





HUMAN RESOURCE MANAGEMENT


NAME : MUHAMMED RASHAD THARAMANNIL
STUDENT NUMBER : 2132190
MODULE : LCMB7000
LECTURER :GLADIUS DAVID KULOTHUNGAN
COURSE : MBA HUMAN RESOURCE MANAGEMENT
SUBMISSION DATE : 14/09/2022
TITLE :HUMAN RESOURCE MANAGEMENT ASSESSMENT 2
























Table of Contents

Introduction	3
Human Resource Strategies in Staffing: Retention	3
People Management	4
Human Motivation Theory	5
Motivation-Hygiene Theory	5
Job Characteristics Model	5
Learning and development	6
Workplace Management	6
Human Resource Strategies in Change Management	6
Importance of HR in Change Management	7
Implementing Change Management in the IT organization as a Human Resources Strategy	7
Human Resource Strategies in Leadership Development	9
Defining what constitutes effective leadership	9
Developing Leadership Skills	10
Establishing systems, processes, as well as standards in place to enable efficient leadership	10
Internal, external, and cultural alignment of the leadership model	11
Conclusion	11
References	11











[bookmark: _gjdgxs]Introduction

Managing people, culture, as well as the environment of a workplace, requires a deliberate and all-encompassing strategy, which is referred to as human resource management. When executed properly, it enables employees to contribute efficiently as well as productively to the achievement of the organization's mission and goals along with the company's overall strategy (Robert, 2022).
For the rest of the business to operate effectively, the department members provide the expertise, essential resources, training, administrative support, mentoring, legal counsel, management guidance, along with talent management oversight. Assuring that the company has a common core objective, vision, as well as set of values which encourage employees with a broad purpose to aspire to work for the company is largely the responsibility of the HRM director and staff members (Wood, 1999). These aspects can be motivating as well as give employees a sense of belonging towards something broader than themselves.
As a director of the Human resource department of an International IT company, the task is to develop and deploy Human resource strategies in the areas of Change management, Retention of employees and Compensation. 
The next task is to demonstrate how these chosen strategies will make the team members valued, and appreciated and develop a sense of belonging to the organization. 
[bookmark: _30j0zll]Human Resource Strategies in Staffing: Retention

Recruiting individuals for a team is based on their knowledge, expertise, skill, and ability, as well as areas of speciality, which are referred to as staffing. With staffing, the company management aims to simultaneously identify, assess, choose, as well as develop talent while also providing for the organization's existing talent. To limit the employee turnover rate, broaden the talent profile inside the organization, as well as maintain stable employee retention rates, staffing is a crucial function that comes under HR and IHRM (Heneman and Judge, 2009).
Employee retention is one of the important aspects of staffing. It takes several strategic measures to keep employees motivated as well as concentrated so that they decide to stay employed and contribute to the organization effectively. A thorough employee retention strategy can be highly effective in bringing in and keeping important employees, as well as in lowering turnover and its associated expenses. Each of them has an impact on the productivity as well as the overall performance of an organization. Retaining a competent employee is more efficient than finding, hiring, and onboarding a replacement of the same calibre (Ramlall, 2004). 
Any organization's HR function is extremely important for employee retention. Workplace policies and procedure improvements, career advancement opportunities, staff training, as well as bonus payments are some of the strategies for retaining employees.
During a restructuring, the HR department has the responsibility of conducting, recommending, as well as putting into practice the employee retention strategies. Reorganizations spurred on by declining revenues are unlikely to result in salary increases, but they could provide their employees other advantages or rewards, such as more time off from work, flexible schedules, or on-site employment opportunities (Presbitero, Roxas and Chadee, 2015).
Several studies have looked for a suitable model to accomplish this throughout the years. Following are four models for employee retention that HR professionals can use to keep their employees.
[bookmark: _1fob9te]People Management

The hierarchical model of needs, developed by Abraham Maslow, was the first strategy for retaining employees. He stated that to meet their basic needs, employees must look for five distinct levels of needs. The five levels of needs are self-actualization, esteem, safety, love, and belonging. This approach proposes that the cornerstone of organizational success is employee growth. Organizations should strive to comprehend each employee's requirements and encourage job satisfaction. Employees will progress as an outcome, as well as the efficiency of the company will improve (Adiele and Abraham, 2013).

[bookmark: _3znysh7]Human Motivation Theory

The human motivation theory was first proposed by David McClelland in the year 1961. The three needs that are the core of this theory are the need for power, affiliation, as well as achievement. Achievement, power, and relationships are the three crucial needs which can aid in understanding employee motivation, as per McClelland. Organizations can determine the most effective strategy to encourage and compensate employees by figuring out which characteristics predominate in their workforce (McClelland, 1987).
[bookmark: _2et92p0]Motivation-Hygiene Theory

"The Motivation-Hygiene Concept and Problems of Manpower" was an article published by Frederick Herzberg and published in the year 1964. This article highlighted two key factors namely motivators and hygiene, that contribute to the job satisfaction of employees. Achievement at work, recognition, challenging work, as well as career advancement, are all motivating factors. Salary, personal life, level of supervision of employment conditions, job stability, etc. are instances of hygiene factors in contrast. According to this hypothesis, various characteristics of the workplace can lead to both job satisfaction and job dissatisfaction (Sachau, 2007). This concept intends to outline real-world applications of the theory as well as provide managers with insights into how to integrate its components to raise employee engagement and motivation.
[bookmark: _tyjcwt]Job Characteristics Model

The connection among job characteristics as well as the individual responses to work was defined by Oldham and Hackman's model of job characteristics, which they introduced in the year 1974. This model explains the task conditions in forecasting how well people will perform at their work. Furthermore, this model shows how five fundamental job characteristics impact a variety of personal as well as professional outcomes, particularly job satisfaction. Autonomy, feedback, skill variety, task identity, and task significance are the five primary job dimensions (Ali et al., 2014). If the job changes to reflect this character, employee motivation, as well as productivity, will improve.
Furthermore, HR professionals can implement the following strategies to retain their employees.
[bookmark: _3dy6vkm]Learning and development

Training and career prospects significantly influence how long employees remain on the job. By implementing this strategy into practice, employees can develop their abilities while experiencing reduced staff turnover. The implementation of this strategy includes staff promotions, training initiatives, routine management reviews, set training costs, and numerous other aspects. Employee retention rates are higher when they feel more engaged in the company. As a result, engaging in this staff retention approach is highly prudent (Harrison, 2005). The greatest competency management system can also be employed to enhance staff performance and abilities in addition to facilitating HR planning.
[bookmark: _1t3h5sf]Workplace Management

To increase efficiency and productivity, this HR approach argues for ensuring the employees a secure as well as comfortable work environment. A positive work environment enables the organization to retain personnel, especially in this post-pandemic environment.

[bookmark: _4d34og8]Human Resource Strategies in Change Management

A comprehensive approach to manage with the transition of an organization's objectives, procedures, or technologies is considered to change management. 
It entails developing and implementing corporate policies, structures, processes, as well as technology to address changes in both the business environment as well as the external environment. Managing the "people side" of significant change within an organization requires effective change management, which extends above the project management and technical tasks performed to execute organizational changes. The prime purpose of change management is to effectively introduce new procedures, products, and company strategies while limiting detrimental impacts (Lawler, 2005).
Implementing strategies for impacting change, leading change, as well as assisting individuals in adapting to change is the focus of change management.
[bookmark: _2s8eyo1]Importance of HR in Change Management

Although Human resource professionals specialize in resolving disputes as well as recognizing the strengths of employees at the organization, they play a crucial part in change management. They contribute to change management by ensuring that the objectives of the change are achieved. To effectively manage change, HR professionals are required to be engaged at every stage, from strategy to implementation. To satisfy their requirements as well as alleviate their concerns throughout the transformation, HR experts also share their understanding of employees (Hanson, 2013). In essence, they act as a conduit for communication between employees and management. It is possible for HR professionals to proactively maintain open communication channels throughout a transitional period since they are already accustomed to and regularly employ tools which encourage collaboration as well as the exchange of information.

[bookmark: _17dp8vu]Implementing Change Management in the IT organization as a Human Resources Strategy

The possibility of favourable outcomes is improved by thoroughly defining the processes to undertake organizational change. The following are the steps for developing a change management strategy that incorporates HRM and IHRM.
1. Map out the organization
Mapping, as well as charts, enable the company management and the HR professionals to comprehend how many staff are now employed by the organization as well as what their respective roles are. Organizational chart software, including Freshteam as well as Sift, shows management structure at all levels, from departments down to professional relationships and the responsibilities of the position assigned to each employee. With this data at hand, it is straightforward to determine how and how significantly the change will impact the organization at different levels of granularity (Malik, 2016).
2. Recalibrate employee responsibility
Once a real change is imminent, the roles of organizational staff are evaluated as well as adjusted. Understanding the transformation will help HR professionals to analyze each employee's existing responsibilities as well as deal with them individually. The outcome of this process could lead to a variety of alterations, involving new talent recruitment to meet a new need in addition to the changes to titles, duties, and remuneration.
3. Report on structural change to managers
HR professionals may better understand how the transformation will affect staff using the knowledge they've obtained from the previous two processes, and they can assemble this information to provide to people in charge of organizing and implementing change in the organization.
4. Establish and maintain organizational culture change
HR may support and promote such change within an organization in both practical as well as cultural approaches once it has commenced or has been fully absorbed as the new norm, which can take up several years.
HR is responsible for revising documentation for practices and guidelines which do not align with the new direction introduced by the change.
By growing, supporting, as well as developing employees, HR professionals can help retain workers. When HR promotes shared values which support the change, the transformation effectively takes root in the company culture (Wilkins and Ouchi, 1983).
These HR strategies add value to the company as well as to the people in several ways which makes them feel appreciated for their job and develop a sense of belonging to the organization. HR encourages employees to perform to the best of their capabilities and promotes a positive organizational culture. One of the key methods of HR is to contribute value to the company by encouraging business leaders to engage in employee training and development and also to recognize and appreciate exceptional performance with raises in salary and frequent promotions. This develops a sense of belonging in employees as well as they feel valued and appreciated for their job in the company. 

[bookmark: _3rdcrjn]Human Resource Strategies in Leadership Development

The method of actively developing the characteristics, skills, self-assurance, as well as practical knowledge in people who wish to pursue leadership positions is recognized as leadership development. It usually refers to the abilities that are needed for an individual to lead teams effectively.
High-calibre employees can be prepared for leadership roles within an organization by providing them with the resources that they need to manage teams. The eventual aim of the human resource function is to enable the organization in achieving its objectives by luring the best talent as well as inspiring them to give their best effort. To accomplish this purpose, HR must first emphasise developing leaders. HR has the chance to evolve from being merely administrative as well as functional departments to becoming engaged business associates who genuinely make a difference within organizations as a result of this emphasis on creating effective and dynamic leadership (Ardichvili and Manderscheid, 2008).
The following are the key HR strategies while developing effective leadership in the organization.
[bookmark: _26in1rg]Defining what constitutes effective leadership

Within the particular organizational setting, HR must establish what effective leadership comprises and should strive toward developing a standardized model of leadership that can be utilized in all of the areas where the company conducts its business. A set of behavioural manifestations or descriptors which define realistic expectations as well as establish a common vocabulary regarding leadership across the organization can be included as well. This description of what makes strong leadership can also be used to demonstrate that all levels of the company are capable of exercising leadership. With the assistance of standardization, leaders from different regions will be capable of communicating with one another in an effective manner as well as benefit from the knowledge and expertise of one another (Campbell, 2002). Nevertheless, the leadership approach has to be adaptable enough to empower leaders in various regions to adopt changes in response to cultural variations, various legislative as well as financial contexts, talent availability, and other elements that might affect how business is carried out in that region.
[bookmark: _lnxbz9]Developing Leadership Skills

The major concern with leadership is that individuals are frequently elevated into positions of authority without getting the support and training necessary to carry out their responsibilities as leaders properly. By establishing a leadership development programme which improves the abilities of individuals who are now in leadership roles as well as the organization's potential leaders, HR can overcome this leadership skills deficit. Nevertheless, these leadership development initiatives must be oriented on a long-term strategy which not only improves skills but also cultivates individual leadership identity inside each leader if they are to accomplish substantial change in the leadership of the organization (Murphy and Riggio, 2003). This implies that to achieve success, a comprehensive strategy involving mentorship, coaching, as well as assistance over a long period will be required.
[bookmark: _35nkun2]Establishing systems, processes, as well as standards in place to enable efficient leadership

Among the numerous systems which promote good leadership within organizations are learning and development. HR must develop and utilize procedures including recruiting, promoting, as well as performance reviews to develop benevolent leadership across the boards for the entire company. For instance, recruitment, as well as promotion procedures, can make sure that only employees with the aptitude or capacity to lead others would be placed in jobs that necessitate such skills. Considering more technologically inclined career opportunities inside the firm, individuals who are more technically inclined but lack the interpersonal skills that are necessary to become competent leaders can nevertheless uphold overall employee satisfaction and morale without compromising the organization's leadership.

[bookmark: _1ksv4uv]Internal, external, and cultural alignment of the leadership model

The Company’s leadership model should also be completely compatible with other internal HR functions, the organization's overall strategies and objectives along with the type of environment that the organization encourages. To accomplish internal coherence, the leadership model of the company should be developed in a manner that, for instance, promotes the talent management strategy, incentives as well as recognition programme, and also training initiatives. HR should evaluate the organization's strategy to ensure external coherence as well as ensure the leadership model complements it to secure the organization's long-term sustainability (Hannum, Martineau and Reinelt, 2007). Finally, the leadership model of the company should enhance as well as compliment the culture that the organization wants for its stakeholders, clients, employees, and recruits.
[bookmark: _44sinio]Conclusion

Employees are the lifelines of every company. The sustainability and profitability of every business organization are heavily dependent on the management of its human resources. The aforementioned HR strategies are important to ensure that the team members are valued, and appreciated and develop a sense of belonging to the organization.
As part of this report, the discussions were done regarding the strategies that the HR department of the IT company needs to develop and implement in the areas of Change management, Employee retention and Leadership development. Various HR concepts and theories regarding these areas were also discussed. 
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