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[bookmark: _Toc110587208]introduction 
In order to demonstrate a critical awareness of the principles, models, and concepts of current HRM and IHRM theories of an International Technology Company, this report identifies three major areas, including change management, compensation, and leadership development.
This report has been produced in such a way that it describes the specific and useful human resource strategies that a human resource director would develop and implement in the three core HRM fields stated above.
[bookmark: _Toc110587209]Change Management 
No matter how big or little, planning, implementing, and ongoing management of an organizational change are all components of change management. Organizational structures, operational procedures, technology advancements, and corporate strategy are a few of the continuously changing sectors that call for careful preparation. (Todnem, 2005)
Change calls for an effective change management approach, despite the fact that it can be stressful for everyone concerned. Some of the benefits shown below:

[image: Change Management Model][bookmark: _Toc110252829]Figure 1 - Change Management Model



















[bookmark: _Toc110587210]Outline detailed and appropriate of HR strategies for Change Management
By ensuring that the change's objectives are realized, they aid in change management. In order to effectively manage change, HR staff members need to be involved at every stage, from strategy to execution. In order to meet their requirements and allay their worries during the shift, HR experts also contribute their understanding of employees. In essence, they act as a conduit for information between management and workers. (Tummers, et al., 2015)
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[bookmark: _Toc110252830]Figure 2 - How constant and going changes stretch HR Management


[bookmark: _Toc110587211][image: HR & Change Management: Beyond the Kotter Model - AIHR]Demonstration of HR Strategies for Change Management that are put on display will help team members feel valued, respected, and like part of our organization. [bookmark: _Toc110252831]Figure 3 - HR Leader's Role in change management


The organization's structure
Maps and charts help CEOs and HR specialists understand how many employees are now employed by the organization and what their responsibilities are. With this knowledge at hand, it is simpler to determine how and how much the change will impact the organization at different granularities.
Adapt employee responsibilities 
With this phase possible adjustments which includes job position, salaries and talent acquisition will be produced 
Report on structural change to managers
HR professionals may better understand how the change will impact employees using the knowledge they've gained from the previous two processes, and they can assemble this data to give to people in charge of organizing and implementing organizational change.
Establish and maintain organizational culture change
Once the shift has begun or has been fully assimilated as the new norm, which can take up to 10 years, HR may assist and encourage such change within the organization in both practical and cultural ways.
[image: Change Management approach for strategic HR transformation programmes -  WordofPrint]In order to conform procedures and policies to the new vision established by the transformation, HR must revise the relevant documents. ProProfs, Talent LMS, and SAP's Litmos solution are a few examples of learning management systems that offer central hubs for document and training management. (Fugate, 2012)[bookmark: _Toc110252832]Figure 5 - Change Management approach for HR Transformation





[bookmark: _Toc110252775][bookmark: _Toc110252852][bookmark: _Toc110587212][image: Change management | Human Resource Management][bookmark: _Toc110252833]Figure 6 - Change Management Workflow
















[image: Organisational Change Management | GetSmarter Blog]







[bookmark: _Toc110252834]Figure 7 - A scenario for a successful change management Strategy

[bookmark: _Toc110587213]Compensation 
A compensation strategy describes how your business will handle employee compensation and benefits. This covers the company's standing on the labor market, the amount of total funds, the organization's key bonus concepts, the base wage guidelines, and employee perks. The executive management is always the owner of the pay strategy because it has a significant impact on an organization's budget. The plan is shaped with input from the HR and/or Compensation & Benefits staff. (NinaGupta & D.Shaw, 2014)
[bookmark: _Toc110587214]Outline detailed and appropriate of HR strategies for Compensation 
Talent sourcing
Effective recruitment is impossible without an effective pay strategy. You can have great recruiting marketing methods, but in the end, you need to be able to offer entire rewards packages that are both competitive and in line with your internal policies and budgeting if you want to draw in the talent your business needs.
A compensation strategy will also assist you in understanding how to distinguish yourself as the employer of choice among your rivals. In other words, it will support your plan for employer branding. 
Talent retention
You can retain the talent you have invested a lot of time and money in hiring if you have a solid remuneration strategy. You can ensure that your staff are happy and motivated enough to be more productive and less inclined to leave the company by using the proper strategy.
Budgeting 
You will be better able to determine and monitor pay ranges, wage differentials, and other compensation measures if you have a defined compensation strategy in place. Additionally, it guarantees consistency and openness in choices about compensation and benefits. (Rani, 2014)
[bookmark: _Toc110587215]Demonstration of HR Strategies for Compensation that are put on display will help team members feel valued, respected, and like part of our organization. 
Compensation strategies are blueprints that specify how a company chooses staff salaries and perks. These plans specify the company's compensation goals as well as the pay ranges for different employment roles.It also describes how the business assesses workers to determine compensation. A corporation can get a competitive edge by implementing a successful compensation strategy. Additionally, it may promote employee loyalty. (Indeed Canada Corp, 2021)

[bookmark: _Toc110587216]Importance of compensation strategies
Strategies for compensation aid in formalizing employee compensation. Here are some typical justifications for creating and implementing a compensation strategy at work: (Simona Iancu, 2020)
[image: ]
[image: 7 Compensation Issues and How to Fix Them - AIHR]
[bookmark: _Toc110252835]Figure 8  - Common Comepnsation Issues

[bookmark: _Toc110587217]Development effective compensation strategies
1. Assess the company's goals
Analyze the company's objectives and what it hopes to accomplish with a compensation strategy first. A corporation might need a pay strategy, for instance, to lower staff turnover or draw in qualified recruits. 
2. Identify the company's competitive advantage and current strategy
Take note of what makes the business special. 
3. Seek employee input
Take employee satisfaction and morale into account when designing a remuneration strategy. 
4. Research compensation data and evaluate the talent market
Examine the talent market and the tactics of your rivals. 
5. Determine your priority for competition
Consider selecting the company's most crucial requirement since businesses may implement compensation plans to meet a variety of objectives. 
6. Select compensation packages
Decide what rewards to give staff next. For instance, you might provide senior staff with retirement packages and new hires with vacation packages. 

[image: Types of Compensation: Everything HR Needs to Know - AIHR]








[bookmark: _Toc110252836]Figure 9 - Types of Compensation


7. Create compensation ranges
Consider developing salary ranges rather than set values after deciding on employee packages. 
[image: Compensation & Benefits - Meaning, Importance, Types, Components & Example  | MBA Skool][bookmark: _Toc110252837]Figure 10 - Compensation and Benefits











8. Check compensation strategy for legal compliance
Make that your compensation approach complies with all applicable federal, provincial, and territory legislation after establishing it. 
9. Seek upper management approval
Prepare a report that includes competition strategy, compensation information, and employee feedback for your meeting with higher management. 
10. Write the compensation strategy
Write a document outlining the details of the compensation approach after gaining approval. 
[image: Compensation Package: A Guide For HR - AIHR]
[bookmark: _Toc110252838]Figure 11 - Compensation Purposes

11. Monitor and review the compensation strategy
Implement the compensation strategy, then monitor the outcomes in relation to the corporate objectives. You can determine the plan's impact by doing this.  (Ding, et al., 2006)[bookmark: _Toc110252839]Figure 12 - Compensation  planning

[image: Compensation Planning in 7 Actionable Steps - AIHR]
[bookmark: _Toc110587218]Leadership development 
The growth of leaders is intrinsically linked to human resources. By implementing HR Leadership Development programs to teach HR employees important leadership qualities to develop both themselves and others, organizations may openly recognise this connection.
[image: Integrated Human Resource Management Process With Leadership Development  Ppt PowerPoint Presentation Infographic Template Graphics Example PDF -  PowerPoint Templates]There are two unique facets to developing leaders in human resources. On the one hand, establishing a program for leadership development to ensure strong, viable leadership for the organization is a vital goal for human resources. On the other hand, HR staff members require leadership abilities in order to oversee personnel and provide the resources the company needs to address its business difficulties. (Andries & Sukesh, 2014)[bookmark: _Toc110252840]Figure 13 - Integrated human resource management process with leadership development


[bookmark: _Toc110587219]Outline detailed and appropriate of HR strategies for Leadership Development 
The role of HR in creating leaders
Realizing leadership potential and maintaining a program for leadership development may be the most crucial strategic role of HR. This entails taking measures to guarantee that your firm has the appropriate number of skilled leaders to manage workers across the board and that you have a structure and processes in place to provide a consistent, dependable source of leadership talent.
Implementing Training Programs for Leadership Development
Leaders don't just appear out of nowhere. Identification, development, and training of potential leaders are required. In order to create a training program that is integrated into the larger, cyclical process of discovering talent and developing that potential into leadership roles in a sustainable fashion, HR should cooperate with L&D.
Retaining Talent
The cornerstone of effective leadership development is this. You must keep your talent if you want to develop it into leadership ability. HR spearheads measures to make the workplace a desirable place to work, and it provides advantages and incentives that motivate employees to actively explore career prospects within the company in addition to staying with the company.
Using A Team-Based Strategy
HR can provide managers with the resources they need to train and manage their personnel. Building morale and fostering both teamwork and personal initiative are made easier with a clear delineation of roles and duties supported by active communication and an empathic leadership style. As firms vary and grow, and as working habits adjust to new working arrangements, the importance of teamwork is emphasized by the rise in remote working and, as a result, remote management.
pursuing innovative hiring
It could be necessary to hire outside leaders if a firm expands and its business objectives change as a result of external factors. This is simpler if you already have a leadership development program in place and an atmosphere that encourages career advancement, active engagement, and the advantages of teamwork. With these components in place, talent is drawn to your company.
Displaying Emotional Intelligence
The "human" component of human resources is fundamentally emotional intelligence. Understanding, empathizing with, and responding to others is essential, especially when those others are spread across different geographies, have varying histories, and experiences. As essential as how you treat others is how you treat yourself. With emotional intelligence, you become more self-aware, which improves your ability to manage relationships with coworkers.
Employing Organizational Skills
No HR leader can succeed without having a firm grasp of organizational specifics since the scope of HR is so broad and its relationship with a company is so profound. This entails organizing both your own work and other people's work. But encouraging more individuals to self-organize is one of the fundamental components of an organization. Promoting the need for employees to take charge of their own work and growth not only reduces HR's workload but also results in increased independence and self-confidence, which increases productivity as a whole.
Providing Moral Leadership
Typically, HR is both above and below the fray. The perception that HR leaders have among the rest of the organization is greatly influenced by how they present themselves and the leadership style they choose. As a gauge of the environment, they ought to respond creatively to the difficulties experienced by management, staff members, and the entire company. HR executives must conduct themselves in a way that is beyond reproach and morally sound in order to operate as trustworthy middlemen in any resolution. People should be able to approach HR leaders with confidence that they will be treated fairly and can anticipate professional leadership in addition to decisive leadership. (Viitala, et al., 2017)
[image: Leadership Development Process Methodology For Successful Management Ppt  PowerPoint Presentation File Summary PDF - PowerPoint Templates]








[bookmark: _Toc110252841]Figure 14 - Leadership Development Process Methodology for successful Management


[bookmark: _Toc110587220]Demonstration of HR Strategies for Leadership Development that are put on display will help team members feel valued, respected, and like part of our organization. 
As a leader, it is crucial that you have a clear understanding of the objectives for the organization and team. Create specific strategies for your team and communicate them to your staff. Include team feedback in your strategic planning meetings by taking it into consideration. This makes you an excellent leader because it's obvious that you value their viewpoint. Additionally, it will provide a platform for novel suggestions that could greatly advance strategic planning.
Determine your advantages and disadvantages, and strive to make the most of each. It is essential to develop your leadership abilities and use them. You can also instruct your team players in these techniques and motivate them to play to their strengths.
Keeping a good attitude in challenging circumstances can help your team develop confidence. A positive quality is optimism, especially when dealing with difficulties and disputes.
A team's success is strongly influenced by its ability to communicate effectively. Improve your communication abilities so you can keep the team's environment open and honest. Additionally, it will inspire the members of your team to generate suggestions for actions that will help you reach your objectives. (Andries & Sukesh, 2014)
[image: 7 Steps to Create a Leadership Development Plan - AIHR]One of the most crucial characteristics of a leader is motivation, whether it comes from within or beyond. [bookmark: _Toc110252842]Figure 15 - leadership development plan



[bookmark: _Toc110587221]The importance of leadership development
Programs for developing leadership have positive benefits on the organization, its dynamics, and its staff. Organizations are increasingly realizing the importance of leaders to the efficient operation of their business. 
[image: How to Help Leaders Learn - Brandon Hall Group][bookmark: _Toc110252843]Figure 16 - impact of leadership development

Employer recruitment and retention have benefited from organizations' investments in leadership development.
Leadership development gives leaders the tools they need to boost the output of their teams.
Through leadership development programs, which concentrate on outlining a clear path for individuals who want to assume leadership roles, increased employee engagement can be accomplished.
Future leaders are inspired to develop their leadership abilities by the role models it provides.
In particular when the leadership panel is changing, it guarantees that any leadership gaps are avoided.
An effective leadership development program has a high return on investment. It encourages aspiring managers to take on managerial responsibilities and raises worker productivity. This can also translate into wise commercial choices and tactics.
Programs for leadership development have demonstrated to be significantly effective in enhancing business culture. 
It can assist in identifying potential leaders who are able to overcome obstacles in a volatile corporate environment. (Berman, 2015)
[image: How to Design a Future-Ready HR Leadership Development Program]
[bookmark: _Toc110252844]Figure 17 - HR Leadership development program
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Maintain clients and employees throughout and after change.


Address any queries or worries in advance.


Inform all parties involved.


Offer specific direction to people, groups, or departments.


Check in with the staff to see if any changes need to be made.



Base pay: This is the employee's base pay, which does not include any additional compensation like benefits or raises.


Bonus: A bonus is a sum of money that is added to a worker's salary as compensation for exceptional performance.


Commission: This is the payment made to an employee for doing a task, which usually entails selling goods or services.


Overtime pay: Overtime pay is the compensation that workers receive for putting in extra time.


Paid time off (PTO): PTO is compensation for time off work.


Flexible schedules: These allow workers to work outside of the standard 9 to 5 hours at a time that is more convenient for them.
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1. Ensure company goals

Creating a pay plan can motivate staff to contribute to achieving the organization's goals. You may inspire
both new hires and seasoned workers by designing compensation to reward performance that is in line
with the company's goals. This may also result in increased output and a happier workplace.

2. Improve the recruitment process

The technique a firm uses for paying its employees can have an effect on both hiring and retention.
Candidates might choose your organization above its rivals, for instance, if it offers competitive
remuneration schemes. You can target people who can deliver the best results for a firm by using an
alluring remuneration approach

3. Ensure budget management

A corporation can run within its budget by using a compensation strategy.

4. Ensure equity in the company

Remuneration equity equal pay for labor of equal value can be ensured by having a successful
compensation strategy. Companies that use a strategy might be more open about compensation because
it specifies the pay packages and how employees are paid. Others may be motivated to achieve at higher
productivity levels by developing and adhering to a pay scheme in which top performers earn the highest

reward.
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