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[bookmark: _Toc6691022]Introduction
This task will involve the analysis of contemporary human resource management initiatives and human resource development initiatives. Following the analysis of multiple initiatives that are being introduced into organisations, one will be chosen to evaluate further in depth. The chosen initiative will be referred back to when talking about relating topics and found case studies. Research will be put into how up-to-date technology is used to support the chosen initiative as well as the impact it might have in the work place on employee engagement, job satisfaction and performance. A strategy will be devised for how the chosen initiative could be successfully implemented into a chosen organisation. Finally, the document will conclude with a summary of the evaluation and the key findings that were discovered. 

[bookmark: _Toc6691023]Human Resource Management
Human resource management is the structured process from a manager’s point of view which involves hiring the right employees for the organisation. Human resource management is essential for a workplace within an organisation who would like to see their employees being engaged and productive with their time. Organisations usually have their own Human resources department that will tend to any employee based matters. Human resource management is put in place to ensure the effective use of all employees [1] [2]. The increased relevance and importance of Human resource management is very apparent in recent years due to organisations needing a way to evolve during their current era of competitive business. The importance means that Human resource management can not only be found in large scale business, but also smaller businesses too; their employees and the skills they hold can make the difference [3]. 
[bookmark: _Toc6691024]Human Resource Development
Human resource development is the framework within an organisation for assisting their employees with training, personal development, performance management, planning and organisation development. Human resource development is commonly used in organisations to entice possible employees to apply for a job where management will focus on enhancing their skills so that they become more valuable to the organisation [4]. Human resource development is an essential part to any organisation as it allows them to grow due to their efficient and well trained staff members [5].
[bookmark: _Toc6691025]Human Resource Management and Human Resource Development Initiatives 
There are a large number of initiatives that are being introduced and implemented into modern day organisations. All initiatives chosen by these organisations allow their Human resources department to improve. A few initiatives will be discussed in this document but not all will be touched upon.
A contemporary HRM/HRD initiative is performance management, which is a method used by employers to enhance the performance of their work force. Performance management is used in organisations today to maintain a certain level of performance for their employees so they can achieve their objectives and goals. Performance management from Human resource departments within an organisation can be important for motivating staff with performance statistics and bettering them for the company’s benefit [6]. 
Another initiative is Employee engagement which is a workplace approach adopted by organisations in order to understand all employee’s needs to then know how to create a suitable work environment that will increase their motivation towards the organisations success. Employee engagement is about how management can understand, through communication, how the employee fits into a role in the organisation [7]. An Employee Engagement initiative can benefit an organisation in a number of ways; it can help increase employee happiness which can notably boost performance levels. Better home life is something else that comes from employee engagement; communication can sort out suitable working hours so the employee has the ideal time at home to be happy in their own environment [8].  
One other initiative is creating Organisational culture within the organisation which instils expectations for employees. This can influence an employee to identify themselves more with the organisation and therefore be more invested in their work and the company’s goals. Organisational culture also benefits the organisation itself as it sets the company’s vision [9]. A diagram called an organisational iceberg can be created by organisations that wish to clearly define their culture. This diagram tends to split the diagram into two or three parts; there is all the visible aspects of the company which a company says how they get things done and then there’s the invisible parts which involves how the company really gets things done [10]. 
The final initiative that will be discussed within this document is job enrichment which is a technique that has become common throughout organisations and is used to boost an employee’s job satisfaction. This may include giving an employee additional, meaningful responsibilities to make their jobs feel worthwhile and impactful. An enriched job for an employee will act as self-managerial and adds a variety of responsibilities and decision making into their work day instead of the same task, day in, day out [11] [12]. 

[bookmark: _Toc6691026]Selected Initiative – Performance Management 
The initiative chosen to evaluate further is performance management as it relates to other topics and can be a key element, essential for increasing employee performances within the workplace. Performance management can be appointed to management or individual employees; for example, a manager might set a goal for an employee to achieve within a week or the employee may set their own achievable goals for themselves. Performance management really depends on the individual organisation and how they decide to implement it. Truly effective performance management processes require thoughtful evaluation and detailed feedback for an employee to improve their behaviour and skills to come back better for the next set of objectives. The performance management system should begin before individuals objectives come into account; the organisations core values and strategic objectives should be known by the employee so they know what to aim and they can refer back to them when working towards achieving their individual goals. It should be said that performance management has its limitations and is not a guarantee for an increase in performance levels in every employee. Performance management can be a critical process for an employee to deal with but it’s necessary for an organisation to motivate their workforce and make them more efficient [13]. 

[bookmark: _Toc6691027]Relation with other topics
Management can easily find an employee’s strengths and weaknesses when reviewing their performance after a task. This communication can then assist with finding the employee suitable roles and tasks that can would be better at and inevitably have a higher performance rating. This can link to the topic of Employee engagement; management not only get to hear what the employee has to say but they also have results to make decisions from. Performance management also links with job enrichment due to the manager being able to put each employee in their places of strength which means they will be able to take on more responsibilities. 
[bookmark: _Toc6691028]Relevant Theories and Models
There are a couple theories that link to performance management which may justify an increase in performance from employees. One such theory being ‘Goal setting theory’ which suggests that employees will keep following their goals and if they are not met then they either increase their performance levels or make the goals more realistic. One model found is called ‘Performance Management Cycle’ and shows how an effective performance management process should work. There are five steps within the process; step one is the setting of objectives and goals for the employee to achieve. The second step is the measuring of the employee’s performance once the set amount of time has gone by; this is to see how well the employee has done in achieving their goals. The third step involves management stepping in and communicating with the employee to show them the results of their achievements. The fourth step is a reward system depending on outcomes; a reward for high performance will incentivise the employee to do as good, if not better the next time. The fifth and final step is the adjustments that have to be made to the employee’s next objectives; perhaps they would want to challenge themselves to work harder or maybe they need to make their tasks easier if they didn’t get a reward beforehand. This process would then be set on a loop so management can monitor the performance of the employee over time [14]. 
[bookmark: _Toc6691029]Case Study
This case study shows an example of performance management being innovated, implemented and used within the organisation ‘Deloitte’. Deloitte reinvented the way they practically apply performance management within their organisation. Their old method was to have annual performance reviews with their employees. The new approach involves engaging with their employees with real-time performance management. 
They discovered that their old method focussed too much on the past and not the future. They thought that the best feedback would have to come immediately and directly from a ‘team leader’. Using their new method, Deloitte were able to recognise and utilise the strengths of their employees in performance. The old system of annual reviews seemed to be completely inefficient in comparison and didn’t give an insightful view into an employee’s current working situation. They were able to implement up to date technology to clearly show the evaluation of performance results and can make the correct decisions from there [15]. 

[bookmark: _Toc6691030]How Performance Management is supported by the use of up-to-date technology
[bookmark: _GoBack]One example of technology being used by organisations to support performance management is by having employees equipped with smart devices that have an artificial intelligence app installed onto it. The smart devices may include a watch or mobile that the organisation will most likely provide because this is a method that they can invest into to get the most out of their employees. 
This app will provide an employee with real-time performance data so they can adjust while working. This method of using technology with performance management is ranked in the top-three methods by employees of improving the performance of a workforce. The app itself can help employees in multiple ways using AI once in use. The AI will mentor and guide the employee appropriately based off of their performance results. It can also suggest other members of staff as sources of knowledge for tasks unless it can provide its own information for them. The AI can go as far as to suggest changes in an employee’s life style which can improve their efficiency and overall performance in their job. 
Performance management can be linked to HR systems that organisations purchase to make their Human resources department more efficient. Performance management can fit into such a set up nicely as all the performance data would be stored on said system and therefore be easy to access at any time for a manager. 

[bookmark: _Toc6691031]The Impact of Performance Management
Performance management can have a direct impact on different areas of an organisation and the majority are positive. The key areas of impact that will be analysed are Employee engagement, job satisfaction and performance. 
[bookmark: _Toc6691032]Employee Engagement 
Employee engagement is impacted by an increase in communication between employees and their managers due to the requirement of feedback. Rewards and constructive criticism also factor; this will increase employee engagement and should results in a closer relationship between the workforce. 
[bookmark: _Toc6691033]Job Satisfaction
Job satisfaction can be divided between employees and it can depend on the person. Assuming that most employees want to improve themselves and achieve the best, performance management can show employees where they can improve and with adequate communication they can be put in more suitable roles or put through training to increase their skills so they become better at their job. An employee who becomes better at their job will inevitably find it easier and will be satisfied after their working hours because they know they were working at a high performance. 
Some employees might see performance management as a negative impact on their work life because they perhaps feel pressured to perform to a higher standard. Employees may even think that the company will replace them if they don’t improve or reach the level of performance that is required. 
[bookmark: _Toc6691034]Performance
Performance is an obvious category where an organisation can improve upon after implementing Performance Management. Performance management can be the cause of a higher performance level of not only individual employee’s but the organisation as a whole. When employees are motivated and working at a higher performance level then the company will greatly benefit and run more efficiently. 
[bookmark: _Toc6691035]Strategy for the implementation of performance management into an organisation
Once an organisation decides on a certain initiative to adopt into their workplace, they have to then devise a strategy to implement it. There are multiple strategies that could assist with the implementation of performance strategy. The organisation that has been chosen for this example is Amazon. Amazon was chosen due to the employees needing to be at peak performance due to their high demand in orders. 
As this initiative would mean a lot of change for a workforce, Lewin’s 3 phase model will be used as a basis to build the strategy from. Lewin’s model includes 3 stages called ‘Unfreeze’, ‘Change’ and ‘Refreeze’. This model will be used to ensure that the change of performance management being implemented goes through successfully and with little resistance.  
First of all, for Unfreeze, Amazon would have already recognised that performance management is the correct initiative for them and they would like to boost the performance levels of their workforce. The point of this stage is to convey to the employees that the current process isn’t working and change has to take place to improve the company. 
Next, for change, performance management would be implemented in all places of work around the world. A large organisation like Amazon would have the money to fund the instalments of individual smart devices that give real-time performance results. This would be an efficient way of timing the employees as their retrieve packages; the employee can see at all times whether they need to work harder. One on one meeting would be required once a week for employees to talk to their managers so they can discuss the performance and have a more overall perspective of how they did. A HR system will store all the performance data to easily display during meetings and perhaps have automated diagrams. A reward system would be put in place to incentivise the employees to work harder and so they have something to aim for.
Finally, for Refreeze, this is for when everything has been successfully implemented and the organisation can continue with the changes made. The employees will then have a margin of time to adapt to the changes that they were already aware of but will benefit them and the company. 


[bookmark: _Toc6691036]Conclusion 
To conclude, contemporary initiatives for Human resource management and human resource development and being introduced to organisation on a regular basis. These initiatives are use the maximise the chance of getting the most out of their employees by making them more valuable to the company. 
Performance management is a stand out initiative that organisations with HR departments need to adopt as they can, if planned correctly, increase the performance of employees and create a more efficient workplace. It can have its limitations and won’t work with every employee as it may lower their job satisfaction with the constant monitoring from management. It is already used by many organisations across the world. It is supported well by up to date technology, which can make relevant theories of how to use performance management even more efficient. Performance management also ties in with many other initiatives and these sections can be easily included through this one process. 
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