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Abstract
This report looks at and analyses the human resource issues and initiatives that are being deployed in organisations today. The initiatives need to be planned to be a success and there are many different strategies of implementing initiatives. An example of how an initiative could be implemented into an organisation is given, detailing the ways in which it would benefit the organisation. 




Table of Contents
1. Introduction	1
2. HRM/HRD (Human Resource Management/Development) Initiatives	2
2.1 Performance appraisals	2
2.2 Agile	2
2.3 Job satisfaction	3
3. Project Management and Planning	4
3.1 Project initiation document	4
3.2 Strategic initiative proposal	4
3.3 Roadmap	4
3.4 Gap analysis	5
3.5 Gantt chart	5
4. Initiative for Equality and Diversity in the Workplace	6
4.1 The effects on employee engagement, job satisfaction and performance	6
4.2 How up-to-date technology supports the initiative	7
4.3 Strategy for implementing the initiative into an organisation	8
5. Conclusion	10
6. References	11







[bookmark: _Toc8326569]1. Introduction 
Change management can be a complicated process and getting it right is essential for making change a success within an organisation [1]. At the heart of an organisation is the employees, they are the most valuable resource within an organisation. Human resource management is important for managing the requirements that employees have.
Human resource management describes the process of managing employees in a company [2]. It describes hiring, firing, training and keeping employees motivated. The way a company trains new workers is an example of HRM. Areas of HRM include the following: employee recruitment; job role assignment; compensation; compliance with laws and regulations; performance management; training; employee engagement; and performance reviews [3]. Noe [4] states “effective HRM practices enhance performance by contributing to employee and customer satisfaction, innovation, productivity, and development of favourable reputation in the firm's community”. Having strong HRM results in many positives for organisations.
Human resource development is the process of developing employees for the purpose of improving individual and team performance within an organisation [5]. The distribution of essential resources for employees to do their tasks and any development activities fall under the category of HRD. HRD is concerned with the training and development of employees. It is important that the relationship between HRM and employee is positive so that the development can happen without friction [6]. 
An organisation can become a learning organisation, which is an organisation that encourages the learning of its employees and aims to continuously transform itself [7]. Senge [8] writes that there are five disciplines of a learning organisation, these being: shared vision; systems thinking; mental models; team learning; and personal mastery. 








[bookmark: _Toc8326570]2. HRM/HRD (Human Resource Management/Development) Initiatives
[bookmark: _Toc8326571]2.1 Performance appraisals
A performance appraisal is an opportunity to review an employee’s job performance and their contribution to a company [9]. These can also be called “performance reviews”. The employee’s skills, achievements and growth are evaluated and it can be an opportunity to reward employees that have done well. 
Human resources plays an important role in the design and implementation of performance appraisals. The HR department is a mediator between the reviewing authority and the employee. The HR department must ensure the implementation of the appraisal process is one without conflict. The process should not eat up too much time. It is important to keep an employee’s trust in the management [10].
The HR department needs to know the responsibilities of employees so that the designed system can rate their achievements in respect to the areas where they are responsible. The employees should be made aware of the appraisal process. Being transparent about how the process works makes the process seem fair to employees, where as if it was hidden they could feel that they are being cheated. Transparency from the management in general is a good way of overcoming a barrier to change and is backed up by the results of a studies done that look at barriers to change [11].  Employees need to be provided the proper training for their job to ensure they feel the process of a performance review is fair to them. 
The idea of a performance review to some employees may seem like an opportunity for the higher ups at the company to look down on them. A successful initiative should make employees feel the goals and expectations of them are realistic and the appraisal is an opportunity for them to better themselves. This is down by being fair to employees throughout the whole process and listening to any feedback or concerns that employees may have. 
Lots of companies have initiatives where if an employee does well, or if the entire company as a whole performs well in a given time period employees can receive cash bonuses, or a wage increase. By doing this it motivates employees to perform their best while working. 
[bookmark: _Toc8326572]2.2 Agile 
A study [12] in 2016 looked at what software methodologies were being used by software development teams. It found that smaller teams favoured using methodologies that followed the agile principles. As well as using agile the teams used Kanban boards to help keep work organised. Toyota were the creators of Kanban boards, creating them in the late 1940s to help with project management [13]. 
The Havard Business Review [14] states that “Agile isn’t just for tech anymore - it’s transforming how organizations hire, develop, and manage their people.” The general principles of agile are being applied to HR departments, but without the tools associated with software development. Agile has become popular in the area of performance management. Rather than think of performance management in terms of managing the performance of each individual, the performance of teams is considered. 
Scrum is the most popular agile methodology [12]. People are a part of teams and daily reviews are done to discuss what work has been done and what needs to be done. Work is organised into sprints. A sprint is a releasable product increment, and sprints usually last for about a month. This is a very flexible way of doing things for employees because they can raise any issues in the reviews, decide for themselves what each member of the scrum team will be working on and make suggestions to the team about any changes they want to see. Agile has been shown to improve job satisfaction [14]. 
[bookmark: _Toc8326573]2.3 Job satisfaction
Employees that are satisfied with their jobs will work harder and be less likely to leave the company. Initiatives to increase job satisfaction have led to great successes in companies, improving employee morale and making the company more appealing to potential candidates. 
There are initiatives to encourage social connections as socialising has been proven to give people a boost in mood [15]. More and more companies are changing to open plan offices where employees share a large room and can easily communicate with each other. This removes a feeling of isolation and encourages discussion between employees that can lead to positive work relationships between people. 
Herzberg developed a two-factor theory of motivation. He argued that there were factors a business could introduce that would either motivate or demotivate employees. The factors that motivated employees to work harder are called motivators and the factors that would demotivate are called hygiene factors [16]. Promoting social connections in the workplace is an example of a motivator.
Another technique to boost job satisfaction is by giving employees more control. If employees have more of a say in their work schedule and work environment then they will feel that the job they are doing is one where they are valued. Work-life balance can be difficult for some people and a boss that is lenient towards that is going to be respected more by the employees. 
Employees should get the proper training and have opportunities to develop their skills further within the company. When there is room to develop then a job can become a career to someone. A better trained and higher skilled employee will also be producing better results for the company. 
People want to be self-actualised as it is a state that psychology experts say is a basic want from life [17] [18]. Self-actualisation is finding fulfilment of one’s talents and reaching ones potential [19]. Organisations can help their employees reach self-actualisation by giving them the opportunity to reach their potential. An employee that feels they are not living up to their potential is not going to be satisfied with their job. 
[bookmark: _Toc8326574]3. Project Management and Planning
[bookmark: _Toc8326575]3.1 Project initiation document
A project initiation document is a project management method that focuses on the criteria that will be used to gauge whether a project is a success or a failure [20]. It is used as a reference point throughout the projects life. The document will form the foundation of the entire project. The document will specify why the project is important and what the project is hoping to deliver. The document usually contains: project goals; the business case; possible constraints; possible risks; and reporting frameworks. 
[bookmark: _Toc8326576]3.2 Strategic initiative proposal
A strategic initiative proposal will identify the initiatives that a company will be implementing to achieve identified goals and document the strategies to use [21]. The strengths, opportunities, weaknesses and threats are identified in the planning process and the proposal will take these into considering detailing the strategies to be used to meet the goals and objectives of the initiative. Strategic initiatives are how the how the organisation will turn their vision into a deliverable change.  
[bookmark: _Toc8326577]3.3 Roadmap
Roadmaps are a technique used to plan for the future of an organisation [22]. A traditional map is used to guide someone to a location. A roadmap in business is used to guide the company to a desired outcome. The major steps and milestones needed to get to the outcome are detailed and a strategic plan of how to ensure these milestones are met can be implemented. It also helps to communicate the plan for reaching the outcome. A roadmap is not a way of tracking the management of a project, but rather a high-level plan defining the strategic objective and detailing the major steps that are planned to meet the objective. 
[bookmark: _Toc8326578]3.4 Gap analysis
A gap analysis looks at the current state of the organisation and the desired future state and looks at what is needed to reach that desired state [23]. By looking at what needs to be done to reach the desired state it helps inform any plans that are being created. 
[bookmark: _Toc8326579]3.5 Gantt chart
Gantt charts are a project management tool for the planning and scheduling of projects [24]. They are a graphical way of showing the dates that the work on project goals should be completed by.
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Figure 1: Gantt chart example
There are different programs that can be used to make Gantt charts. Figure 1 shows the default Gantt chart template in Microsoft Excel. The dates are visualised and the progress into activities is also shown clearly to the user. Gantt charts have been proven to be an effective way of representing project timelines and are widely used [25] [26].


[bookmark: _Toc8326580]4. Initiative for Equality and Diversity in the Workplace
There are initiatives in companies to become more diverse. There are many factors as to why this is the case including: social reasons; societal pressure; and the many benefits diversity brings. Creating a diverse workplace improves the workplace for employees by offering them a place where they can feel welcomed no matter their background. 
HR will need to ensure that people are not overlooked during the recruitment process because of their race, gender or age [27]. Initiatives review the current recruitment system and make changes to promote diversity hiring. The sourcing of candidates is also an important step to getting more diverse groups of people interested in working for a company. Encouraging referrals from minority employees can get more people interested in working for the company and it is utilising a social network that already exists.
[bookmark: _Toc8326581]4.1 The effects on employee engagement, job satisfaction and performance
Times are changing and having a company that lacks diversity is a bad sign. A company that appears diverse to people gives a better picture of what that company is like. Companies have initiatives to have more diversity among their staff for the benefits that diversity brings to a company. 
By having people from different backgrounds you get a variety of different perspectives that you otherwise might not have gotten. When it comes to creating a business strategy more diverse opinions can add to the strategy and improve it for the employees. Havard Business Review found that diverse teams were able to solve problems faster than teams that were less diverse [28]. 
Companies that are more diverse have seen increased employee engagement. Research from Deloitte [29] collected the view of 1550 employees in three large Australian businesses and showed that engagement increases with a more diverse workforce. As well as employees feeling more engaged, employees are also less likely to leave a diverse workplace. 
As well as diversity it is also very important that people are treated equally within the company. This is an area where a lot of companies fail. Perhaps the most known example of inequality in the workplace is the gender pay gap. There are many companies that pay women less than what they pay men. BBC analysis found that four in 10 private companies that published their gender pay gap in 2019 actually reported a higher pay gap than in 2018 [30]. The reputation of a company can be damaged by having this pay gap and it makes the women working at the company feel that the managers value them less. If someone feels that they are valued less they are not going to put as much effort into their work.
[bookmark: _Toc8326582]4.2 How up-to-date technology supports the initiative
Most job adverts are now online. Using online adverts job descriptions can be created that appeal to diverse candidates. The advert sets the expectations of the company for the candidate. AI analytics solutions can be employed to identify biases in job descriptions, such as phrases that are more masculine and offer recommendations to remove these biases. 
A lot of job applications are filtered using an AI system that looks at them for the skills and past work to narrow down those who are suitable for the role. These AI do not look at factors like gender, race and age, removing the unconscious bias a human way have when reading the applications. Software like bowmo which is a HR software as a service platform helps eliminate bias by using a skill check algorithm to select the best candidates for the job. 
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Figure 2: bowmo running on multiple devices
Image sourced from the official website for bowmo [31].
Figure 2 shows the bowmo analytical software running on a range of devices. By using technology like this the initiative can be managed effectively from any location, with the analytics offering insights into how things are progressing. Reviewing the current workforce using analytical tools to see if there is a diversity problem with the workplace will reveal a key change driver for the initiative. This data can then be used to help both the project initiation document and the strategic initiative proposal. Software can look at the recruitment, compensation and benefits patterns within the company to reveal pay gaps across the workforce. Using analytic tools we are able to see in real numbers if there is a problem with equality and diversity in the workplace, and then plan the initiative to fix those problems. 
It became law that British firms with 250 or more employees must disclose their pay gaps. To get people to want to work for a company the company should aim to have the pay gap be zero percent. If it is not zero percent then the company should aim to fix that as it discourages diversity in the workplace. The pay gaps of businesses in Britain can be viewed on the government’s website [32]. This online system promotes companies taking the issue seriously. 
[bookmark: _Toc8326583]4.3 Strategy for implementing the initiative into an organisation
Introducing the initiative into an organisation can be a big change for the organisation. There will be people who are hesitant towards change and believe it is unnecessary. It is important that change management theories are implemented to help employees accept the changes [33].
John Kotter who researched the best ways to implement change in businesses came up with an 8-step process to follow for successful change. The process has been very successful implemented into businesses since its creation [34]. Using Facebook as an example of an organisation that could implement the initiative to get more equality and diversity they could follow Kotter’s 8-step process as follows:
1. Create a sense of urgency – Several articles [35], [36] and [37] have been written criticising Facebooks lack of diversity. This criticism is one of the change drivers for why the initiative needs to be implemented. The first step to change is to communicate to the employees why this change is needed and the benefits it will bring [38]. 
2. Build the guiding team – When building a team for change management you need to ensure the right people with the right characteristics are on that team [39]. Every year Facebook publish a diversity report and there has yet to be a year where significant change has happened. A team of people passionate about making the initiative a success would benefit Facebook. 
3. Get the vision right – A compelling vision of the change should be created to help the guiding team develop strategies and to direct peoples efforts [40].
4. Communicate for buy-in – Make sure the direction for the change is credible to employees. Make the employees want to go along with the change. In the case of Facebook convince employees that the lack of diversity is actually a problem and that it does need to be fixed.
5. Empower action – When employees achieve something good then recognise that achievement. Listen to the feedback from people and get others involved in the change process. 
6. Create short-term wins – Make the goals for the change that shows people that the change is working. Facebook publishes its diversity report every year and although they have not seen significant change they did in 2018 double the number of black employees from 2017 by 2% to 4%. [41]. 
7. Don’t let up – Once the change is in motion it is important to keep that momentum. By maintaining a sense of urgency within the organisation for the change it keeps employees interesting in seeing the change through to its conclusion [42].
8. Make change stick – The initiative once implemented should be rooted into the behaviour of the organisational culture to ensure the changes stick. 
The strategic initiative for Facebook would be to introduce measures to increase equality and diversity in the workplace to increase the job satisfaction of employees, and to improve the Facebook’s public image. Doing this will attract new talent to the company and retain high-quality employees. 
The American Society for Public Administration did a case study [43] on the effects that growing diversity in the public sector had on workers. What they found is that the nature of interpersonal relations on acceptance of diversity and the employee’s race/ethnicity influenced if employees would see the increased diversity as an actual benefit. Facebook can get people on board by using the evidence that shows the benefits of equality and diversity to become a learning organisation that can continuously transform itself for the better. 
Another case study [44] was able to conclude that diversity and equality is affecting productivity and efficiency of the workforce in positive ways. One factor that the study found promoting diversity was globalisation. Globalisation is the world becoming more interconnected as a result of increased trade and cultural exchange. Immigration has led to people increased diversity in society and the composition of workforces is changing to reflect this. 
Facebook is a large organisation that hires people to lots of different job roles. They could take advantage of technology systems to remove inherent biases from people to interview people for roles based on their skills. Facebook also has a massive platform to share information. They could create job adverts that appeal to more people. Avoid using gender specific pronouns in the adverts and talk about the positives of working for them and what the work environment can be for potential candidates. 
[bookmark: _Toc8326584]5. Conclusion
HRM and HRD are very important to managing the relationship between employee and employer. The HR department needs to understand employees are more than just workers, but people with their own goals and aspirations. Creating an environment where employees feel valued benefits the organisation by retaining talent, attracting new talent, and keeping the employees motivated to do their best. 
There are many different initiatives being implemented throughout organisations that aim to deliver positive changes to the organisations. Initiatives in an organisation need to be planned carefully to make them a success. Management tools like project initiation documents, strategic initiative proposals, Gantt charts and roadmaps help to keep the initiative managed throughout the time that it is being implemented.  
An important initiative for any organisation is for increased equality and diversity in the workforce. People want to feel respected and treating them equally is one way of achieving this. A lot of companies are paying women less than men and the government has implemented an online database system so people can see the gender pay gap in different companies, putting pressure on them to act to fix the issue. 
Diversity is proven to increase employee morale, retain high-quality employees and attract new talent. Case studies found that organisations that were more diverse were attracting more talent and it is having a positive impact on employees. Globalisation has caused a trend of increased diversity in organisations and companies like Facebook are falling behind. Facebook can use the theories behind change management to better implement measures to fix the problem. Initiatives should have roadmaps that are realistic  
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