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The report discusses HR's human resource management (HRM) strategies regarding leadership development, change management, and learning and development. It also focuses on how these strategies make the employees feel valued, appreciated, and part of the organization. Thus, it focuses on how the HR can manage employees, keep them happy, and increase their commitment to the organization's vision and goals. This report will investigate the various issues in IHRM and HRM for different organizations that ensure the design and adequate implementation of procedures.
Most organizations need to adapt and fit into the forces that govern their external environment to thrive well in the competitive world. Human resource management plays an essential role in ensuring that they adapt to the competitive world (Armstrong, 2014). Human resource management involves knowledge management, corporate social responsibility, resourcing, learning and development, and employee services. 
In addition, Armstrong argues that some scholars refer to HRM as a substantially different model built on unitarism, high commitment, strategic alignment, and individualism (Armstrong, 2016). International Human Resource Management ensures an essential rule that helps manage employees in different geographical locations (Muller, 2013). The main aim of IHRM is to ensure that there are crucial roles that help in the management of employees that are present from different geographical locations and countries. Advanced technology has played an essential role in the current human resource management to ensure the participation of people from different parts of the world (Pilbeam, 2010). 

[bookmark: _Toc100436042]Change Management
Proper human resource management strategies are essential in taking the organisation through the change process. The strategies are critical in providing solutions against resistance and other obstacles that may deter successful change. The first HRM strategy in change management is to adopt and follow a change management model. A change management model provides HR with tools that they can use to engage employees and facilitate the change processes to fruition. For instance, The ADKAR change management model includes the five important issues represented by the acronym (Bhattacharya, 2017). It consists of the "Awareness" phase, where the organisation explains to employees the need for change, "Desire" to participate and support the change, "Knowledge" on how to change, "Ability" to implement, and "reinforcement" to sustain the change.
Another crucial HRM strategy is active and effective leadership during the change process to help organise and guide the employees through the change process (Torrington, 2020, p. 221). Change requires an inclusive leadership from the HR managers that articulates the change processes, the reasons, and the benefits of the change and helps bring the employees on board from the beginning (Torrington, 2020, p. 223). The HR manager can show active leadership during the change process by demonstrating the qualities of a great leader and inspiring the other employees that they can depend on the HR management to have their best interests and expectations at heart. It includes being honest with the employees and telling them the truth about the possible outcomes of the change and how it is likely to affect them. By being transparent about the change and explaining its potential consequences, the leadership makes realistic promises to its employees and thus making them motivated to take part in the process. In this regard, the employees feel respected and valued as part of the organisation. Assuring them of their position motivates them to embrace the change process. It leads to the second HRM strategy of effective communication during the change process.
Effective communication occurs when the organisation, through the HR leadership, establishes a two-way communication to explain to the employees the need for the change, its impacts, and how it may impact them, and allowing them to provide their suggestions on how they want the change handled. Communication and putting the people first in the process empower employees and make them feel prioritised by the organisation (Torrington, 2020, p. 260). It includes holding team meetings and open forums with the employees to gather their opinion and concerns that they may have with the proposed change. Communication goes together with the strategy of inviting participation from the employees in the change process (Torrington, 2020, p. 259). Employee participation gives them feel appreciated and a sense of belonging as important stakeholders in the organisation. When the employees get their voices heard and incorporated into the change process, they feel valued, and this encourages them to work towards making the change a success.

[bookmark: _Toc100436043]Learning and Development
Learning and development are part of the HRM and IHRM strategies for managing talent to match the employee's individual goals and the organisation's vision. Following a learning and development model increases the chances of realising maximum results from the HRM models adopted to facilitate employee learning and development. For instance, the "functional Model" focuses on learning to achieve a particular goal (Duffy, 2019). Therefore, the resources and parties involved in the process are relevant to the initiative. It implies customising the learning and development based on the involved parties and expertise.
While considering learning, training is an essential HRM strategy where the employees actively participate in learning programs throughout their careers to help develop and enhance their skills (Torrington, 2020, p. 309). The training sessions include lectures, simulations, assignments, podcasts and videos that help the employees learn more skills in their areas of expertise and perform better (Torrington, 2020, p. 297). The strategy helps motivate the employees to perform better and thus increasing their job satisfaction. Coaching is also an important strategy where more skilled employees work one-on-one with untrained, new and junior employees to help them increase their understanding of various issues quickly. In this approach, the employee picks up habits from the skilled employee to help them perform better. Workshops, conferences and mentoring are also crucial strategies that enable employees to interact with their peers and senior leaders to develop leadership skills and receive guidance on how to develop their skills better and improve their capacities. The employees also feel that the organisation cares about their personal growth and thus feel appreciated.
The development strategies include job rotations where the HR rotates the employees in their roles to learn new things and skills and reduce monotony at the workplace (Torrington, 2020, p. 320). Rotating the employees allows them to increase the scope of their skills so that they can perform in different capacities, such as after change. Career planning is another crucial HRM strategy where the employees are given a chance to chart their future career paths and receive the organisation's support in achieving these goals (Torrington, 2020, p. 323). The employee thus suggests the skills they wish to improve so that the HR and organisation leadership organise their training based on these suggestions. The strategies make the employees feel appreciated and valued by the organisation on what they want for their individual career goals.

[bookmark: _Toc100436044]Leadership development 
It is valuable to consider the board and administration and be sure business together as parts of getting sorted out to accomplish valuable results while perceiving that these terms supportively mark various parts of this interaction. The board and administration activities in the UK (and somewhere else) are generous, and the nature of the ability is hard to evaluate (Oxford, 2017). The general determination is that (a) shortcomings in administration and initiative ability cannot be ended up being a wellspring of grave disservice in monetary and social terms for the UK, yet (b) there is a chance to acquire further benefit from its enhancement. Therefore, although the exploration creating the proof isn't quite broad as we would like it to be, it tends to be closed with reasonable certainty that administration and authority improvement can prompt expanded administration and authority capacity, which upgrades execution. Whether it does as such in all circumstances where this may be conceivable is far from clear (Pablos & Tennyson, 2014). Each motivation to accept that it could have a more significant effect with additional, and all the more precisely, engaged investment. While the case for the potential for the board and initiative advancement to offer more can be made (Holbeche, 2009), recommending some help for the contention of a 'tail' of the two associations and individuals who are not created to their complete administration and authority improvement potential, the case can't be made for a specific shortage in this respect (Bach & Edwards, 2013). In a sense, this matters not exactly the ramifications that there is the degree for adding esteem.
Leadership happens typically in certain people. Others, anyway, need to obtain the abilities by acquiring. Regardless, the significance of these abilities cannot be adequately accentuated. Individual and expert progression in life requires administration abilities. Advancements at work and in different regions require individuals with culminated administration abilities. There should be a certainty that the singular will settle on intense and convoluted choices when given the higher office. Development is another justification for why individuals should concentrate on initiative abilities. There is dependably opportunity to get better; in this way, pioneers embrace ordinary studios and courses to hone their abilities.
Learning initiative tends to both insight and feelings of a pioneer. Emotions sometimes cloud the capacity of a pioneer regardless of the pioneer being innovative; the other way around is likewise conceivable. Through this learning, pioneers figure out how to acknowledge others' viewpoints and get them and act in like manner. Likewise, the leader figures out managing mindfulness, showing others how it's done with empathy and other social abilities (Muller, 2013). The administration is related to various attributes. The premise of most attributes his mental examination. Anyway, a few attributes could be obligatory and fundamental for all leaders.
Initiatives connecting with leadership development, by and large, give accurate utilization of authority abilities and execution support utilising different techniques like preparing, instructing, tutoring, position expansion and advancement, advancement tasks, and activity learning. When guidelines are joined with a genuine business setting, it helps individuals get essential abilities and permit firms to deal with important, imperative, continuous issues.
At last, the objective of creating pioneers is more associated with activity, not information. Consequently, improvement should be visible as giving individuals favorable circumstances from their work rather than moving them away from work to learn (Allen, 2012). Incorporating those encounters with other formative strategies is essential. Present-day administration advancement currently occurs in proceeding with work drives appended to the essential business fundamentals (Allen, 2012). In an audit of initiative improvement as a business idea, researchers understood that the methodology of numerous organisations depends on occasions rather than deliberate. One method of making administration improvement more deliberate is to guarantee that it incorporates something beyond preparing
A combination of formative encounters ought to be custom fitted and executed that are intentionally incorporated with each other. The endeavors and systems of initiative improvement ought to be consistent, not a sole occasion (Sparrow, 2004). The thought of administration drives that interface various formative exercises incorporating work with other human asset frameworks and corporate systems is awesome and current practice.
[bookmark: _Toc100436045]The work of innovation in HRM
The current business climate has been described by the unrest of innovation, which has totally changed hierarchical life. Indeed, it has changed how information and data are moved and the method of conveying and dividing between individuals. Conclusion This has critical ramifications for what fruitful initiative involves, just as how innovation can be applied to upgrade administration advancement. In this regard, the administration's expertise in development becomes significant. Pioneers are, for the most part, needed to be innovatively clever. Solace and office with innovation and specifically data innovation are required.
Considering the speed of progress and reaction time needed from the pioneers, trust in innovation has in practically no time turned into an essential piece of authority viability (Armstrong, 2016). It may be contended that successful utilization of innovation has turned into a conductor for individuals at lower levels to speak with pioneers. Subsequently, however much initiative advancement will be powerful, so will be the requirement for leaders to utilise creative abilities that increment their innovative methods. 
[bookmark: _Toc100436046]

Strategies in HRM that help in Leadership development
Leadership characteristics advancement in the port business can be tended to by giving more preparation to pioneers to develop their abilities further. The association should prepare pioneers with great relational abilities, which will assist the workers with giving their thoughts to the pioneers for investigation. Leaders ought to have great arrangements since if a pioneer does not know where the association is going, then, at that point, others will not. Leaders should figure out how to be more successful  (Armstrong, 2016). The initiative is normal to certain individuals, yet it must be progressed through preparation and instruction for some.
The port association should likewise prepare a leader on responsibility, which involves trying sincerely and having work progress admirably. Leaders should foster fortitude since they lead troublesome errands with unknown dangers. Laying out objectives is another characteristic that ought to be created since it will make pioneers make a solid effort to accomplish the associations' objectives. Expertise in individuals advancement is vital for the pioneers since they can prepare and assemble more grounded groups. Pioneers should learn to focus on the earnest assignments and invest more energy in finishing them.
Top leaders will forever get the best from their groups since they are content and persuaded. They should ensure that among their colleagues, nobody is above others. Great pioneers get regard from their individuals since they have acquired it rather than requested it and can adapt to variety inside colleagues, their novel abilities, and characters (Armstrong, 2016). A few administration styles are pertinent at the port; they incorporate participative and totalitarian. The despotic methodology does not include or accept representative thoughts as analysed in the participative style (Bach & Edwards, 2013). The ports association ought to consider utilising a participative administration style as it permits the inclusion of subordinates, bunch individuals, and a portion of the partners.
In any case, the leader characterizes the degree of group support because, at some level, he pays attention to the group's choices, then, at that point, chooses or settles on choice alone (Holbeche, 2009). The degree of cooperation increments as we go down from the most significant level of the executives since a higher level permits the gathering individuals to recommend choices, yet the pioneer has an official conclusion. At the strategic level, a leader might collaborate with the gathering to simply decide, and consequently, the degree of investment is equivalent for all. At the functional level, navigation is completely assigned to the gathering individuals. As per Scholars, a participative methodology is the best because it permits joint navigation (Bach & Edwards, 2013). When a pioneer includes colleagues in direction, individuals are focused on accomplishing the association objectives since they share more rather than being serious. Generally, individuals use sound judgment when contrasted with individual choice.
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The report outlines the HRM strategies that an organization can apply in leadership development, change management, and learning and development to help the organization better manage its human resources. The leadership of human resources has a high relationship with the consequences of the organization. To accomplish the authoritative objectives and targets, the association must connect the business destinations and the essential objectives with human asset objectives. In this manner, the idea held beforehand that the human asset of the board is managerial and a simple cost for the organisation no longer remains constant. Learning and development are crucial in the growth of employees' skills and capabilities to enable them to progress in their careers and become better resources to help achieve the organization's vision and goals. It's also essential to better manage change in an organization and ensure all employees are on board.
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