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In this report Il be discussing change management in organisations, what is HRM and HRD and how they affect/deal with change in their organisations, choosing a change initiative and how this is effected during these times with things such as technology and lastly recommending how my initiative could be implemented into my organization, which for me during my first assignment welsh water, so how this could be implemented and its benefits of it.
[1]First of all when any organization undertakes something to improve performance, seize opportunities or address company problems, they normally require change in the organization. Ultimately the employees of the organization will be the most effect by change, so change management is require to allow employees to stay engaged, satisfied and keep up good performance while dealing with the stresses of change, big or small. Change management should be prepared and supportive to the employees to successfully allow them to adopt to the changes to give the drive of any organization. Lastly to note, changes maybe unique but also all employees are unique in their needs so actions taken during change management is a lot more complicated than it may seem
[bookmark: _Toc7696374]HRM/HRD
[2]HRM or Human resource management is how organizations deal with recruiting, deploying and managing their employees. Its goal is to make effective use of their employees by lowering or removing risk and maximizing their efficiency. [3]HRD or Human resource development is used more as a continuation after HRM, it helps employees develop personal and organizational skills, knowledge and abilities in an organization. The ability to encourage development of their skills and retain motivate of their employees is the biggest draw for any employee wanting to join an organization. [4] To point out a few differences of HRM and HRD I have listed a few below:
· HRD is a section of HRM
· HRM deals with recruitment and rewarding while HRD deals will skill development
· HRM deals with all aspects of human resources while HRD deals with development
· HRM functions are normally formal with HRD can be normally informal
Without this sort of management to deal with employee’s effect on the company, employees will cease to work at their full efficiency as no cause of showing future development of their job will give no incentive to do so. Without showing organizations employees their importance, effects and showing self-improvements, [5] there isn’t any real incentive to improve specially as before during the 19s and later, the greatest incentive to improve was mostly only money, but us millennials have begun changing this and this is why HRM and HRD are very important in this day in age, as millennials are finding more importance to see change compared to the older ways and of course still like to see a bigger pay check but also how they impact the organization and be rewarded (including pay) accordingly to their effect towards the company. Overall big aspects are the employee’s engagement to the company, their job satisfaction and lastly their performance.
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In any expanding business, without employees a business would sees to exist so any main priority for any company or business would be of course profits but most of all employees, so ensuring all their employees are engaged to work, satisfied and perform at their best is the key way to maintain both profit and employees in any organisation. There are many “Initiatives” taken to help with employee’s relations to work (for example normally a HRM and HRD department in a business would be providing and dealing with such “initiatives”), and would require a book length report to speak about them all in great depth, so first I’m going to point out all the key areas a business would have to look for, then lastly more in depth on a “initiative” of my choosing.
First, diversity and equality, all employees are different, all requiring different needs in their own way, being able to see this and provide the correct responses to employees while keep equality between all is the best way to keep all employees satisfied with their jobs, thus happier and providing full efficiency. Someone who enjoys their job will always work harder than someone who doesn’t. You can’t put a label on this and be done with it, this factor changes, with new employees, current employee’s social interactions (life outside work for example) and even on a bigger scale, each generation and their culture. For example (see appendix 1) 20th century generation wanted mostly basic rights, higher pay checks while the new 21st century are more focused on learning, and having more impact, have recognition of their talents. This doesn’t mean they don’t want big pay checks of course but their more focused on making an impact and feeling like their providing something, allowing for more engagement in the company. Also, Cultures are a huge factor to deal with, many people have different prospective on life and believes, and if the company can’t provide their needs to their believes, those employees will have no engagement to their work. If their able provide such things like prey at 12 Fridays for a certain believe / culture, the employees needs are met and will want to work for an organisation that also looks after their employees. Culture isn’t just religion, like I stated prior, generations have different needs and have a different culture aspect to work (20th / 21st generations).
Psychological contract is another key area that points out that [6] relationship between employers and workers is more than just a transaction regulated but a contract, as any relationship, it’s both informal expectations of each other, that can significantly affect the length and quality of their relationship and them working together. Psychological focuses more on the “human” side of employments relationship but focusing on the values, motivations and ambitions of their employees. If psychological contract is done effectively, employers should be transparent about what they offer and communicate their current and future workforces. Doing this strengthens their capability’s by understanding and being able to adjust and balance what employees contribute and what they get back (recognition for example).
Spoken about above HR System (human resource) (HRM / HRD) is the aspect of this but its key to any organisation, [7]it’s a system that helps management deal with their human resources correctly and act appropriately, Ultimately a good HR system will have less time on paperwork and more time on people work which is critical to any organisation. Knowledge as we all know is power, able to help those that would be considered struggling and perhaps promote or increase work load on those that hit targets often without of course over burdening them is a extreme factor that plays in any business and this changes for any employee, over time, drastically due to something out side of work and so on, and if your effective HR system is able to detected this early, your work force will always be working at their full efficiency.
Lastly Social intelligence which I will be going into more depth Below:
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Intelligence or IQ is largely what you are born with, but social intelligence is mostly learned from experience with people, learning from success and or failures in social settings as “common sense” or “street smarts”. Some key Elements of social intelligence include [8]:
· Verbal and Conversational skills, which you can easily spot someone with lots of SI (social intelligence) for example at a party or social gathering when they can “work the room” speak with all without imbursement or struggle. High socially intelligent person can communicate with wider variety of people (represents as “Social expressiveness skills”).
· Knowledge of social roles, rules and scripts. SI people learn how to play various social roles, in other words they “know how to play the game” of social interaction, so they come off as socially sophisticated and wise.
· Effective listening skills, SI makes you a great listener, Due to this, Others come away from an interaction (conversation) of having a good connection with them.
· Being able to understand what makes other people tick, SI attune themselves to what others are saying and how they are behaving to try to read what the other person is thinking or feeling. Understanding emotions is part of Emotional intelligence but Social intelligence is apart of this, those with High SI usually have high EI.
· Someone with High SI can play different roles, those can feel comfortable with all types of people, as a result the SI individual feels socially self-confident and effective (also known as “Social self-efficacy”).
· SI also have “Impression management skills” which they engage in what’s called “dangerous art of impression management” which requires the balance between managing and controlling the image your portray to others and being reasonable, letting others see the true self, this is certainly the most complex element of a SI person, only those with high SI would be able to perform this.
As said before, you can be born with good SI but a lot of it is learnt from effort and hard work, being able to pay attention to the social work around you, work on becoming a better speaker, better listener, then effectively reflect back on what they said in order to ensure clear understanding. Most importantly studying social situations and your behaviour, learn from your successes and failures.
The benefit of having a SI is [9]more self-control, trustworthiness adaptability, self-drive, commitment and better social skills, which is all things we all wish we had to say the least. The ability to have high SI wouldn’t just make the individual more satisfied with life in general, but also its great aspects of any leader so any management roles should always consider employing someone with good SI as this these will be those that strive others to work, and seeing someone with good SI has normally good impact on others and would make them want to improve on this aspect also.
Mentioned briefly above, Emotional intelligence is a factor in SI also, it’s the ability to identify and manage your own emotions and the emotions of others. An Emotional intelligent person will have emotional awareness, apply emotions to processes such as problem solving and thinking and lastly emotion management implied as both being able to help and control other peoples feeling as well as their own. Without the able to have any emotional intelligence, means you would have little to no SI as it’s a key factor in any social aspects of decision making, any conversation you have, any choice you make will have an emotional standing on you or the others you are effecting around you.
A few theories have been made to measure SI and its effectiveness in a working environment, I will be speaking about [10]Belbin’s team role theory as this can be able to any team that wants to work at their full efficiency. “Belbin’s team role theory” states that each team needs nine team role “behaviours” to become a high performing team, this doesn’t mean you need nine people, most people have two/three/four roles that they are most comfortable which does change over time, each role has its strengths and weaknesses which then each attempt to equalise each other’s weaknesses. Below is the list of the nine roles:
· Resource Investigator 
Uses their inquisitive nature to find ideas to bring back to the team. 
· Team worker 
Helps the team to gel, using their versatility to identify the work required and complete it on behalf of the team. 
· Co-ordinator 
Needed to focus on the team's objectives, draw out team members and delegate work appropriately. 
· Plant 
Tends to be highly creative and good at solving problems in unconventional ways. 
· Monitor Evaluator 
Provides a logical eye, making impartial judgements where required and weighs up the team's options in a dispassionate way. 
· Specialist 
Brings in-depth knowledge of a key area to the team. 
· Shaper 
Provides the necessary drive to ensure that the team keeps moving and does not lose focus or momentum. 
· Implementer 
Needed to plan a workable strategy and carry it out as efficiently as possible. 
· Completer Finisher 
Most effectively used at the end of tasks to polish and scrutinise the work for errors, subjecting it to the highest standards of quality control. 

If a team covers all theses aspects they will functions as effectively as possible cancelling out any weaknesses any one has, [11]Using a free website I filled out a questioner to see what areas I would cover if I was to work in a team environment, and found myself to be a Resource investigator, team worker and monitor evaluator. So would find myself filling these roles the easiest will allow the other Plant, specialist, shaper, implementer and completer finisher to work more effectively.


Another [12]theory I will like to point out is Myers Briggs type indicator or MBTI, its aim was to make the insight of type theory accessible to individuals and groups, it identifies basic preferences of each of the four dichotomies specified in other theory’s and it identifies and describes sixteen different personality types that result from interactions among the preferences, list below is the sixteen and Underlining is the one I come under after following a survey:
· Analysts 
· Architect 
· Logician 
· Commander 
· Debater 
· Diplomats 
· Advocate 
· Mediator 
· Protagonist 
· Campaigner 
· Sentinels 
· Logistician 
· Defender 
· Executive 
· Consul 
· Explorers 
· Virtuoso 
· Adventurer 
· Entrepreneur 
· Entertainer 
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Technology not just as a business stand point is changing are lives drastically, its allowed use to have higher living standards, and for business this is the same deal. More technology allows for more effective working, leading to better profit and so on. While relating this to SI aspects, this allows for so much more, allows people to work from home and still communicated to the team, those who perhaps don’t have high SI still feel comfortable communicating over technology aspect such as communicating software and so on. This would require a whole report to speak about, but overall technology has improved everyone’s living standards, home or at work, improve speed, safety and effectiveness.
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Employee engagement job satisfaction and performance are three key features that any effective business must provided to their employees otherwise the it wont function at its full capacity.
Employee engagement is [13]having them physically, emotionally more into their work “more engaged” to their working meaning more motivation, more efficiency. Employee engagement is not the same as employee satisfaction, it maybe tie into one another but isn’t the same, Employee satisfaction focuses more on how happy or content your employees are, Employee engagement for example, some are happy with less work and big pay check while others want to see themselves make a difference/impact, which 21st century individuals seems to be striving for more now, focuses more on the “engagement” to work. Employee engagement is important cause it drives performance, it goes beyond holding activities, games and events, employees look at the company and understand their “purpose” and how they fit in. This leads to better decision making overall. (See appendix image 2 for example of engage vs disengaged employee)
HRD has a huge role when it comes to Job satisfaction, by being able to provide an employee the ability to work at full efficiency, good encouragement and have them continuing to develop their skills is a key factor to ensuring their job satisfaction, not just a simple pay check. [14]Job Satisfaction can be tied down to 5 key factors:
· Engagement
· Respect, praise
· Fair compensation
· Motivation
· Life satisfaction (enough pay for the job they are for filling)
Performance is look at from the head of any business as the most important factor, as this leads to profits, but all other askes already spoken about and more are just as important for providing the employees this “performance” wanted from their superiors/bosses. You can’t just measure performance with results of profit, looking at each employee will provide you with more in site on how efficient your company is running. Performance management is a way of analysing this, by having ongoing process of communication between a supervisor and an employee that occurs throughout the year, they set expectations, objectives, goals, provide feedback and reviewing results, in doing this, the employee can see how they are doing, improvement, as see/show results of their effect to the company (tying into employee engagement).
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My initiative being Social Intelligence and using example from last assignment “Welsh Water”, here is how I would implement this strategy to further improve their company. As social intelligence is learned from experience, having people working in teams and having HR find people with good SI isn’t just useful to know for spotting those that have “common sense” but people with good SI can be good leaders/managers cause of this. The ability to speak confidently, express opinions and “take action” is what’s needed for a good leader or manager depending on what is needed for the team cause stated in my last assignment a leader strives for new and change, while a manager is better at keeping everyone efficient and organised. Being able to spot this, for recruiting, or promotions in an ever-evolving companies is fatal for survival for any business, and a none profitable business such as welsh water need to stay as efficient as possible if they want to continue providing to their customers.
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1.
	20th centry  
	21st centry 

	Basic rights 
	Learning (even if failure not like before) 

	Protections  
	Diversity 

	Wages 
	Mindset coach (perhaps social aspect part of something) 

	Welfare 
	Recognition of talent 

	Other Issues concerning labour 
	Correct planning of change (as it continues) 



Difference between Generations
2.
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Example of Engage vs disengaged employee
https://www.personalgroup.com/resources/blog/the-engaged-vs-the-disengaged-employee
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