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This report will analyse contemporary Human Resource Management (HRM) and Human Resource Development (HRD) initiatives in place in organisations.  
Employee engagement is an initiative that organisations invest time resource into to ensure staff feel valued and feel satisfied at work.  Job satisfaction and employee engagement will be evaluated further in this report.  The report will carry out a review of case-studies where organisations have implemented ways to boost staff morale and job satisfaction in the workplace and will look at the theories and topics relevant to HRM and HRD.

[bookmark: _Toc8222190]Human Resource Management (HRM)

HRM is a strategic approach taken by organisations to support the long-term business objectives of the organisation, by integrating the management and development of employees in an organisation along with the business goals [1]. 
The function of HRM is to manage recruitment, performance management, organisational development, safety and wellbeing, employee benefits, motivation and training.  HRM works towards building a positive workplace culture which is a contributory factor towards the organisation achieving its objectives [2].  
[bookmark: _Toc8222191]Human Resource Development (HRD)

HRD is used to support the employees to develop their personal and organisational skills, knowledge and abilities [3].   It works towards providing the employees with opportunities to develop their skills which helps to motivate and retain existing staff.  It also helps to entice new employees into the organisation by making it known that the organisation invests into the development in its employees.  HRD includes coaching mentoring, succession planning, and training. 
HRM and HRD are extremely important in an organisation, without it the organisation cannot build a good team of working professionals [4].  There are many HRM and HRD initiatives that organisations use to build a good workforce, such as, recruitment programmes, training, performance management including appraisals and 360° feedback.
People are the main resource of an organisation and without them it is nothing, the organisation is only as good as the people in it and therefore the organisation must invest in its employees, motivation and job satisfaction is extremely important.
[bookmark: _Toc8222192]Initiative - Job Satisfaction 

[bookmark: _Toc8222193]What is Job Satisfaction

Job satisfaction is the feeling of contentment and sense of accomplishment an employee feels about their job [5].  Job satisfaction relates to the feelings that an employee has about their work.  Things that attribute to job satisfaction are things like the working environment, how much they are paid, organisational culture, and job security. There are times when the employee’s feelings may affect another, they may be unhappy about the amount of work they have been given or that they may be doing the same job as a colleague but for less pay.  These issues may result in low morale so must be acted upon.  The importance of employee engagement and one to one meetings or appraisals must identify these issues so that they can be acted upon before they get out of control and affect staff morale.
For the wider organisation staff questionnaires and surveys can be carried out to assess the morale and job satisfaction in the wider area.  These should be carried out on a regular basis at least annually.
Job satisfaction comes from experiences the employee receives from their job, if the job is boring and doesn’t excite the employee they may get bored and dissatisfied by it.  It is important for the organisation to invest in actively challenging and engaging with their employees to make it more exciting.
Job association also plays a role in job satisfaction, if the employee did a similar job in the past they may get bored with doing the same thing.  Job variety should be in place to prevent the employee from get bored and de-motivated.
Social learning is key in the organisation as people often engage with each other who do a similar role and they are likely to discuss with each other of they are unhappy, this could spread across groups so the organisation must ensure that people are happy in their work [5].  
[bookmark: _Toc8222194]
Purpose of Job Satisfaction 

It is important to provide recognition to employees, there are two human needs requirements, the need for self-belief and the development of emotional intelligence, and the need for every human being to have a sense of meaning and purpose.  
The purpose of job satisfaction is to provide these two human needs requirements as they underlie business performance.  Pay and working conditions are also important but the human needs requirements are often overlooked by business leaders.
Maslow’s hierarchy of needs theory is a five tier model used to understand and motivate people.  The five stage model is divided into basic needs; psychological, safety, social and esteem to growth needs; self-actualisation [6].  To get to the self-actualisation point if the pyramid they have to achieve the more basic needs first, they need to feel safe, loved which leads to a higher self-esteem and finally to reach the self-actualisation stage.  Some argue and criticize this theory saying that the theory is difficult to test and that the original theory was based on a very limited sample of individuals [7].  Despite the criticisms the Maslow’s theory [8] is still widely used to understand what motivates people in their work and social lives.

[bookmark: _Toc8222195]Building Job Satisfaction

To increase job satisfaction organisational leaders have a responsibility to create a high level of job satisfaction and motivate their employees.  A five step process known as the PRIDE system can be used to implement job satisfaction into the organisation and can be done following the acronym and following the steps:-
· Providing a positive working environment
· Providing reward and recognition
· Involve and increase employee engagement
· Develop the skills and potential of the workforce
· Evaluate and measure job satisfaction [9].
Walt Disney World Company ensures that they provide a positive working environment for the employees and cast members.  The company has employee assistance centres spread out across the theme parks.  They provide employee discount programmes, childcare information, money orders, postage stamps, check cashing and bus passes to their employees.  Walt Disney Company realised that by taking care of their employee’s needs will keep them motivated and loyal to the company.
Other companies provide reward and recognition to their employees to ensure job satisfaction.  From a pat on the back to giving monetary rewards for top performing employees.  This then motivates other members of staff to perform better.
Involving and engaging the workforce by using staff innovation ideas is a way of motivating employees, The Sony Corporation actively use employee ideas to create a healthy climate of innovation and staff engagement.  This helps to improve the working environment making it more positive and productive. 
Staff development through training and education motivates people, Federal Express carry out six weeks of training before customer contact staff start work in the contact centres.  They also carry out training every 6 months using an online computer system.  Staff who carry out regular training and development are far more likely to be more motivated at work.
The final step is by evaluating and measuring job satisfaction, carrying out regular surveys and questionnaires to measure attitudes, morale and motivation and identify problem areas to ensure improvement plans are put in place.  These evaluations should be carried out at least once a year [9].
Mumford’s theory examines job satisfaction as the fit between the organisation requirements and what the employee is seeking and what they are actually receiving, by aligning the organisational and employee needs [10].  The theory looks at what the organisation needs and what the employee needs, looking at the 
· Knowledge Contract – the organisation needs a certain level of skill and knowledge to be efficient whereas the employee needs their skills and knowledge to be developed.
· Psychological Contract - the organisation needs employees who are motivated, the employee needs to secure a sense of achievement, recognition and responsibility.
· The efficiency/rewards contract – the organisation needs to implement standards for output quality and rewards, whereas the employs seeks personal rewards.
· Ethical contract – the organisation needs employees who will accept the company values, the employs seeks to work for an employer whose values do not contravene their own.
· Task structure contract – the organisation needs employees who will accept specific tasks, the employee seeks tasks that meet their own requirements and interests.
It is important to align both the employer and employee requirements to ensure that the requirements of the organisation and the employee come together to ensure job satisfaction and also the business requirements [10].

[bookmark: _Toc8222196]The benefits of job satisfaction 

If employees are satisfied at work it has many benefits, including, a lower turnover of staff, improvements in productivity, increased profits, reduction in recruitment costs from a lower staff turnover [11].  
There are many benefits of having employees happy and engaged at work [12].
If employees are happy at work they are more likely to;
· influence their colleagues – rather than being negative which tends to have a knock on effect, which would result in other employees being de-motivated
· be more productive and profitable – employees are more likely to stay with the organisation with a higher retention rate, take less sickness days
· provide a better service and be more enthusiastic about work - will go that extra mile for the organisation, which will result in a far better customer service
· be comfortable in their role – employees are more likely to stay with the organisation
· Innovative – employees are more likely be more innovative and offer suggestions to the organisation.  
To help to achieve job satisfaction introducing well-being at work is an initiative some organisations choose to implement.  Organisations have a duty of care to its employees and it is a major factor in the quality, performance, productivity, profit and business running.  If well-being is undermined it will have a negative impact on the organisation and will reduce its performance resulting in, reduced productivity, increased errors and mistakes, possible conflict with other colleagues resulting in grievances and disciplinary,  increased sickness rates and staff turnover, low morale and negativity and many other factors [13].  
Well-being is strongly linked to work related stress and by introducing well-being into the organisation can reduce the risk of work related stress.  Also if people are stressed at work this can also be linked to stress outside of the workplace.  Well-being is influenced by attitude and self-image and there are many motivational theories available.
Herzberg’s motivational theory relates to job enrichment and one of the original theories in management and motivational theory.  The theory looks at the factors that arise making people satisfied or dissatisfied in work, assessing each motivator and hygiene factor through achievement, recognition, work itself, responsibility, advancement, salary, possibility of growth, interpersonal relations - subordinates, status, interpersonal relations – superior, interpersonal relations – peers, supervision – technical, policy, working conditions, personal life and job security.  Assessing each factor by % frequency cause of satisfaction and % cause of dissatisfaction.
The research carried out by Herzberg proved that people strive to hygiene needs because they are unhappy without them, however satisfaction with these factors are often temporary and people are only truly motivated by real motivators such as, achievement, recognition, work itself, advancement and development [14].
McGregor’s XY Theory suggest that there are two fundamental approaches to managing people, many managers tend to work towards theory x which is an authoritarian management style and theory y, a participative management style.  The x approach generally gets poor results and that way of management should be avoided and is not going to result in good well-being amongst employees.  The y approach gets much better results and allows for employees to grow and develop [15].
Googles approach to well-being is by providing a fun working environment which includes lava lamps, free food, games, access to all code and confidential information which is all part of the google culture.   Google puts the needs of their employees before making money [16].
[bookmark: _Toc8222197]Technology Supporting Job Satisfaction 

Using technology for job satisfaction can result in employees working smarter by using systems to manage work, training, and reward systems.  Technology can be used to support productivity, performance, health and safety and work life balance.  There are also hardware and assistive technology solutions to support disabilities in the workplace. 
There is a vast amount of technology in the area of human resources management that can support job satisfaction.  Employee engagement software such as Perkbox which is a recognition tool and employee engagement survey.  The website app provides perks and discounts such as discounted cinema tickets, money off meals out, all which have been handpicked to promote financial, physical and emotional well-being across the company.  As an admin it is up to the organisation to choose which perks to make available.  Fully customisable and tracking facility to monitor the team’s activity [17].
Trackstar employee engagement software with features such as cultural alignment, employee alignment, employee awards, guides, feedback management, goal management, performance management, social recognition and surveys [18].  

[bookmark: _Toc8222198]Well-being Effects on Employee Engagement

Work well-being programmes help businesses by carrying out workplace well-being programmes to enhance individual health and happiness in the workplace  The programmes are set up to support employees to live their lives better which will turn into them being more productive and engaged at work.  Some solutions include wellbeing programmes, mental health at work, wellbeing workshops and wellbeing days [19].  
People perform better when they are healthy, motivated and focussed.  If they feel valued and supported they are more likely to be more motivated.  If an organisation invests in its employee’s wellbeing there are many benefits.  These include a more engaged workforce, job satisfaction and performance [20].  Mind provide top tips for managers that can be used to engage with employees to reduce the likelihood of work relates stress and mental health issues.  
Employee wellbeing should be a key focus of all organisations to get the very best performance out of individuals [21].  A study carried out by Gov.UK suggests that improvement in well-being will result in improved workplace performance in, profitability, productivity and job satisfaction with training, development and opportunities [22].  

[bookmark: _Toc8222199]Implementing Initiatives into an organisation

To ensure the organisation is pulling in the same direction it is important to introduce a strategy to implement HRM initiatives such as job satisfaction, employee engagement, performance management, flexible working, well-being at work and many other initiatives into the organisation.  Implementation planning is a step by step plan developed to complete a strategic initiative.
Strategy initiatives are new projects that are used to enhance and transform the organisation.  To introduce job satisfaction into the organisation a step by step plan will need to be put in place [23].
A strategic implementation process, known as a SIP are the steps to turn the plan into actions to achieve the goals and objectives.  The SIP will document the activities and any decisions required towards achieving the goals.
The SIP to implement the activities to increase job satisfaction into The Rockstone Vineyard would set out the purpose and the outcome [24];
· Purpose – to introduce a culture where employees are satisfied at work, by involving staff in decision making and increase employee engagement within directorates and to develop the skills and potential of the workforce.
· The outcome of the initiative will result in a more motivated workforce which will result in many benefits, including, a lower turnover of staff, improvements in productivity, increased profits, reduction in recruitment costs from a lower staff turnover.
The SIP will include the implementation plan and objectives and the activities and costs of training, including leadership and management training requirements of the organisation.  It will also include responsibilities and methods used to monitor the process and training documentation and review.
The SIP will also include a list of any term for approval of the organizational change.
The introduction of this strategic initiative to introduce a culture where employees are satisfied at work, by involving staff in decision making and increase employee engagement within directorates and to develop the skills and potential of the workforce is a managerial change.  To introduce any change to the organisation it is important to consider change management models to introduce any change which will be supported by the SIP.  
Popular change management strategies such as Kotter’s 8 step process could be used to introduce this positive change into the organisation.  Kotter’s change management model uses an 8 step process which starts by getting buy in from a senior management level and examines any threats but in the case of this change, the opportunities to the organisation.  The Kotter model sets out a clear vision and strategy and communication plan to ensure a successful change and to embed into the culture of the organisation [25].
Alternative management methodologies that could also be considered are carrying out a Project Initiation Document (PID).  A PID is a high level project planning document that brings together all the information related to the project to get it started.  The PID includes the project scope and justification of the project, business case and risks associated with the project, funding requirements and defines roles and responsibilities [26]. 
A Gantt chart is a project management tool to help plan and schedule tasks.  They are useful to simplify complex projects in a bar chart format to map out which tasks need to be carried out sequentially or parallel to other tasks [27].  A Gantt chart is useful to help stay on track but it lacks the detail such as the purpose and the benefits.  It could be used to support the PID or SIP to map out the steps required to meet the project timelines.
Roadmap software is available and can be used to develop a high level graphical strategic plan for either project or technology roadmapping, which sets out the goal and steps required to achieve the goal in a timeline.  Similar to a PID it sets out the project goals and objectives, a timeline, important milestones and deliverables, risks associated with the project and dependencies [28].    

[bookmark: _Toc8222200]Conclusion
This report evaluates HRM and HRD initiatives and how they can be implemented into an organisation and the importance of employee engagement to ensure that staff feel valued and satisfied at work.  
The report focussed on the job satisfaction initiative within the organisation and how an employee’s feelings may affect others so it is important to regularly interact with employees to highlight any issues early on before they escalate and affect morale across the organisation. 
It looks at the importance of carrying our staff surveys, which should be carried out annually as a minimum and improvement plans put in place to rectify any issues and improve job satisfaction across the organisation.  
The report evaluates the theories that support the individual’s needs such as Maslow’s theory to understand what motivates people to reach the actualisation stage by going through each level from the basic needs such as safety, love and self-esteem. 
How models such as the PRIDE system can be followed to increase job satisfaction and by following the 5 steps can lead to a happier workforce and how other organisations such as Google, Disney and Sony have implemented initiatives to improve job satisfaction amongst their employees.
The report looks at the benefits of people being satisfied at work and how it can improve productivity, increased profits and a reduction in recruitment costs from a lower staff turnover and how motivational theory such as Herzberg can lead to job enrichment to asses if employees are satisfied or dissatisfied at work. It also looks at McGregor’s XY theory approach to managing people where some organisations use an X authoritarian management style which doesn’t get good results. 
This report looks at the use of technology with HRM and how it is useful to support productivity, performance, safety and can be used to support disabilities, some examples were reviewed of software available on the market. 
Finally the report looks at how initiatives can be implemented into the organisation to ensure everyone is moving in the same direction and how a SIP can be used as a strategy to support implementation.  SIP organisational change document, see appendix 1.  Recommendations to support the SIP is Kotter’s 8 stage model to set out the clear vision from a senior management level to embed into the culture of the organisation. 
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1. Introduction
Organizational change management plan overview for Rockstone vineyard.

1.1 Purpose

To introduce a culture where employees are satisfied at work, by involving staff in decision making and increase employee engagement within directorates and to develop the skills and potential of the workforce.

1.2 Changing Roles and Responsibilities 

Managers to carry out appraisals
Staff to be involved in decision making 
Introduce annual staff surveys 
Introduce leadership and management training.
	

2. Overview
Briefly elaborate on the current and future states and impact.

2.1 Current State
Human resources documentation, policies and appraisal documentation, training plans to be updated.
  

2.2 Future State
Policies and procedures to be updated to reflect the changes.  Manager training to support new changes.  Software to be purchased to carry out staff surveys.
		
2.3 Impact Analysis
The change will impact on current processes, policy changes, stakeholder interests, staffing, costs, funding, etc.  In the long term the benefits will outweigh the costs.  


3. Communication
Communication plan to be developed. Kotter’s 8 stage model to be developed to support the SIP.

3.1 Communication Strategy
Communication strategy to be developed.  

3.2 Stakeholder Analysis
Identify stakeholders involved in or impacted by the proposed change. 
	STAKEHOLDER REVIEW

	STAKEHOLDER
	NATURE OF IMPACT
	EXTENT OF IMPACT

	TBC
	
	

	
	
	

	
	
	

	
	
	




3.3 Communication Activities
Gantt chart or RoadMap will be used to add a timeline.





4. Implementation Plan and Objectives

4.1 Implementation Methods
Discuss methods and procedures for executing the plan.

4.2 Implementation Activities
Breakdown the operational costs. Provide information in an outline by completing the below chart or provide a link or attachment to a spreadsheet.
	PROCESS SCHEDULE

	ACTIVITY ID
	ACTIVITY DESCRIPTION
	PARTY RESPONSIBLE
	EXPECTED START DATE
	EXPECTED END DATE

	01
	Introduce appraisals and 1 to 1 meetings
	All line managers
	01/06/2019
	01/08/2019

	02
	Staff to be included in decision making
	Senior managers
	01/06/2019
	31/03/2020

	03
	Introduce staff surveys
	Project manager will lead 
	01/06/2019
	31/03/2020

	04
	Leadership and management training
	Project manager will lead
	01/06/2019
	31/03/2020

	
	
	
	
	

	
	
	
	
	




4.3 Monitoring and Evaluation Process
Project manager selected will lead on the project.

4.4 Desired Outcome
By 2020 all staff will be involved in decision making and involved in the strategic way forward of the organization.  Staff survey software to be procured and in place by 2020.  Leadership and management training to be introduced into the organization by 2020.  To give staff the opportunity for career progression.

4.5 Documentation Requirements
Project manager and team to source software for staff survey.  Investigate leadership and management training packages.  
Staff to be invited to workshops to introduce ideas towards strategic plan.



5. Post-Implementation Plan
Detail the assets and steps necessary to complete the change. 
Workshops complete and 5 year plan produced.
Staff survey complete and improvement planning instigated.
Training plan in effect.

5.1 Monitoring Process
Kotter’s 8 stage model to be followed.

5.2 Evaluation Criteria
Improvements to service including productivity and engaged workforce.



6. Organizational Change Management Team

	ORGANIZATIONAL CHANGE MANAGEMENT TEAM

	NAME
	TITLE
	DEPARTMENT
	CONTACT

	Mickey Mouse
	CEO
	Executive
	Mickeymouse@rockstone.com

	Minnie Mouse
	Project Manager
	Strategic Planning 
	Minniemouse@rockstone.com

	Daisy Duck
	Project Support Officer
	Strategic Planning
	Daisyduck@rockstone.com

	Further team to be added
	
	
	

	
	
	
	


	





7. Approval
List any terms for approval. List approving parties and obtain required signatures.
	ORGANIZATIONAL CHANGE MANAGEMENT TEAM

	NAME
	TITLE
	SIGNATURE
	DATE

	TBC
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