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[bookmark: _Toc69782489][bookmark: _Toc69783993]Introduction
On the brink of a new industrial revolution, HR is being replaced by machines within the manufacturing industries, and the need for human resource is increasing within the ever-expanding service industries. The appeal of HRM is thriving day by day. Recent economic crisis and resource shortage has made human resources more needed than ever (Stahl et al., 2020). 
Within this report, there are three important segments of HRM and their application within the organisations have been discussed along with relevant theories (Aust et al., 2020). 
[bookmark: _Toc69782490][bookmark: _Toc69783994]Change Management
Change management refers to the right management within organisational changes that significantly alter an organisations culture, business process, infrastructure, or any other central aspect by preparation and implementation stages. The change could be adaptive or transformational (Al-Ali et al., 2017).
[bookmark: _Toc69782491][bookmark: _Toc69783995]Theories
There are a number of concepts and theories that try to explain the process of change management. Among them, Lewin's Change Management Model, Nudge Theory, Kotter's Theory, McKinsey’s 7-S Model, etc. are most commonly used.
[bookmark: _Toc69782492][bookmark: _Toc69783996]Lewin’s Change Management Model
Among the practiced theories and models, the most famous is Lewin's Change Management Model, because it is very easy to understand and implement (Burnes, 2020). 
According to the model, change management has three phases: 
· Unfreeze 
· Change
· Refreeze 
Identifying where change is needed and making employees susceptible to the change is the first step. Then after implementation, the new system must be refrozen. Otherwise, the old system could  surface again (Dessler, 2016). 
Lewin's Model only concentrates on the process of change management. It fails to consider the aspects of the change process (Burnes, 2020).
McKinsey’s 7-S ModelFigure 1: McKinsey's 7-S Model
Source: Adil (2017)

McKinsey's 7-S Model has described the seven aspects of change management (Cox et al., 2019). The aspects are: 
· Strategy 
· Structure 
· System 
· Shared Values
· Style 
· Staff
· Skills
These are the core aspects where changes are made. The interrelation of these aspects can determine how one is affecting another and where the change is exactly needed (Al-Ali et al., 2017). 
The model pinpoints the weaknesses and strengths within the organisations, which is vital to execute a change. But unlike Lewin's Model, this model is very difficult to establish within a large organisations (Cox et al., 2019). 
[bookmark: _Toc69782494][bookmark: _Toc69783998]Strategic Application
To deploy a change process, step by step planning is very important. Combining the gist of both Lewin's Model and McKinsey’s Model an effective strategy can be developed to ensure smooth implementation of change management. Here are the steps: 
1. The first step is preparing the organisations for a change. Many of the employees within the organisations loathe changes and show great reluctance to accept change. All the employees well-nigh to be informed about the reason for the change. If everyone were able to understands the necessity then this acceptance of change would come to employees much more easily (Cox et al., 2019). Evaluating the seven aspects of McKinsey’s 7-S Model can help you to better understand the scenario more graphically. The first step can be compared to Lewin's Unfreeze phase (Burnes, 2020). 
2. The second step is setting goals, objectives and visions for the change. Goals and objectives will help within the coming days to ensure the success and outcomes of the implemented change. Alternate solutions and backup plans are decided within this step. How long the change will take place and for how long is another question that must be decided within this step (Daniel, 2019). 
3. The next step is implementing the changes. All the employees must be empowered sufficiently to cope up with the new environment. Because due to the changes within the unforeseen situations may occur. Communication must be established to support their employees within adjusting to the changes. Also, a little bit of lenience is needs to be given since employees are more prone to making more mistakes after a change (Cox et al., 2019). 
4. The fourth step is the same as Lewin's 'Refreeze' phase. It is vital that the change is embedded within the cultures and norms of the organization. Because otherwise, employees may drift to their old routine and habits after a few days. This has happened many times. To make the change new normal, some campaigns are required. Top management and leaders have to play their part to establish the change permanently (Burnes, 2020).  
5. The final step is monitoring the progress. This step ensures that the change is going to the path it was meant to go. Monitoring and reviewing are essential to measuring the changes. The outcome of the change has to be compared with the goals and objectives periodically. And if the change does not show sufficient success, the backup plan is needed to be implemented, which was also developed in the second step (Al-Ali et al., 2017). 
[bookmark: _Toc69782495][bookmark: _Toc69783999]Outcome
The market of technology is very volatile. As a result, regular adaptive change is required to survive within the market. It is crucial for my teammates to be always open to change (Dessler, 2016). The developed strategy will help my team members to adjust to the changes and make the transition smooth. My team members will be happy with the changes as they would have already been involved with the process. Their acceptance will make them more loyal and dedicated to the organisations by enhancing their job engagement (Cox et al., 2019). 
[bookmark: _Toc69782496][bookmark: _Toc69784000]Learning and Development
Learning and development is a segment of HRM that involves employee skill management. HRM strategies define how this segment will be addressed. Hard HRM view discourages extensive investment within employees' learning and development whereas, Soft HRM focuses on employee commitment by developing their skills (Garavan et al., 2020).
[bookmark: _Toc69782497][bookmark: _Toc69784001]Theories
Several past studies have developed many theories on learning and training such as Reinforcement Theory, Social Learning Theory, Goal-setting Theory, Expectancy Theory, etc. (Lewis et al., 2019).
[bookmark: _Toc69782498][bookmark: _Toc69784002]Reinforcement Theory
Reinforcement theory states that different people learn to act according to the previous consequences throug their behaviors. Different behavior is both desirable and undesirable. The consequences of desirable behavior are either positive reinforcement or negative reinforcement nevertheless, the consequences of undesirable behavior have to be punishment or extinction (Lloyd & Martens, 2018).
[image: 43 Skinner's reinforcement theory  Positive reinforcement-Positive... |  Download Scientific Diagram]
Figure 2: Reinforcement Theory
Source: Stahl (2017)
Within simple terms, reward and punishment are the basis of this theory (Grishin, 2021).
[bookmark: _Toc69782499][bookmark: _Toc69784003]Social Learning Theory 
According to Social Learning Theory, people learn from those whom from their perceive role model or through persons around them. People also increase their efficiency by comparing their skills from their role model. Having said that some persons makes others credible by their standard (Lewis et al., 2019). 
There are three modelling stimuli of social learning theory. 
I. Live model
II. Verbal Instruction 
III. Symbolic
Top managers and senior employees can become live models and provide verbal instructions. For symbolic learning, organisational culture is necessary (Garavan et al., 2020). 
Expectancy Theory
Expectancy Theory claims that learning will only be possible if it is linked with an outcome. Three factors influence a person's behavior; expectancies, valence, and instrumentality (Lloyd & Mertens, 2018). 
The expectancy theory is based on individual interest. Some employees want maximum satisfaction, some want just to avoid dissatisfaction. The learning process and reward system should be different for each type of employee. Those of the first type would be more encouraged by reward and the last type would be more responsive to punishments (Daniel, 2019).
[bookmark: _Toc69782500][bookmark: _Toc69784004]Strategic Application
Considering the existing theories of learning and development, a number of conclusions can be drawn. 
A. Feedback is essential within the learning process. An appropriate reward and punishment system is necessary to reinforce the learning process (Garavan et al., 2020). 
B. Employees look forward to senior employees and managers for learnings. Positive examples should always be available for standardisation. 
C. Employees need to see what positive changes their learnings are bringing to the table. Not just by  reward and punishment are not enough to ensure employee commitment (Grishin, 2021). 
Bearing these facts in mind, a strategy has been developed for the learning and development of the employees on five critical aspects. 
1. [bookmark: _Toc69782501]Attracting and retaining talents: The most important part of the development process is ensuring employee loyalty. Otherwise, there is no point within training  employee and by the next day his/she joining the competitor's organisations (Lloyd & Mertens, 2018). To decrease turnover and retain employees, on the other side of the coin a  reward system would need to be established.with more skilled employees will be needed to  break with the compensation, even after the cost of the improvement. The employees will need to see positive outcomes (promotions and bonuses) of their training (Lewis et al., 2019). 
2. [bookmark: _Toc69782502]Developing Capabilities: For the development, punishment for avoiding improvement is needed besides rewards to motivate employees for engaging more enthusiastically (Al-Ali et al., 2017).   
3. [bookmark: _Toc69782503]Creating Value-based Culture:befitting and accurate feedback must be ensured at all times. Otherwise, employees will feel frustrated and demotivated, if they start to think that their efforts are going unnoticed and unappreciated (Garavan et al., 2020). 
4. [bookmark: _Toc69782504]Building an Employer Brand: Gaining long term trust of their employees by continuous positive environment will greatly increase employee commitment. Also, if the top managers life  rules and standards to were  employees imply to maintain, then credibility will increase (Grishin, 2021).  
5. [bookmark: _Toc69782505]Motivating and engaging employees: Motivating employees for excellence is needed to engage them within learning and training programs. Senior employees and managers have to encourage employees to learn new things and explore new horizons skills (Garavan et al., 2020).   
[bookmark: _Toc69782506][bookmark: _Toc69784005]Outcome
Within technology-based company’s, continuous improvement of skills from employee development is necessary. With the above-explained strategy’s will help inspire my teammates to engage within learning and development programs within the company’s workforce this will help within  building their commitment and loyalty to the organisations (Lloyd & Mertens, 2018). It would also increase their efficiency and skills. Within the long run, they will become valuable assets to the organisations and helping them to achieve an advance within their organisational goals and objectives (Aust et al., 2020). 
[bookmark: _Toc69782507][bookmark: _Toc69784006]Compensation
Compensation includes salaries, incentives, and bonuses for the employees. It is a critical segment of HRM because compensation is the ultimate motivation for any employee. HRM practices can live without all the other segments, but without compensation, HR is unimaginable within modern dayside today. As a result, compensation is called the cornerstone of HRM practices (Daniel, 2019).  
[bookmark: _Toc69782508][bookmark: _Toc69784007]Theories
Theories of compensation are mostly derived from motivation theories. The reinforcement theory and expectancy theory can also explain compensation. But there are two theories especially important and should be understand before developing the compensation policies. They are Equity Theory and Agency Theory (Li et al., 2018). 
[bookmark: _Toc69782509][bookmark: _Toc69784008]Equity Theory
There should be equity within the remuneration structure. Were there is some kind of injustice, twist, or unfairness within the pay scale, employees will feel cheated. Higher absenteeism and turnover, and a lower productivity rate will follow. There are three types of equity (Rajiah & Bhargava, 2021). 
I. Internal Equity 
II. External Equity
III. Individual Equity 
Internal equity signifies fairness within the organisational positions, external equity means equity in terms of the industry, and individual equity signifies that there is no twist among rewards. The compensation policy must reflect all three types of equity for higher productivity within the input and output within a workforce (Li et al., 2018). 
[bookmark: _Toc69782510][bookmark: _Toc69784009]Agency Theory 
Agency theory relates the bad fit of the objectives of two parties. Here, the two parties are employer and employee, both are the stakeholders of an organisation. But most often their objectives and goals are not aligned (Panda & Leepsa, 2017). 
Such as, employer wants to give the minimum remuneration, and employee wants the maximum he/she can get. In performance, employer wants  to maximum the productivity and employee are only  prepared to give a minimum effort that would bypass  him/her  being fired (Li et al., 2018). 
A compensation policy needs to be developed to insure that the interests of all the parties are served best (Panda & Leepsa, 2017). 
[bookmark: _Toc69782511][bookmark: _Toc69784010]Strategic Application
According to the theories, a compensation policy must have two characteristics: 
1. The policy has to be fair and just (Rajiah & Bhargava, 2021).
2. The policy has to agree with the interests of both employer and employee party (Panda & Leepsa, 2017). 
Considering the following criteria, fair compensation can be decided (Daniel, 2019): 
· Company Budget
· Job Market
· Performance
· Responsibilities
· Position
· Experience 
Responsibility, company budget, position and job market are for determining the salary, where as incentive and bonus are paid based on performance and productivity (Rajiah & Bhargava, 2021). 
To make the policy effective, HR management can.
· Make a compensation philosophy, which will make the policy transparent and credible. Employees will know the standards of salaries and bonuses and perform accordingly (Daniel, 2019). 
· Communicate the compensation plan with employees. There is always a possibility of misunderstanding between stakeholder parties. Communication will erase those misunderstandings. HRM will have a better insight into employees’ expectations and demands via direct communication (Panda & Leepsa, 2017).
· Improve and adjust the compensation plan according to employee demand. It is not always possible to accept the demands of the employees but a small step or positive gesture will make the employees feel valued (Rajiah & Bhargava, 2021). 
· Monitor and evaluate the results. HR managers have to evaluate the relation of performance increase with provided incentive and bonuses to measure the effectiveness and efficiency of the compensation plan (Panda & Leepsa, 2017). 
[bookmark: _Toc69782512][bookmark: _Toc69784011]Outcome
If any of my teammates join a competitor organisation it would be disastrous, especially within a technology company. But a fair and well fit compensation plan will make my teammates more motivated and engaged (Li et al., 2018). It will reduce their turnover rate and ensure for a higher productivity. Also, the compensation plan will make both the employee and employer happy, creating a positive culture within the organisations (Rajiah & Bhargava, 2021). 


[bookmark: _Toc69782513][bookmark: _Toc69784012]Conclusion
Change management, learning and development, and compensation are the three important issues of HRM. Proper strategy and planning are necessary to implement these effectively (Aust et al., 2020). Within this literature, some methods backed by existing theories are provided within the context of an international technology company. Technology companies have components of both the manufacturing and service industry. So, the need for HRM is never lost here. In fact, a good  HRM can give all the edges needed to compete within the competitive market of technologies (Stahl et al., 2020).  
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