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[bookmark: _Toc89103577]1.0 Introduction
Armstrong (2008), describes human resource management as a strategic and cohesive means of managing people working in a firm who contribute jointly or as individuals towards attainment of organizational aims and objectives. Global catastrophes like recessions and pandemic like covid-19 force organizations to adopt the best HR practices and principles in order to manage human resources more effectively and efficiently. (Odunlami & Oludele, 2014).
This report therefore, will endeavor to analyse some key strategies, models and theories that can be employed by human resource practitioners and specifically American Technological company Uber, like Change management, Learning and Development, and Compensation supported by models like 7-s model of McKinsey, Reinforcement, Social Learning, Equity, Expectancy, and Lewin’s Change Management theories.
The report further discusses listed strategies above that can help Uber’s employees (Uber.com, 2020) (Dudovskiy, 2021) feel appreciated, valued, and develop a sense of belonging with the organization. 
[bookmark: _Toc89103578]2.0 Change Management
The term ‘change management’ generally refers to a series of interconnected activities undertaken to foster organizational change both internally and externally (Garvin, et al., 2018). All parties participating in the process must be aware of the progress through the various phases and be able to witness the consequences of the transformation (Jiang, et al., 2009). Uber’s explosive success story wherever they go is mainly attributed to its ability to easily adapt (Forbes, 2019) to the social, political, legislative and economic environments (effective change management). However, with a more volatile global business world, the following can be of great help. 
a. [bookmark: _Toc89103579]Theories
Several theories are associated with the change management phenomena to better explain the way of formulating the program (Ahmad & Schroeder, 2003). This comprises of, ADKR model of change management, Bridge Transition Theory, 7-S Model of McKinsey, and Nudge Model, Lewin’s Change Management Theory (Mallinger, et al., 2018). 
b. [bookmark: _Toc89103580]Lewin’s Change Management Theory
[bookmark: _Toc89103466] Since it is simple to grasp and apply, Lewin’s Model is one of the famous and widely accepted models in change management (Jiang, et al., 2009). There are three aspects in this model that are shown in the following table:
Critical Aspects of Lewin’s Change Management Model
	Aspect
	Roles

	Unfreeze
	A continuous thrive towards change, top management support, and the determination of roles

	Change
	Planning and implementing the change, providing supports to employee for effective execution

	Refreeze
	Stabilizing the changes and making them the common norms, formulation of sustainable practices and acknowledging the changes


Source: (Garvin, et al., 2018)
The process is quite simple. First, the areas to development change policies should be identified and communicated (freeze). Second, the actual programs are undertaken (change). Finally, changes are stabilized to make it a common pattern (Garvin, et al., 2018).
c. [bookmark: _Toc89103581] 7-S Model of McKinsey
McKinsey sought for unwavering focuses on seven important dimensions of change (Mento et al., 2012). These are:
· Structure 
· Strategy 
· Shared Values
· Staff
· System 
· Skills
· Style 
This model shows the organizational setting from a holistic perspective. These are the fundamental things that need to be altered. How one component affects another and where the adjustment is most needed may be determined by looking at how they interact with one another (Hornstein, 2015).
However, this model is quite rigid and complex since it is hard to model variables and put considerable attention to all of the aspects outlined above (Khandekar and Sharma 2005).
d. [bookmark: _Toc89103582]Strategic Implications
It is critical to plan each phase of a change process before implementing it. Incorporating the main ideas from both the Lewin's Model and the McKinsey's Model, an effective method for ensuring the seamless implementation of change management may be constructed. Here are the actions to take:
· The first step here is to determine the areas to change. Since, McKinsey’s 7-S has already shown the seven aspects to follow-on, it should be done with discretionary actions (Sadler-Smith, 2019). There should be considerable attention on the alignment of organizational corporate strategy and human resources strategies (vertical fit). Also, all of the individual HR practices should be coherent enough to fit with each other (horizontal fit) (Armstrong, 2008).
· Secondly, employees should be enabled to have a broadened mindset of accepting the change. Many a time, employees create friction and shows negative impressions towards accepting the undertaken change program (Stroh, et al., 1996). If everyone accepts the change whole heartedly, the organization can take change into action.
· Thirdly, change programs should be designed through the lens of goals, objectives, and values. What are the aims, objectives and values and the ways to achieve those should be decided here (Stroh, et al., 1996).
· Fourth, the implementation program should be executed accordingly. All the workers must be given adequate authority to cope with the new working environments. Because of the shift, it is possible that unexpected circumstances will arise. It is necessary to develop communication in order to assist employees in adapting to the change (Worley & Vick, 2010).
· Finally, ‘Refreeze’ actions should be taken to make the change as a natural norm. This is necessary to refrain the employees from going back to the previous status-quo. Also, sophisticated monitoring mechanism should be taken in order to ensure smooth accomplishments of goals and objectives (Aguinis & Kraiger, 2019). Furthermore, if the modification does not yield adequate results, the backup plan, which was also prepared in the second phase, must be applied.
e. [bookmark: _Toc89103583]Consequences
Since the market of technology is dynamic in nature, it is necessary to constantly adapt to remain competitive in the market. If the above-mentioned steps are followed accordingly, my teammates must be willing to adapt to new situations. My team's ability to adapt to the new environment will be much enhanced by the method I've devised. Because they were a part of the decision-making process, my employees will be pleased with the modifications. They will become more dedicated to the company because of their acceptance, which will increase their job satisfaction, engagement, and commitment (Ahmad & Schroeder, 2003).
[bookmark: _Toc89103584]3.0 Learning and Development
In the context of human resource management, learning and development is an area that focuses on the management of employees' abilities, skills, and capabilities. If a comparison is made between hard and soft version of HRM, it can be found that hard HRM merely focuses on organizational learning (edoc.vifapol, 2009). Hard version denotes employees as assets but treats them as all other assets i.e., land, capital, equipment. However, employees are subject to developing themselves through learning and as (edoc.vifapol, 2009) stressed, learning and development aspect get considerable attention in accordance with the soft version of HRM.
a. [bookmark: _Toc89103585]Theories
Social Learning Theory, Reinforcement Theory, Goal-setting Theory, Connectivism Learning Theory. Cognitive Learning Theory etc., are the major theories that define organizational learning and development process as a whole (Crites, et al., 2019). Distinction has been made among learning, training, education, and development programs by Bass and Vaughan (1966).
b. [bookmark: _Toc89103586] Reinforcement Theory
It is said that people learn to behave in response to the consequences of their prior actions, according to the notion of reinforcement. Behavior may be both good and bad depending on the situation. The consequences of desired behavior are either positive reinforcement or negative reinforcement. Positive reinforcement is the more desirable behavior (Crites, et al., 2019). The repercussions of undesired behavior, on the other hand, must include correction or elimination.
[image: ]
Petouhoff, et al., (2010)
In addition, the reinforcement theory highlights that people are driven to conduct or avoid specific actions based on the outcomes that have occurred because of such behaviors in the past (Jiang, et al., 2009). If the trainer wishes to enhance the amount of good behavior displayed by the trainee, he or she should provide positive reinforcement to the learner on a consistent basis.
c. [bookmark: _Toc89103587]Social Learning Theory
It is believed that people learn from those who they consider to be role models, according to Social Learning Theory (Kolb, 2014). In addition, by comparing their abilities to those of the role model, people can improve their overall efficiency and effectiveness. Individuals elevate someone's credibility to the level of their own.Behaviors
Personal Factors
Environmental factors



[bookmark: _Toc89103474]Social Learning Model
Source: Kolb (2014)
The abovementioned factor shows a simultaneous coupling model of social learning and development. It dictates that personal factors along with attitude and behavior shaped by the working environment can work as a prime drive towards organizational learning and development process (Longo and Cristofoli, 2018).
[bookmark: _Toc89103467]Table 2: Stimulus in social learning process
	Stimuli
	Implications

	Live Model
	Top managers, top performers, technically skilled person can work as live models of social learning.

	Verbal Instruction
	Using words, showing the way of performing a particular task and helping employees to get into it.

	Symbolic
	Non-verbal communication method to deliver messages, guidelines, and instructions.


Source: Hornstein, (2015)
Top managers and other senior employees with technical skills and qualities can act as live models and give verbal directions to subordinates. A learning culture is required for symbolic learning to take place.
d. [bookmark: _Toc89103588]Strategic Influence
As a result of these considerations, effective strategies should be formulated in order to create a learning culture (Milkovich, 1987). The strategies should be taken as the following:
· Developing and Communicating a Vision: Vision is the direction towards which a company is going. The base ground of strategy formulation towards learning culture requires a vision that dictates the pathway the company should follow (Milkovich, 1987). Hereby, the vision should be communicated with the employees so that they hold common believes. 
· Empowering Employees: Employees should be empowered enough to take on activities that require them to be self-directive. This notion can help employees to bring ideas out of their own. 3M company’s product innovation is the most prominent example of how employee empowerment can work as a successful tool (Petouhoff, et al., 2010).
· Providing a Supportive Environment: The work environment should be as such that ensures flexibility, operability, and fosters enthusiasm. This includes peer networks, protected time for learning, and systems and policies that are supportive (Aguinis & Kraiger, 2019). The environment will mold the behavior and attitude of the employees working in a particular firm.
· Coaching to Draw-out Talents: Employees should be provided with coaching and training so that they can choose options and seek the best solutions. The development process should be done through this way (Mallinger, et al., 2018). 
· Fostering Challenging Works: Employees would be self-motivated to solve complex problems if they are provided with challenging works. This will not only ensure the use of their full potentials, but also to enhance productivity (Longo and Cristofoli, 2018).
· Encouraging Networks: Teamwork and communities should be developed to share knowledge within the group (Armstrong, 2008). Hereby, employees are encouraged to learn from the guidance of other team members who knows the work best.
· Aligning the Learning and Development System to Organizational Vision: Organizational structure should be free from bureaucracy and other complexity that produce friction and create problems in the smooth accomplishments of organizational goals and objectives (Worley & Vick, 2010).
e. [bookmark: _Toc89103589]Consequences
Continuous skill development and personnel development are required in a technology-based business. The plan outlined above will motivate my colleagues to participate in learning and development activities, therefore increasing their dedication and loyalty to the business. Additionally, it would improve their efficiency and capabilities (Fleming, 2010). They will eventually become important assets to the business, assisting in the achievement of corporate goals and objectives.
[bookmark: _Toc89103590]4.0 Compensation
Employees are compensated in a variety of ways, including incentives, pay, and bonuses. Because it is the most powerful incentive for any employee, remuneration is an essential component of human resource management (Longo and Cristofoli, 2018). Human resource management methods can exist in the absence of the other segments, but human resource management is unimaginable in the absence of remuneration. Be a result, compensation is sometimes referred to as the "cornerstone" of human resource management methodologies and practices (Garvin, et al., 2018).
a. [bookmark: _Toc89103591]Theories
Different theories have laid the ground for employee compensation that are developed out of motivational theories (Stroh, et al., 1996). For example, Equity Theory, Reinforcement theory, Expectancy Theory etc. For developing compensation scheme the following two theories are widely accepted.
b. [bookmark: _Toc89103592] Equity theory
Equity refers to the state that employees perceive the compensation plan to be fair, just, and right. There should be a level playing field when it comes to compensation. Employees would feel duped if there is any form of prejudice, unfairness, or injustice in the compensation system. A rise in absenteeism and turnover, as well as a decrease in productivity (Ahmad & Schroeder, 2003). There will be a rise in turnover and absenteeism, and a decrease in production. There are three kinds of equity as shown in the following table:
[bookmark: _Toc89103468]Aspects of equity theory
	Equity
	Implication

	Internal
	Perceived fairness within the organizational units.

	External
	Perceived treatment in accordance with external practices, or industry practices

	Individual
	Provided rewards are free from biasness


Source: (Ahmad & Schroeder, 2003)
Equity theory is one of the widely cited models which has practical application. According to this theory compensation plans should be designed in such way that will lead towards employee satisfaction which will enhance employee performance not only in the short run, but also in the long run (Aguinis & Kraiger, 2019).
c. [bookmark: _Toc89103593]Expectancy Theory
The expectancy theory of employee motivation is an effective tool for developing the best set of rewards that motivates employee (Ahmad & Schroeder, 2003). According to this theory, employees will be motivated if they are provided with rewards according to their expectation. Victor Vroom’s model has three parts as shown in the following figure.
[image: Diagram
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[bookmark: _Toc89103469]Model of Expectancy theory: Worley & Vick, (2010)
Individuals are more motivated to perform if they believe that their additional effort will be noticed and rewarded, according to the expectation theory of motivation (Mallinger, et al., 2009). As a result, organizations that use performance-based compensation should expect to see benefits. Compensation tied to employee productivity might be linked to the number of items that are generated.
Therefore, compensation packages should be designed in a way that meets the expectation of the employees working in an organization (Crites, et al., 2019). This will mold employee attitude towards work which will further enhance job performance and satisfaction
d. [bookmark: _Toc89103594]Strategic Influence
The abovementioned theories states that the compensation policy should agree with the following two aspects (Stroh, et al., 1996):
01. Employees should consider the policy to be fair and equitable, free from biasness, nepotism, or errors.
02. Employees should feel that their effort is highly rewarded in the compensation plan.
Effective compensation plan should cover the following things:
· Designing an incentive philosophy that will help to make the policy obvious and believable. Employees will be aware of the requirements for salary and bonuses, and they will perform in accordance with those standards (Petouhoff, et al., 2010). This will enhance the governance structure and employee credibility. This should the prime focus of the plan.
· Employees should be informed about the pay scheme. There is always the danger of miscommunication between those with an interest in the project. Those misconceptions will be resolved via communication (Odunlami & Oludele, 2014). Direct communication will provide HRM with a better understanding of the expectations and desires of employees.
· Enhancing and altering the pay plan in response to workforce needs, as necessary. Although it is not always feasible to meet the needs of the employees, even a tiny step or good gesture can help them to feel appreciated and respected (Jiang, et al., 2009).
· Keeping track of and assess the outcomes. Human resource managers must assess the relationship between performance improvement and the incentives and bonuses that have been provided in order to determine the efficacy of the pay plan.
e. [bookmark: _Toc89103595]Consequences
If any of my coworkers decides to join a competing organization, it would be terrible, especially in a technology-based corporation. However, a fair and well-designed pay plan will increase the motivation and engagement of my coworkers (Armstrong, 2008). It will lower their turnover rate while also increasing their output. Additionally, the pay plan will be beneficial to both the employee and the business, resulting in a more favorable culture inside the organization.

[bookmark: _Toc89103596]5. Recommendation/ Conclusion.
As discussed above, Human resource management is quite expansive, involving among others, learning and development, compensation and change management which are considered to have a higher impact on organizations like Uber. The above suggested strategies, models, theories and activities are likely to have a positive effect on organization and its employees particularly in areas like renumeration, motivation, learning and development, and effecting change within the organization. Change and its effective implementation are a key component of Uber’s success hence the need to adapt above recommendation where appropriate. It is vital to remember however, that HRM and IHRM don’t work in isolation hence the need to consider other factors like legislation, economic and political (PESTEL) for their success. 
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