses the strategies, policies and processes ensuring that the value and contribution of employees are recognised and rewarded in achieving the organisation’s objectives (Armstrong M., Taylor S., 2017, p.417- 418). According to this, HRM is responsible for evaluating employees and determining remuneration according to their value. According to CIPD (2022), “Strategic remuneration” has a long-term balancing approach to determining payment according to the company’s and the employee’s needs. It covers the tangible and intangible rewards that people care about and value
The compensation and benefits programs are directly dependent on talent management practices. In some organisations, they emphasise consistent pay equity consistent with procedural fairness. In other organisations, the focus is on merit-based pay, where the salaries of high-performing employees increase faster and reach higher levels. Despite differences in compensation, employees understand the rationale for differentiated practices. In both types of organisations, compensation is successful in retaining talent.
[image: ]
[bookmark: _Hlk113147481]According to Vroom’s Expectancy theory of motivation (1964), employee motivation is a ratio of the perception of the effort that must be put into work to the reward that is received in return (Nimri, M. et al.,2015). According to this theory, employee motivation increases proportionally to the belief that good performance leads to compensation that will satisfy their needs and that the effort is worth making.
 The three factors determining motivation are: Expectation + Instrumentality + Valence = Motivation
[image: ]
At the beginning of the founding of Microsoft, Bill Gates appreciated the importance of people, and a reflection of this judgment is the reward systems in the organisation. Furthermore, as mentioned in the Retention section, rewards are directly related to hiring, retaining and growing talent in the organisation. The systems reward current performance and stock that will increase in value. Employees who reward with stock-award are valued as an essential asset to the company, the partnership-focused approach because the valued talent will add value to the organisation and continue to drive the company forward. 
Salary, bonuses, and stock awards at Microsoft
[image: ]
Source: Wright, N., (2021)
Example of Microsoft compensation in the first six years of employment
[image: ]
Source: Wright, N., (2021)
Articulated objectives, implementation process, tools and supporting pay-for-task initiatives are well thought out and motivating. HR professionals at Microsoft treat their employees’ work and personal lives with respect. The company benefits employees and their families, providing them with a better and healthier lifestyle, investing in their future and enjoying themselves during their realisation (Microsoft, 2022). In addition to everything else, high organisational culture is offered. Genuine human connections are built through various programs, events, and services, and the company invests in and empowers its employees to give their best. 
Conclusion
Microsoft is a high-tech company, and qualified human resource is of utmost importance, and for this, the reward strategy is key to retaining talent and an excellent tool to reduce turnover. The pay strategy and structure consider the employees’ needs and satisfaction, ensuring the fulfilment of the organisation’s goals and its competitiveness in the labour market. By compensation plan and benefits criteria, Microsoft outperforms IBM and Apple, the other high-tech giants.





Recommendations
Based on the analysis presented in the report, I offer the following recommendations for Microsoft’s motivation and retention strategy:
· Reduction of bureaucracy in the company - Downsizing should be avoided or, if necessary, slow to avoid shock reactions.
· Combining the individual approach to employee retention with the fixed-term contract system. Offering additional benefits to key employees willing to join the company on a fixed-term contract ensures their presence and loyalty with the help of legal and motivational tools.
· Customisation of benefits as per employee profile - Developing a compensation system as a “best fit” is a better solution for an innovative company like Microsoft than “best practice”.
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ADKAR model to influence buy -in and drive customers to work with Microsoft

Building awareness of the need for change management- At Microsof, they use questions like “What was the first question that came
to mind?" and ‘How did that feel?” to provoke the question “Why should | change?". Additionally, the organisation uses this model with
groups of customers to understand the need to build a willingnessto keep trying. As a result, people understand that everyone mustgo
through the change, or the desired successwill not be achieved if the change does not occur
Backing it up with the numbers - Microsoftoffers a large number of research that CSMs often use to bolster the case for adoption with
complexnumbers. When clients consider their investment in the project, the business goals, and the failure rate of the change without a
sponsor, they are more ikely to listen
Geting the change started - CSM has built the clients awareness and willingness to perform change management as part of their
project, the clientmay discover a need for additional knowledge and capabilities Microsoft consulting teams and partners are engaged
and work together with customersto achieve sustainable change and value.
dentifying a lack of sponsorship - Tobe effective, sponsors must actively and visibly participate in the change, communicatesupport
and promote the changes to impactedgroups.
dentifying ADKAR barrier poins to adoption - The ADKAR framework helps to understand where high-evel barriers points are. Using
ADKAR as the loop that underpins the adoption plan can easily spot where things are stuck and which change managementplans will
help move forward,

> Mficipating and managing resistance - Resistance is often encountered as CSMs push customers out of their comfort zones to deliver
anew sence in a new, more people-centric way. Thisis where resistance managementtactics such as "Listening and understanding
objections” or "Showing the benefis in a real and tangible way’ are used to overcome resistance in the clientteams they lead.
Speak a commonlanguage about change - Microsoft CSMs are equipped to build a commonlanguage about change, articulate why
such actities are criicalto projectsuccessand customer support, and help users through the transformation journey.

Source: A, M.A,(2021), Prosci (2022), Siephen, E., (2022)
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“ At Microsoft, we strive to c reate a respectful, rewarding, diverse, and inclusive work environment that  enables our employees to create products and services that help others achieve more. ”  
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Personalised, integrated and relevant views of all learning opportunities in Microsoft
Learning and LinkedIn Leaming
Classroom leaming and sharing with leamer boards
Opportunities for advancement are "stretched" in the workplace
Frequent opportunities for promotion
Career development coaching through ongoing connections with managers
Personalised training for managers to improve coaching and mentoring skills
A new employee orientation covers various topics, such as company values, culture and
standards of business conduct.
Source: Microsoft, 2022)
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» A professional risk assessment for occupational safety is carried out. Workers and
management are committed to implementing safe work practices, hazard controls and training
to minimize safety risks. Continuous improvement in employee health and safety is ensured.

» New and existing workspaces are periodically assessed to ensure that they are reliable and
safe and that controls are being implemented effectively.

» Microsoft includes employees and managers on health and safety committees specific to their
data centers, retail operations, and office locations.

Source: (Microsoft, 2022)
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» Universal Declaration of Human Rights

» International Covenant on Civil and Political Rights

» International Covenant on Economic, Social, and Cultural Rights

» International Labor Organization (ILO) Declaration on Fundamental Principles and Rights at Work
Source: Microsoft (2022)





image13.png
Building social and networking groups
Microsoft is committed to helping employees find opportunities to foster personal
connections in global teams, participate in local engagements, and participate in global
sustainability.
Flexibility - personal and family care
Microsoft offers flexible work schedules, generous vacations and holidays for
employees to spend with family or pursue interests outside of work.
Grow personally and professionally
The organization offers financial education, training assistance and special program
training so employees can expand their knowledge on various topics, stay current in
their field and continue to learn as their careers progress.
Investing in physical, emotional and financial well-being
The company offers world-class health care and wellness benefits to achieve and
maintain the best physical and emotional health for its employees and their families.
Financial programs for employees
These programs help employees build a portfolio of savings and investments, protect
their families from the unexpected, plan for college for their children, refinance their
student loans, and receive discounts on products and services so they can save money
by doing what they love.

Source: Microsoft (2022)
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Microsoft Retention Score

Microsoft is in the Top 15% of similar sized companies in its ability to retain quality employees. 58% of employees would

not leave Microsoft if they were offered a job for more money while 78% are excited to go to work each day. Overall, 60%

of Microsoft's employees feel the company is doing what it should to retain them while 40% may be considering new

employment. Quality employees are difficult to find which makes retaining them all the more important. A-

Last updated today. 76

Where This Score Ranks Microsoft's Retention
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The data provides useful information that is use to:

> Quantify the impact of daily activities using fresh insights.

» Guide individuals and teams to better work habits and norms through personalized
experiences and goal setting based on predicted business results.

» Embedding a cycle of discovery and change in the organization through a regular cadence
of measuring impact and optimizing the way people work. Good, fast and confident
decisions lead to successful business results.

» Supporting employee growth and learning, where continuous improvement becomes an
integral part of an organization, benefiting people every day.

» Rapid response to changing market conditions and other extemnal and intemal forces.

Source: Hesketh, A., (2014)
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Source: McGrath, J., Bates, B., (2013), Nimri, M. et al., (2015)
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