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Introduction
The report aims to explore the human resource measures and related strategies that are essential for the company's progress. For the international technology company. Microsoft can be claimed as one of the leading companies in this field. Based on that, as a manager at Microsoft, some strategic measures have been proposed in relation to human resources management. The proposed strategies are supported by the related theories. In the end, the conclusion has been drawn as a summary of the report.
Background of the company
Microsoft is a well-known company as an international technology corporation. It was founded by Bill Gates in 1975. The company was founded on the combined ideas of Bill Gates and Paul Allen, who had a special interest in computers and programming (Prikshat, Malik and Budhwar, 2021). The company started as a small organization with only local operations. Later, Bill Gates came up with the idea of ​​a programming language and tried several programs, which, despite the initial difficulties, succeeded.
In 1976, Microsoft Corporation was registered in Mexico City. The company has chosen so well that it promotes its growth and progress (Klafke et al., 2019). In a short time, the company expanded its operations to sell its products in Iceland and abroad. The company grew every day and developed more sophisticated and popular programming languages ​​such as FORTRAN and COBOL (Prikshat, Malik and Budhwar, 2021).
The growth in the number of computer manufacturers in the market has accelerated the company's growth. This will increase demand for Microsoft products, and Microsoft will therefore need to strengthen its manufacturing policies to meet demand. For example, it opened an office in Japan in 1978 (Klafke et al., 2019). Since then, new developments have emerged that have put the company in a better position in the market. A major development was MS-DOS, which offered the way for other complex applications such as Windows. In 1982, Microsoft Company changed its name to Microsoft Corporation. Microsoft is active in the software industry (Abdullah et al., 2020). It offers many products and services designed to meet the needs of customers in the software industry. In addition, the company responds to other areas to increase its competitive advantage.
The 5Ps Model
The 5Ps model is a strategic model developed by Randall Schuler, a renowned HR specialist in the early 1990s (Holland, Dowling and Brewster, 2022). The model defines five P categories that affect the overall behaviour of Human resource management.
These are the tasks, overall vision and goals of the organization in the field. These are defined as business protocols that are selected and set to achieve a specific goal within business objectives. These are specific business and personnel processes used in day-to-day operations, including organizational processes (Srikoon et al., 2018). These are the people involved in the business, from management to new employees. This is the general state of the results, usually those that are identified and measured as KPIs, but their observations help to define and modify the other four Ps. The model requires that the five Ps be balanced (Ren et al., 2018). They all influence each other, and the results of their interactions must be balanced in order to achieve the overall business goals that company leaders, employees and society as a whole want.
In the case of Microsoft, it has been realized that the five Ps model is majorly based on the actual measures they are performing in their day to day activities. For instance, the company has the leading purpose of progressing in different countries with its diversified portfolio (Ge et al., 2019). This purpose can only be fulfilled with the principles drawn by the human resources of Microsoft, such as working actions and policies. Apart from this, the people and their related preference is also an important indicator of Microsoft's success (Srikoon et al., 2018). As they are dealing in the technology field, therefore they require special consideration about the actions that they are going to perform in their daily measures. That's why this is claimed to be one of the major and most essential aspects of the company's success (Xia et al., 2019). On the other hand, it is quite clear that human resource management is considered the major responsible department while dealing with all such measures. Based on that, the HR department in Microsoft is majorly responsible for the possible actions that have been proposed below to achieve their desired progress in the related field.
Change Management
Organizational Change is one of the turning points in the development of every institution. According to Lv et al. (2018), Change can be a way to address many important challenges, such as those related to politics, governance, the rule of law, philosophy, and the allocation of knowledge, rights, and resources. Sometimes changes are needed to address mistakes made in the past and to improve the quality of learning and performance in an organizational context.
Even the most successful organizations need to change to maintain their positive and long-term results. At first glance, Microsoft doesn't seem to be a good example of organizational Change (Wang et al., 2019). This is because the company has been so successful that no change is needed. Indeed, in the internal management of Human resources, Microsoft continues to face many customer challenges that pose serious barriers to innovation and creativity in the software market.
As already mentioned, Microsoft has recently undergone a major restructuring. The program is suggested to improve business performance, productivity, and the quality of innovative development. This Change is based on the firm belief that it will enable Microsoft to innovate, create and market quality products faster and more efficiently (Shilnikov, 2020). Unfortunately, even the most successful restructurings fail to create favourable opportunities to prioritize the needs of customers and employees through participation.
Microsoft is an open system that interacts with the environment and uses environmental feedback as a source of information and guidance. According to Ermel and Medeiros (2019), open systems theory does little to achieve and maintain a reasonable balance between successful consumer and employee involvement. Microsoft needs to change the way it works with its customers and employees to ensure that no stakeholder feels discriminated against or actively involved in product development.
Employees and customers are clearly the two most important stakeholders affected by the proposed changes. Today, Microsoft has many options and strategies for maintaining two-way customer relationships. Bhargava and Rubel (2019) argue that the conversation model helps consumers to participate in the creation of ideas and creative product development. However, not all employees value customer involvement in the initial stages of product development and design.
Many employees seek responsibility for communicating their ideas and turning them into products and services. However, when the right balance is struck, employees and customers benefit. However, employees will see the company's profits grow with better products and more sales. Similarly, customers are more likely to stay with Microsoft as they see their ideas turned into practical and cost-effective products (Burns et al., 2018). Stakeholder communities, where institutions are more profitable, more socially responsible and more responsive to customer needs, will also benefit from the proposed changeover plan.
Lewin’s Change Model
According to Ansari (2019), Lewin's approach to Change involves three stages, depending on the pattern of thawing, adaptation, and freezing. The first step, known as "unfreezing", is designed to overcome stakeholders' opposition to change, making them realize that it has a positive effect, but protecting them from various risks. This Change should not be implemented as much as possible, but it should be necessary (Bhargava and Rubel, 2019). At this stage, Microsoft needs to focus on their current situation of customer satisfaction. They should get prepared for new Changes in this regard. The second stage concerns the process of implementing the Change. This is where every part of the organization begins to change. Microsoft can develop related policies that could be applied for change management at their station. Finally, the last step is re-freeze, which means that the new process is accepted as a new script (Ermel and Medeiros, 2019). The activity will remain the same until further changes are needed. 
Compensation
Although Microsoft is a leading company with a lot of strategic measures to be followed for the business success. However, some control measures can be taken. For example, Microsoft's human resource management may encourage employees to work for shareholders (Lauer, 2020). Therefore, in return, they can reward with some compensation and incentives. Some incentives may include performance rewards. Salaries of Microsoft executives and employees can be the major concern at this point. Salary plans are needed in business institutions. Landlords expect rental income, and businesses expect to benefit from their investments (Ansari, 2019). Similarly, the workforce expects fair compensation for business processes in the form of wages or salaries. Management salaries, on the other hand, are higher than other employees. This is because they have more skills and experience and their jobs deserve a high salary.
An effective pay package should also be based on results (the role of the employee and the quality of his or her work), personality (the value that the employee adds to the organization) and performance. In 2019, Microsoft executives developed incentive plans that allow pay committees for a specific performance period (Raza and Waheed, 2018). Therefore, the maximum amount of management compensation is a percentage of the incentive fund for a certain performance period (for example, the financial year). The CEO's salary can be up to $25 million a year in shares or cash bonuses.
This motivation works because it is based on performance. However, it is not profitable. The $ 25 million compensations per board member means the company is leaving the company enormously (Larsen, Boje and Bruun, 2020). This shows a significant gap between managers' and employees' payrolls. It is not effective because most of the work is done by employees, not managers (Burns et al., 2018). Therefore, Microsoft's benefits and performance could not be significant for the pay scale. As a result, it can undermine employee motivation and lead to poor company performance. In addition, some employees may give up looking for a higher salary and leave the company without talented and skilled employees.
In order to improve the compensation plan, the remuneration committee should remunerate all employees on the basis of their performance, efficiency, skills and experience. Therefore, employees should also receive bonuses and incentives in the form of stock options for good performance (Raza and Waheed, 2018). It encourages them to improve their performance and productivity. However, management incentives, such as stock options, should be reduced as they are currently too high and affect the company's performance.
Maslow's Hierarchy of Need
As per Maslow's hierarchy of needs, there are multiple different levels in the hierarchy that are required to be followed by the individuals. It is claimed that one cannot jump to the next level until the need of the previous level is satisfied (Hubbard et al., 2021). Based on that, the hierarchy is based on five different levels, including physiological needs, safety needs, love and belonging needs, esteem needs, and self-actualization needs. In such a manner, the compensation plan of the employees is linked with the psychological and safety needs of the employees, which vary from their situation to situation. Some employees consider this as their basic right to get some handsome amount for managing their expenses. At the same time, some consider compensation for their safety for surviving in the company (Otto-Tholen, 2020). Therefore, the level of need is linked with what employees are thinking. At such a stage, the compensation is working as one of the major motivational factors for employees to work under such conditions.
Motivation tools and techniques
Pleasure technology is one of the oldest techniques for the compensation plan. The tool offers a reward for the productivity of the employees. It encourages employees to be more productive, and they tend to produce more when they feel their efforts are getting rewarded.
According to Hubbard et al. (2021), performance motivators play a key role in achieving high levels of motivation. The most effective way is to appeal to people's selfishness, and by giving employees the opportunity to earn more, you can do more as an employer.
In addition, Microsoft can achieve this target by setting deadlines that help to achieve more goals, as employees tend to be more productive and focused as deadlines approach. This can be achieved by creating a shorter schedule that is more efficient (Larsen, Boje and Bruun, 2020). HR at Microsoft must encourage teamwork and create an environment that supports teamwork and effective compensation.
Leadership Development
Leadership is claimed to be one of the most prominent and essential measures to be followed on the premises of Microsoft. This is because it provides support as well as management skills that support team actions (Lauer, 2020). However, Microsoft's incorporation is divided into different organizational departments. These include manufacturing, marketing, finance/accounting and human resources. The company has different offices in marketing, first a marketing manager and then three offices on the ground floor, a sales manager, a marketing research manager and a product manager (Bhargava and Rubel, 2019).
The three offices mentioned above work with dedicated teams to ensure the efficiency and effectiveness of these offices. Finance is an integral part of Microsoft, managed by CFOs, followed by two offices. This includes Operations accountants and Financial accountants.
The production divisions of Microsoft are under the control of the HR and the production managers, respectively (Otto-Tholen, 2020). This indicates the company has a great and strong hierarchical system in which everyone has a supportive team to work with. In such regard, the element of the leadership gets prominent in relation to the management. In dealing with lead management, it is proposed that Microsoft must come up with a participative leadership style (Ibarra and Rattan, 2018). This is one of the supportive measures for the company to progress in the most essential and effective manner.
Participative leadership Theory
Raza and Waheed (2018), the participative leadership style involves sharing the decision-making process with employees. Employees' opinions are taken into account because managers do not know everything. Therefore, the knowledge, skills and abilities of the staff should be taken into account before deciding in favour of the project.
As a leader in Microsoft, the management must train subordinates; thus, involving employees' input helps to make quality decisions (Larsen, Boje and Bruun, 2020). In addition, those are encouraged, which leads to better performance and, consequently, higher productivity.
Sometimes the level of employee participation depends on the decision. The group improves cooperation rather than the competition because they work towards the same goal. Participatory leadership is an opportunity to develop potential future leaders in an organization. Employees are also motivated when their opinions are taken into account (Wulandari et al., 2020). Based on this theoretical implementation, the company can take some major steps in this regard to resolve some potential issues in the company.
Conclusion
Finally, Microsoft is one of the most successful companies in the global technology market. But even the most successful companies are not immune to mistakes. The proposed initiative aims to achieve and maintain a reasonable balance between the 5ps model of Microsoft with relation to proposing some strategic measures in human resource management. Microsoft must be prepared to face and overcome change.
It is observed that Microsoft's pay structure is very depressing because the gap between managers and employees is so great. However, possible solutions to these problems are an increase in staff salaries along with a good compensation plan. Moreover, some change management plan along with leadership development has been proposed for effective changes in the human resource for the achievement of the company targets. By following such measures, the company can further progress in future. 
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