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[bookmark: _Toc100337317]Introduction 
Concerns about global rivalry, technology internationalization, and employee productivity have recently resurfaced in human resource management (HRM). These business imperatives, it is claimed, need a transformation in direction practices to maximize the utilization of human resources (HR). Managers and academics alike have regarded traditional management practices as ineffective and ineffectual. To maximize employee potential and foster the attitudes and behaviors necessary for competitive advantage, three components of managerial control must be addressed: organizational architecture, culture, and human resource policies and practices. Thus, contemporary management orthodoxy calls for corporate reorganization toward hierarchical structures, higher job responsibilities, individual autonomy, and managerial leadership in shaping intangible workplace aspects such as values and beliefs. Employers have also benefited significantly from motivational theories to keep staff happy and motivated. As Samsung's Human Resources Director, my job would be guided by human resource management (HRM) theses in remuneration, personnel, and organizational change.
[bookmark: _Toc100337318]Company Background 
In the electronics and computer industry, Samsung Electronics Co., Ltd. is one of the most well-known companies. Founded on January 13th, 1969, its headquarters are in Suwon, Korea. Samsung entered the electronics and shipbuilding industries in the late 1960s and early 1970s. It sells high-quality household items, telecommunications equipment, semiconductors, and solid-state drives. Construction, entertainment, financial services, gadget solutions, information technology, and mobile communication are all available (Cho, Kim and Kim, 2015). 
[image: Samsung still biggest smartphone company in the world as Xiaomi goes after  Huawei's place - NotebookCheck.net News]
In South Korea, Samsung is the country's largest and most well-known corporation. Providing clients with cutting-edge, high-quality electronic products and services is the primary goal of Samsung Electronics. Samsung's mission statement is "Inspire the World, Create the Future," which is part of the company's "Inspired the World, Create the Future" vision. When it comes to innovation, Samsung has a great corporate culture. It has developed a solid corporate culture that has allowed it to become a global innovation and leader. Samsung Electronics began a significant restructuring effort in 2012 (Chen and Ann, 2016).
The corporation adjusted the management structure in each division to optimize the organization's capabilities to restructure it. Its new organizational structure made it feasible to refocus on three business areas: Device Solutions, IT and Mobile Communication, and Consumer Electronics. Samsung Electronics has committed to the worldwide community to improve the quality of people's daily lives (Lasserre, 2017). To maintain its position as a creative leader, Samsung devotes all of its efforts and resources to developing and delivering innovative products to consumers and the industry. It has set ambitious growth goals for the next few years to reach USD 400 billion in annual sales by 2020.
[image: ]
Scope of Samsung’s Business Source: Statista
[bookmark: _Toc100337319]The 5Ps Model 
For Samsung, There are six worldwide design centers and 53 global manufacturing facilities to develop and produce electrical items. The company operates 34 research and development centers worldwide. Samsung's pricing strategy may be described as price techniques that vary according to the product line, launch date, and external market conditions.
Samsung's latest smartphones and other devices, including cutting-edge and game-changing innovations, come with hefty price tags to match their superior quality. The rate at which Samsung's competitors develop products with similar features while simultaneously lowering costs and increasing market share. 
On the other hand, Samsung falls far short of LG's capabilities in the home appliance market. Camera manufacturers Canon and Nikon are at the top of their game. Because of this aggressive pricing, Samsung takes advantage of these areas and asserts a dominant position in them.
Location plays a role in Samsung's marketing strategy as a third component. Through a variety of channels, Samsung is engaged in the market. "Channel marketing," another method used by Samsung, is divided into three parts. As well as sales and servicing dealerships, modern retail, and wholesalers. In addition to handling Samsung's most important clients, sales representatives participate in corporate sales on behalf of the corporation. Possibly, they'll open Samsung retail locations as well. In today's retail industry, large corporations are an essential part. Shops are obliged to keep the Samsung name alive because it is well-known. Samsung's most fascinating segment is its distribution network. Samsung distributes its goods over a region by working with a single distributor in multiple places.
Samsung's marketing strategy consists primarily of promoting its products. There are several ways that Samsung announces itself. Samsung sells its products through print and digital media. According to Samsung, commercials are the best approach to contact potential buyers in the future. To market the goods to the customer, Samsung employs various unusual methods.
 In total, there are about 80 different companies that comprise Samsung. In addition to manufacturing and consumer electronics, the company is also involved in financial services, shipbuilding, and medical services. To manufacture its products, Samsung adheres to industry best practices and methods.
[image: 5 P's Model of Strategy Implementation | Download Scientific Diagram]
5P’s Model Source: (Mildred Golden Pryor, 2019)
The external and internal environments affect an organization's tactics. Any company seeking to boost its products' profitability and market share must examine the Five Ps approach. This concept unifies all of the company's strategic human resource initiatives to assist the organization in achieving its long-term strategic goals. The model encompasses individuals, procedures, principles, objectives, and outcomes. To adopt Samsung's most delicate human resource practices and policies, I would draw on various management theories centered on the 5Ps (behavior theories, value theories, system theories, measurement theory, feedback theory, and strategic theories). To achieve total human resource management effectiveness, an HR department must strike a balance between these five management areas. For instance, I would compensate and recognize my employees with money and recognition. I would institute performance evaluation systems to guarantee that the organization's needs are addressed. I'd ensure that the company's beliefs and cultures align with its employees.
[bookmark: _Toc100337320]Compensation
As Human Resources Director at Samsung, I intend to implement competitive compensation strategies, as compensation plays a critical role in attracting and retaining talent. I would recommend the compensation options: paid time off, profit-sharing plans, employee benefits, salary increases based on length of service or experience, and paid to time off for vacation and other personal reasons. By incorporating these concepts, you can significantly increase employee satisfaction and fulfillment. In the long run, the company's profitability will increase due to the increased productivity and performance of motivated employees (Edgar, 2005). Additionally, a strong compensation strategy would incentivize employees to stay with the company, preventing them from defecting to a competitor.
 Customers' demands may occasionally require employees to work longer hours. If they are compensated for the additional time worked, they are more likely to continue doing so without complaint in the future (Greenwood,2002). This affects both short- and long-term goals. To ensure that these compensation strategies are applied fairly and without discrimination against all Samsung employees, my office would diligently ensure that these policies are implemented. As a result of workplace discrimination, employees may be less likely to contribute their full potential to the company's success. Everyone would be treated equally regardless of their religious or political beliefs, race, color, origin, financial status, or any other factor affecting their ability to perform their job. Employees with a minimum of five years with the company would be eligible for bonuses, which I intend to implement. This would encourage new hires to remain with the company. Regular rewards would be distributed based on performance metrics.
Additionally, the length of time an employee has worked for the company affects the amount of vacation time an employee is eligible for. Employees who have worked for me for less than two years would receive a 30-day paid vacation, while those who have worked for me for five years or more would receive a five-week paid leave. When employees are rewarded and recognized for their efforts, they can be motivated to perform at their best.
[bookmark: _Toc100337321]Scientific Management (Taylor and Gilbreth) 
The goal of scientific management is to optimize an organization's economic and human productivity processes. The introduction of Taylor and Gilbreth's scientific management concept responded to managers' concerns about inefficiency and delayed work (Price, 2003). Taylor and Gilbreth conceived of Scientific Management Theory during the industrialization era. It was not uncommon for new factories to pop up across Europe, and these factories used various raw materials to produce a wide range of different goods. To help out in these factories, several people were hired as day laborers. Lazy workers and system inefficiencies could put factory managers at risk of economic inefficiencies. Consider the possibility that many employees could deliberately slow down their productivity so that they would not be laid off. They were well aware that the factory managers could not act in their place in the absence of supernatural beings. The scientific management theory arose due to the inefficiencies brought on by lazy employees and inefficiencies in the system.
[bookmark: _Toc100337322]Relevance and Application in HR Practice and Policy 
Scientific management theory has evolved to keep pace with today's sophisticated organizations. In today's business world, scientific management has made its way in, and its primary goal is to ensure that employees are allowed to use their full potential at work. It also aims to improve business efficiency through the use of technology. A few examples of current business practices and policies to improve system efficiency and employee productivity include performance evaluations and corporate strategic objectives, and teamwork and organizational charts. Taylor and Gilbreth's scientific management theory is the source of these ideas. Several researchers have adopted Taylor and Gilbreth's vision over the years to reflect the current technological landscape better. To stay competitive, businesses must keep up with the rapid pace of technological advancement and social change. Taylor and Gilbreth's scientific management concept has inspired scholars to develop ideas like performance evaluations, organizational charts, production and sales goals, and quality indicators (Kryscynski, 2015).
Scientific management theory has also influenced how businesses today conduct business. It also laid the groundwork for several managerial concepts that are still relevant today. For example, Taylor and Gilbreth's scientific management theory relied on statistics. With the rise in demand for businesses to measure their performance compared to their rivals, concepts of quality assurance and control emerged. According to Taylor and Gilbreth, their science management theory is highly affected by the re-engineering and management of cybernetics. A company's long-term sustainability and potential for lucrative expansion are dependent on them.

Change Management 
After acquiring the necessary knowledge, I am motivated to embrace and execute strategies and policies that reflect management theories' diversity and relevance in contemporary corporate management. Samsung is a multinational corporation that aims to satisfy its customers while increasing its profits and market share. In addition, the tech giant's HR department is dedicated to enhancing employee contentment and well-being on the job (Francis, 2003). To achieve these and Samsung's strategic corporate goals, I would implement practices such as performance evaluations, teamwork, and organization charts. Structure in the workplace is best communicated using organizational charts. Employees need to know where they're going to follow the rules. Each employee's contribution to the company can be measured through performance evaluations. It also helps the company determine which employees are productive and which ones are not. Employees will have access to various professional growth and development opportunities, which will go a long way toward enhancing the company's growth and image.  
To foster a sense of teamwork among the employees, I would assign specific tasks to various employees. Evaluating company human resource practices and policies are necessary for the change management process. I will review my organization's primary activities to determine Samsung's strengths and weaknesses. Additionally, it would assist the human resources department in implementing beneficial procedures and policies. Other endeavors that have been attempted but have not proven to be worthwhile will be abandoned in the future. To achieve change development, a business must first be willing to change. It is impossible to continue doing things in the same manner as before. I am open to new ideas and will streamline existing ones as necessary. Quality control and assessment, which are central tenets of scientific management, would be primary concerns.
[image: Lewin's Change Management Model Template]
Change Management Model: Source Mindtools
Kurt Lewin change management model 
The three-step model of organizational change was established by Kurt Lewin, a renowned social psychologist. Unfreezing, Altering, and Refreezing are the three steps. Anxiety and worry can be alleviated by dealing with people's concerns, allowing them to be more open to the change. The status quo is no longer acceptable, and new information makes people aware of the need for change. The definition of change is "a deviation from the usual state of affairs. ". All of these things can be affected by a change in management policies and administrations and changes in technology (Palyong. S, 2011). Refreezing is the final stage, in which new management practices and employee behaviors are integrated into the daily routines of the workforce and become second nature. The refreezing stage is facilitated by coaching, training, and adapting appropriate reward systems.
Application of Lewin’s change management  
Managers can use Lewin's approach to more efficiently implement organizational reforms. Consider a scenario in which a weakening market threatens to force a business to lay off employees. Senior management has the option of notifying all employees via the company intranet and in informal "Townhall" style meetings about the corporation's significant economic challenges as a first step toward unfreezing. All staff would have access to data gathered through employee surveys and internal audits (Cummings, 2005). The following phase would be to implement change. This will almost certainly manifest itself in eliminating specific functions as part of a reorganization. The final stage would be to refreeze intra-organizational adjustments to fit the new organizational workflow. Employees who have been laid off may be eligible for post-employment retraining or assistance in obtaining new work.
Lewin's model and Samsung (Medley & Akan, 2008)
· Samsung can use Lewin's change model by altering its three processes and devising a strategy to address the adjustments required.
· Unfreeze Samsung can unfreeze its supply chain management techniques in favor of what customers truly desire from their products. 
· Change- By bringing more supply control in-house, Samsung may introduce new methods for supply chain management. Samsung can develop new features for its products that customers want. 
· Refreeze- Samsung's new supply chain management approach enables it to exert greater control over its supply chain. Samsung uses cutting-edge technologies to demonstrate what's new and what's coming in the future to customers.
· Samsung, for example, can follow Lewin's three-step model of refreezing from previous practices or methods, unfreezing from a new path based on needs, and refreezing.
· Consider Samsung's operations, including supply chain, innovation, and its numerous departments, to get a feel of where the changes are coming from. In a nutshell, the Samsung effect refers to the company's capacity to compete and sustain market share through ongoing innovation and change (Coget, 2011).
[bookmark: _Toc100337323]Motivation Theories 
Academics have established motivational theories based on the idea that specific elements might encourage workers to seek workplace happiness and fulfillment. According to studies, managers who put their employees' needs first are more productive and profitable (Proctor, 2018). Meeting employees' expectations motivates them to go above and beyond in their duties. A company's or management system's success is mainly dependent on its workforce's level of motivation. Research shows that a company's profitability might increase when it provides benefits to its employees. According to experts, workers who feel appreciated are more likely to give their all at work (Michael, 2019).
[bookmark: _Toc100337324]Relevance and Application in HR Practice and Policy. 
According to Mayo's Theory of Human Relations, a motivational theory, extrinsic and intrinsic elements can motivate an employee. An employee's sense of success and appreciation is instilled by external variables like incentives, recognition, rewards, authority, and prestige. When we discuss intrinsic elements, we refer to things like an innate desire to accomplish specific goals. A person's strong desire for something can motivate them to make further efforts. As a result, managers seeking to encourage their employees must consider extrinsic and intrinsic factors. For instance, the human resources department of a business can introduce incentives and penalties (Michael, 2019).
 Bonuses are additional money offered to employees in recognition of their performance. Employees receive monetary incentives for exceeding a company's defined goals. Businesses can target profit margins, sales volume, and the number of customers served by their employees. If these goals are accomplished, employees will get bonuses from their employers. Supervisors and managers have the authority to take disciplinary action against employees who fail to meet their goals. Additional unpaid work hours, limited paid leave, and proportional wage deductions are all examples of possible sanctions. Motivation can come from both intrinsic and extrinsic rewards and punishments. The uniqueness and individuality of each person serve as an inspiration to others (Michael, 2019).
For instance, if someone is attempting to impress their superiors or accomplish their own goals. These objectives and ambitions motivate individuals to work diligently and perform at their best in the profession. It is critical that you fully understand what motivates your employees as an employer.
Abraham Maslow's hierarchy of needs may also offer light on the question of motivation. People are compelled to work toward their goals due to the hierarchical nature of the obligations they impose. The following criteria are stated in ascending sequence from the bottom of the pyramid to the top: physiological, safety, love, esteem, and self-actualization. Manager reasoned that if an individual were motivated to meet a particular level of demands, they would be able to meet the remainder of their objectives. Maslow stated that humans have basic needs such as food and sleep (McLeod., 2007). Attaining the first level of one's wants on the pyramid pushes one to strive for the next level. Employers must consider their employees' needs to recruit and retain great talent. Employees dissatisfied with their positions will eventually leave, causing the company to lose money. As a result, businesses that pay attention to their employees' needs are more likely to retain them and assist them in reaching their full potential (Gambrel, 2003).

According to the annual report in 2012, Samsung Corporation involves with technological changes and employee contribution is highly expected in this case. Kotter’s eight step change model can be applied for effective implementation of the required changes in the system by minimizing the negative effect of employee resistance. As discussed in Lewis et al. (2004) effective communication, employee motivation and establishment of simple attainable vision is significant functions in developing the Kotter’s eight step change model. The first step of the model focuses on developing employee motivation which is essential in guiding a large number of employees in Samsung to achieve the desired objectives of the change process. Also, it is required to provide training and development opportunities for the employees to equip with the required knowledge and skills to work with the changes. The model also looks for creating short term wins rather than introducing non-attainable complex visions which the morale of the employees. Team building is also important for a large organization as Samsung Corporation which requires skills sharing of different people such as engineers, technicians and normal operators.
[bookmark: _Toc100337325]Staffing: Retention 
Samsung places a premium on employee happiness and pleasure. Human resource policies and procedures are constantly being established and implemented to drive employees to reach their maximum potential since the organization emphasizes long-term success. Employees that excelled in their respective departments would receive financial incentives from me, the human resources director of Samsung Electronics. Additionally, those who work overtime will be eligible for bonuses. Numerous employees have been forced to work from home due to the flu pandemic. I'd ensure they had access to things like affordable internet connectivity to work in a friendly environment.
Additionally, I would like to use employee rankings to recognize coworkers who outperform their peers. Housing and other necessities would be provided to most employees working within the company's bonds. Additional paid vacation days may be made available to employees based on the company's financial performance. These ideas, if applied, would have a significant impact on Samsung’s workforce motivation and productivity. To keep employees happy and engaged, it is critical to provide for their basic social and financial needs, such as providing a place to live (DeCenzo et al., 2016).
[bookmark: _Toc100337326]Vision and mission 
My vision and ambition for Samsung Electronics are to unite personnel behind common aims and ideals and to inspire a feeling of purpose in them. Both long- and short-term goals are a component of my job as a manager. When I am in charge of human resources, I am accountable for adequately communicating my company's objective and vision to my employees. As a manager, it is my responsibility to guarantee that all of my employees understand me, feel valued, and are motivated to work toward my goals and vision. My goal and vision should ultimately result in team members feeling valued and respected and developing a sense of belonging to Samsung Electronics.
[bookmark: _Toc100337327]Conclusion 
Finally, managers must understand how heavily reliant on technology today's firms are. Gilbreth and Taylor's scientific management theory has been modernized due to technological improvements. The scientific management theory of Taylor and Gilbreth is represented in contemporary management practices such as organizational charts and performance reviews. Additionally, it has been demonstrated that motivational theories have prompted human resource departments in various firms to establish processes and policies, such as rewards and recognitions, to motivate employees to be more productive. The profitability and market share increase as its employees become more effective.
[bookmark: _Toc100337328]Recommendations
Human resource managers should utilize several approaches to evaluate employees' competencies. Companies must compensate their employees depending on their performance to get the best. To elicit the most satisfactory performance from your workers, you must utilize tools such as performance reviews.
· Before initiating training, human resource directors must ensure that it will result in the desired outcomes. Training is a vital component of an organization's ability to manage change successfully.
· Self-motivation. The human resources department must be agile and flexible to capitalize on emerging trends as soon as other organizations become aware of them. This provides a competitive advantage over competitors, ensuring that the business is always one step ahead of the competition.
· Business leaders must ensure that their strategic plans consider both internal and external factors affecting their organizations. They should undertake in-depth assessments of their organizations' external and internal environments before developing strategies.
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