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[bookmark: _Toc112661919]Executive Summary 
The author as the Human Resource Director of AVEVA Group plc Writes a report on appropriate Human Resource Strategies such as change management, leadership development, and Learning and development. The author firstly provides an introduction to Human Resource Management and secondly an overview of 1	to AVEVA Group plc. Learning and development strategy is applied to Human capital theory by indicating its application. Change Management strategy is applied to ADKAR Change Management mode. Leadership development is explained through the Trait Theory of Leadership. Finally, the author provides two recommendations to the Company when considering HR practices. 
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[bookmark: _Toc112661920]Introduction to Human Resource Management 
Human Resource Management of any company has the power either to drive the company toward success or failure. For effective management of human capital, any organization streamlines its human resources strategies through its practices (Debroux, 2017). To achieve a competitive advantage, the human resource department of any organization plays a significant role. The most important fact is that maximizing the performances of the employees is highly taken into consideration. By focusing on systems and policies, within organizations, with the management of people, Human resource management is primarily concerned (Gill, Gardner, Claeys & Vangronsvelt, 2018). The main activities of human resource management are designing employee benefits, reward management, training and development, employee recruitment, performance appraisal, etc. To achieve success through people, the Human resource department is always working continuously (Silic, Marzi & Caputo, 2020). In this report, the author aims to indicate how human resource strategies would develop in three such areas as Leadership development, change management, and Learning and development in AVEVA Group plc. 
[bookmark: _Toc112661921]Introduction to AVEVA Group plc
AVEVA Group plc is considered a multinational British technology company that was founded in 1967 and started as the Computer-Aided Design Centre. Its headquarter is located in Cambridge, England, UK and it has key service areas Worldwide (Agapaki, Glyn-Davies, Mandoki & Brilakis, 2019). This company belongs to Information Technology with approximately 6500 employees, 5,700 certified developers, and 5,000 partners worldwide. The company provides Enterprise Solutions, Manufacturing Execution systems, Enterprise Asset Management, CAD/CAM Software, Technology consulting, and Information Technology (Chen, 2018). In over 100 countries, Over 20,000 enterprises rely on AVEVA to deliver safe and reliable energy, life essentials, infrastructure, and more. In 2022, the total revenue of the company is £1,185.3 million and the operating income is £ (6.5) million. Net income is £ (62.6) million, the total asset is £6,670.5 million and total equity is £5,209.2 million (Lawson, Alvarado-Morales & Tsapekos, 2021). On the London Stock Exchange, the company has been listed. To optimize efficiency, value, and sustainability, industry leaders are empowered by AVEVA pioneers. By market cap, in the UK, Aveva Company has considered the second largest company in the top technological sector as its market cap is $9.60 Billion (Lawson, 2020). To be number one in the UK technological sector, the company needs to deploy its human resources practices. 
[bookmark: _Toc112661922]Learning and development 
The key to the success of any company is to adopt with learning and development process. To do their jobs effectively, digital resources and the knowledge is needed to empower workers. For continuous learning, as a more effective approach, the cloud is utilized for the purpose of delivering and managing all training (Renninger, Hidi, Krapp & Renninger, 2014). Through shared knowledge, the workers are connected while production disruptions are minimized. HR supervisors and workers are empowered through training and managing skills with a holistic method in Aveva Company for the purpose of ensuring compliance and skills coverage (Renninger, 2014). One of the roles of Human Resource Management is learning and development that causes to improve job satisfaction, job retention, etc. when the employees receive further opportunities to gain knowledge and training, they automatically feel that they will run towards professional development and personal development in an effective manner (Darling-Hammond & Flook, 2020). The professional development of the employees is encouraged through a continuous process that is known as Learning and development. With specific skills and knowledge, the employees can be empowered by designing training programs by analyzing their skills gaps of them (Cordingley, 2015). By offering online learning, training courses, mentorships, and development activities, the performance of employees can be increased. By sharing insights and knowledge, developing the behavior of individuals, and cultivating attitudes that help employees perform better (Cordingley, 2015). To focus on reskilling or upskilling employees, learning and development are much important. Within the company, for potential promotions, new leadership skills are taught to employees through learning and training that helps organizations to nurture, acquire, maximize, and retain talent.
[bookmark: _Toc112661923]Human Capital theory 
Human capital theory refers to improving their workforce and their business in an effective manner. On an individual level, the workers can be benefited by Investing in Human Capital in any organization that helps to build business revenue and output (Marginson, 2019). The wellbeing support and career progression can be included as caring for the employees is considered one of the duties of Human resources. Poor relations among staff and with staff cause to lead the feeling of being unmotivated and unvalued (Fleischhauer, 2007). By introducing human capital management, employee talents and skillsets can be developed. Through training and education, efficiency and productivity can be increased by Human capital theory which is about the idea of humans. The basic theory of human capital focuses on three factors such as investing in the physical means like technology or machinery, investing in human capital through training and education, and producing stocks or products (Gillies, 2015). Through staff’s values, abilities, and skillset, growth can be measured that can improve productivity revenue and brand name in time. With a well-functioning workforce, any business will always benefit that improves staff performance rates (Becker & Woessmann, 2009). The managers are allowed to set achievable goals, Deliver constructive feedback, and provide training and coaching. Prioritizing the staff is the main success for human capital in any organization. 
[bookmark: _Toc112661924]HR strategy application on Aveva Company 
HR supervisors and workers are empowered through training and managing skills with a holistic method in Aveva Company for the purpose of ensuring compliance and skills coverage. As Aveva Company has reduced its training time to 50% hence it is needed to improve and share more knowledge among the 6500 employees across the world (Agapaki, 2020). To improve visibility, with a centralized digital logbook, collaboration and communication can also be improved. Across plants, and shifts, work can be standardized through an equipment-focused perspective that supports continuous in-the-flow learning (McPhater, 2009). Through learning and development, downtime can be reduced to find permanent solutions. For problem-solving, a closed-loop process is used that engages workers in continuous improvement. Further, Aveva Company can implement necessary changes to existing systems through possible integration (Agapak & Brilakis, 2018). To share information and trigger actions, digital transformation strategy and greater operations can be leveraged. With the finger-tip-away assistance, the workers can be empowered as a performance support application. In a team-built training environment, reusable materials are created to digitize knowledge, foster communications, and nurture expertise (Agapak, 2018). With imagery, video, documentation, and collaboration, informal training is improved through social media. Apart from that, through effective knowledge and training in Aveva, there is a 4% of improvement in Overall equipment effectiveness. The most important outcome of learning and development of the employees, there is an 18% of Worker Productivity Increase (Lawson, Alvarado-Morales & Tsapekos, 2021). 
[bookmark: _Toc112661925]Change Management 
For a high-performance working environment in Aveva Company, the author as Human Resource Director can take the most appropriate and relevant change management practices. In the organizational context, different types of organizational theories can be applied to this effectively (Paton & McCalman, 2008). Change management refers to dealing with the transformation or transition of an organization's processes, goals, or technologies. The main aim of implementing such a change management process is to control change, implement strategies and help people. To best output can get to the Aveva Company to be number one in the technology sector through effective change management models (Paton, 2008). In the workplace, new policies can be adopted the structured approach for the organization, organizational change management is considered the suitable way. The relevant changes are taken into consideration by HR Managers by analyzing the process through models (Finch, 2011). Due to the advancement of technology and the globalization process, the need for organizational change is increasing globally, especially within international companies. To get superior benefits, Aveva Company needs to go for a change. For the context of Aveva, hours of work, types of working, cultural changes, marketing concepts, decision-making process, etc are really effective (Hornstein, 2015). Within Aveva Company, conducting relevant models is discussed in the report further. 
[bookmark: _Toc112661926]ADKAR Change Management model 
In 1998, Prosci developed a change management model that is ADKAR and by implementing such a model, effective business benefits can be expected. To upgrade existing change management strategies, five types of Human resource strategies can be used by Aveva Company (Shah, 2014). The ADKAR Model of Change Management is considered an outcome-oriented change management method that targets to limit resistance to organizational change.
[bookmark: _Toc112661927]Awareness
The need for awareness must be taken into consideration by the HR Manager. By creating awareness, the need for change is communicated. For a change, the employees must be truly aware of the necessity. Why the change is needed to be clearly explained (Tang, 2019). For an example, Aveva Company introducing Microsoft Sharepoint and due to the Covid-19 pandemic situation, the most companies shift towards hybrid working which also helps to improve work-life balance. The employees of Aveva face difficulties in communicating and accessing documents with the in-office team when the employees do work from home. Microsoft’s SharePoint cloud-based service can be used to solve this problem by Aveva Company. 
[bookmark: _Toc112661928]Desire 
To make the change, the desire is fostered to understand why a change should be made. The employees must have a desire to adopt the change in the company (Galli, 2018). By providing specific guidance and support, how will the employees be affected is examined. To get specific about the benefits of the change, the employees are needed to foster desire by applying the change to particular teams or individuals (Galli, 2018). Three different tools such as implementing marketing strategies, monitoring customer relationships, and running reports make the employees easier. Resistance to change is considered a major obstacle when desire is fostered. 
[bookmark: _Toc112661929]Knowledge 
On how to change, knowledge is provided through education and training that explains how their skills, responsibilities, processes, and tools will be impacted. To each individual’s or team’s responsibilities, knowledge is provided in an effective way (Karambelkar & Bhattacharya, 2017). For an example, if Aveva Company introduces the software, the IT team is responsible for setting it up. To evaluate additional tools, skills, and duties, time is taken to evaluate. To learn a wider amount of new skills, and new material, the employees are required to change gradually. To increase comprehension, employee training methods such as Traditional classroom training, Blog series, Job shadowing, etc can be used (Karambelkar, 2017). 
[bookmark: _Toc112661930]Ability 
To make the change, employees must have the ability. Individuals and teams are coached to bridge the gap between ability, and knowledge. From their teams, it is needed to collect feedback by bringing potential issues to the attention (Houben & Caekebeke, 2020). To test out the change, a chance must be given to the teams. To build confidence, the opportunity must be given. 
[bookmark: _Toc112661931]Reinforce
After the implementation of change, it is needed to reinforce and during and after the transformation, success must be celebrated by building and maintaining enthusiasm. Creative motivation techniques such as Zendesk’s Champagne Campaign and iDoneThis’s weekly show-and-tell video call can be used. 
[bookmark: _Toc112661932]Application in HR practice and policy 
By market cap, in the UK, Aveva Company is considered the second largest company in the top technological sector as its market cap is $9.60 Billion. To be number one in the UK technological sector, the company needs to deploy its human resources practices. As Aveva Company has reduced its training time to 50% hence it is needed to improve and share more knowledge among the 6500 employees across the world (Agapaki, 2020). Through the ADKAR model, the company can adapt new HR-related policies in an effective manner. To get higher performance in business, new technologies like Microsoft SharePoint can be adopted. The HR Managers must be enabled to involve in the change process. 
[bookmark: _Toc112661933]Leadership development 
To transparency and progress, in the commitment of Aveva Company, targets have been set through leadership development. By 2030, the company targets to increase women's participation, especially women's leadership by 30%, women Managers by 40%, and women new hires by 50% while keeping Aveva's pay commitment less than 1% in the gender pay parity gap (Bülow, Gerek Ince & Hirohama, 2021). To perform in leadership roles within organizations, the capacity of individuals can be expanded through Leadership development. Through winning mindshare, building alignment, and growing the capabilities of others, Leadership roles facilitate the organization's strategy execution (Calabrese, Cataldo & De Pascalis, 2015). Leadership development can take place at the individual level, and collective level. Through leadership development of Aveva Company, equity, diversity, and inclusion are highly taken into consideration. According to Finance Times statistics, Aveva Company has been awarded as 'Leaders in Diversity' in 2022 (Mitkowski, Szaferski & Nędzarek, 2022). Through effective leadership development practice, Aveva Company can improve its productivity globally by being the number one in the technological sector. 
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[bookmark: _Toc112662074]Figure 1: Awards achieved by Aveva Company
[bookmark: _Toc112661934]Trait Theory of Leadership
To predict leadership effectiveness, both successful and unsuccessful leaders’ characteristics are used. To assess their likelihood of failure, or success, traits are compared to those of potential leaders (Colbert, Judge, Choi & Wang, 2012). With leader effectiveness and leader emergence, demographic, physiological, personality, aggressiveness, self-confidence, task-related, intellective, and social characteristics are identified. Interests, personality traits, and abilities are considered the main characteristics of Successful leaders. The Strengths of Trait Theory is a naturally pleasing theory and the foundation has been validated by most the Researchers (Wyatt & Silvester, 2018). In the leadership process, an understanding of the leader element and detailed knowledge is given. Application of special techniques and skills are required. Achievement drive, Honesty, and integrity, Leadership motivation, Self-confidence, business Knowledge, Cognitive ability, Emotional Maturity, creativity, charisma, and flexibility are considered the identified core traits (Wyatt, 2018). 
[bookmark: _Toc112661935]Application in HR-related training and development 
With industry-standard engineering software, the students are empowered to shape their future through AVEVA Academic Program. For AVEVA, financial leadership is provided by Chief Financial Officer Brian DiBenedetto. The HR Managers must be enabled to decide on relevant training and development programs for the leaders and other employees to become leaders in the future. Through corporate governance by implementing policies, Aveva can improve leadership and opportunities. 
[bookmark: _Toc112661936]Recommendation
The Company can adopt new training programs like Classroom Training, Virtual Training, eLearning, On-Site Training, Self-Paced Courses, and Self-Paced Courses. To implement change management, the company can implement Management By Objective. By the top management of the company, the transparency must be highly taken into consideration. 
[bookmark: _Toc112661937]Conclusion 
Human Resource Management of any company has the power either to drive the company toward success or failure. For an effective management of human capital, any organization streamlines its human resources strategies through its practices. By market cap, in the UK, Aveva Company has considered the second largest company in the top technological sector as its market cap is $9.60 B. To be number one in the UK technological sector, the company needs to deploy its human resources practices. In this report, the author aims to indicate how human resource strategies would develop in three such areas as Leadership development, change management, and Learning and development in AVEVA Group plc. Learning and development strategy is applied to Human capital theory by indicating its application. Change Management strategy is applied to ADKAR Change Management mode. Leadership development is explained through the Trait Theory of Leadership. 
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