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Introduction  

Human Resource Management is the specific strategic approach for the business organization 

that helped businesses to take a competitive advantage in the global market and it is mainly 

designed for maximizing the performance of the employees for meeting with the business 

organizational strategic objectives. As the role governed by me as an HR director of Hopin, I 

need to analyze the three of the main key area of Human Resource Management. Throughout the 

evaluation, a comprehensive analysis has been made to the theory and model of three chosen 

HRM area  

Chosen Organizational Context  

The chosen International Technology Organization is Hopin, a UK-based Technology Company. 

After the initiation of the journey in 2019, this virtual event-based platform has raised a total of 1 

billion dollars over the 7 rounds of the funding, and Hopin is now valued at 7.75 billion dollars. 

Hopin has enabled a wide range of users for hosting virtual or hybrid events from large-scale-

based conferences to specific cross-continent-based weeding (Hopin, 2022). In addition, Hopin 

offers a complete suite of different features that consisted of event marketing and event app-

based integration processes. The popularity of the Hopin has coincided with the incorporation of 

the remote events as home working capability of the wide ranges of user segmentation because 

of the COVID-19 pandemic situation.  

Chosen Area 1- Staffing: Retention  

Retention  

Staffing retention has been associated with the particular strategy of the business organization for 

mitigating the risk of employee turnover and the respective process it needs to put in place for 

retaining employee talent (Sebastian Reiche, 2017). So staffing retention is most leading 

challenges that are faced by business for retaining a wide range of employees based. Staff and 

individuals have left their respective job because of different types of reasons such as take are 

taking another job that is higher paid, lack of employees motivation for settle down of the 

existing organization, or lack of organizational resources utilized by the employees. By focusing 

on the specific employee's retention strategy, a business organization is able to minimize the 
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recruitment cost and at the same time enjoy the greater return based on the expense of employees 

training. So the cost of the recruiting has associated with the fees paid to the recruiter for making 

the advertisement in the job portal or paid the transport allowances for the employees during the 

interview process. The next thing is the expense of the training because if the employees have 

prematurely after the training probation then the entire money of that training for those particular 

employees is wasted. Business organizations use different types of procedures for retaining a 

wide range of employees based. If the employees of any business organization face any kind of 

problem then they are directly going to the management of that business organization then 

management is able to solve this within a limited timeframe, this does not only boost the 

employee's morale but it is also helpful for the employees to get associated with each of the 

process of that business organization (Shimp, 2017).  

Staffing Retention Using Training  

Training is essential for associations since it includes giving abilities to the workers, permitting 

them to perform their respective job roles and job responsibilities (Rodriguez and Walters, 

2017). However, guaranteeing the achievement of different Training programs includes 

something beyond presenting the projects. Subsequently, the assessment of Training programs is 

just about as imperative as the actual preparation.  

Kirkpatrick's Model Training Evaluation for Hopin 

 Level 1-Reaction 

  The response level is liable for the catch of feelings and sentiments about the preparation 

program. Subsequently, this level will include asking the representatives of Hopin how they feel 

about the preparation program. The Consequently, Hopin will test how the representatives feel 

about the program destinations and the mentor. Kirkpatrick (1998) noticed that the justification 

for assessing the worker's response to the preparation model is on the grounds that it surveys the 

degree to which the representatives are spurred and occupied with the preparation program. A 

key technique that will be used to evaluate the representatives' responses is surveyed in the 

context of Hopin. Polls will include interrogating the representatives concerning their inclination 

towards the preparation program and perspectives that they viewed as locking in. The polls look 

for fair sentiments and a prompt reaction pace of the relative multitude of representatives. This 
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particular level is not difficult to carry out; however, the vast majority of its information becomes 

futile while taking into account how to further develop the preparation approaches. 

Level 2-Learning 

 This second-level inspects the learning of every worker that has attempted the preparation 

program in Hopin. The meeting style assessment will think about information, abilities, and 

perspectives with respect to the program. This level intensely centers on the worker's acquired 

information about the preparation program (Cahapay, 2021). This level delineates a limit of the 

model where there is little proof of the adequacy of the preparation program. Nonetheless, Hopin 

will quite often use the lower levels as a result of the simplicity of execution (Ulum, 2015). The 

information gained will be fundamental in deciding the most effective way to convey Training 

yet will be less significant in updating the preparation approaches. 

Level 3-Behavior 

This stage is significant for the examination of the preparation program for Hopin since it isn't 

simply imaginable to comprehend whether the workers gained new abilities yet assuming that 

they can viably apply the acquired abilities. The assumption for the assessment is that the 

preparation program needs give information to the workers as well as consider the change of the 

abilities into new conduct (Ulum, 2015). The assessment will have the members of the 

assessment and a benchmark group to decide any adjustment of conduct.  

Level 4-Results 

The fourth level gives key data with respect to the adequacy of the preparation projects and 

regardless of whether the preparation financial plan is legitimized. The assessment of the 

preparation program considers measurements, for example, consumer loyalty rating and deals 

income to a particular day at Hopin. A benchmark group is likewise used in this level, and the 

information created by the various gatherings is analyzed. In spite of the profound bits of 

knowledge given by the assessment at this level, numerous associations will quite often battle in 

carrying out this is a direct result of the intricacy and cost. In this way, prior to undertaking the 

assessment, a key consideration is looking at the expected advantages from the assessment to the 

expense of the assessment. While it is feasible to settle on choices about the preparation 
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programs utilizing the past three levels, the outcomes will generally give important outcomes 

that are clear to look at the worth of the preparation approach (Cahapay, 2021). 

Figure 1: Kirkpatrick's Model Training Evaluation 

(Source: Kirkpatrick, 1998) 

 

Chosen Area 2- Staffing: Recruitment and Availability of Local Labour  

Recruitment  

Recruitment is a fundamental process in HR that is done over and again in an association upon 

Identification of a staffing need. Foot and Hook (2011) characterize recruitment as the method 

involved with recognizing a need, drawing in, talking with, choosing, and afterward recruiting 

representatives in an association. Recruitment should be possible inside or outside from another 

firm to fill a staffing need. As indicated by Schnake (2016), there are different techniques for 

recruitment whose primary point is to look for a reasonable possibility to fill an empty situation 

in an association. Prospective employees are united with the business determined to invigorate 

the possibility to offer their administrations by working in the association.  

Availability of Local Labour 

The labor market is the specific place in which both the supply as well as the demand for the job 

is met with the help of a wide range of employees that are providing service for the employee's 

demand. The worker may be any of the individuals who wish for offering the services for the 
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compensation while at the same time employee maybe act as a single entity or they reassigned 

for a single job to complete it within the specified timeframe. The worker is then compatible 

with the specific seller while that employee is the buyer. So the proper analysis of the labor 

market has helped the individuals in disappearing jobs for recognizing the values of their specific 

skills set.  

Recruitment stages in the Context of Hopin 

As indicated by Lievens& Chapman (2010), there are six phases in the recruitment cycle. The 

principal stage includes distinguishing the need which uncovers why the Hopin should select. 

The second is work investigation which recognizes the job the individual recruited should do in 

Hopin. Recognizable proof of recruitment technique is the other stage that decides how the 

necessary competitor will be drawn in. The fourth is settling on an enrolling interaction to 

uncover how the candidates will apply for Hopin. The fifth is publicizing to attract the candidates 

to apply. Finally, a survey is done on the adequacy of the recruitment interaction and how it very 

well may be estimated. In the context of Hopin, management utilizes a blended recruitment 

strategy to consolidate both customary and e-recruitment techniques to make the cycle more 

compelling (Schnake, 2016).  

 

Figure 2: Recruitment Process Model 

(Source: Foot and Hook, 2011) 



8 
 

The phases of the recruitment cycle are probably going to influence the strategy utilized since 

not all techniques considered include all the interaction stages in the context of Hopin. A few 

techniques like references and advancements would invalidate the last three phases all the while. 

Foot and Hook (2011) express that the stages influence the recruitment technique since it must 

be chosen after a steady employment investigation to uncover the jobs for the applicant. 

Recruitment strategy is impacted continuously stage where the technique needs to have the 

capacity to uncover the jobs by implement strategies which impact the techniques that the 

association employments. However, there are situations where workers in an association apply 

for an open job inside the association and they are viewed as like outside applicants rather than 

being employed straightforwardly. 

Chosen Area 3- Change Management  

Change Management and Organizational Development 

The proper action for the organizational change is associated with the specific process embraced 

by a particular organization adjusting a significant part of its association. The change is entirely 

done over specific elements in an association. The elements incorporating the course of progress 

are improvement of the association, the culture of the separate association, innovation utilized by 

the association, and the framework alongside the business process. In the next section, a 

comparative analysis has been made to the suitable change management models for executing 

the change in Hopin which has been essentially impacted because of the current pandemic 

circumstance.  

Model and Theories of Change Management  

The main approach of the change management theories is to give an in-depth examination of the 

organizational change process (Rosenbaum et al., 2018). With the help of specific change 

management theory, the fundamental change alongside the route of the change interaction further 

works with the guaranteeing of the progressions to work on the working of the Hopin.  

McKinsey 7s model is considered as the efficient organizational based tool for surveying the 

prosperity alongside the future achievement of an organization (Bismark et al., 2018). With the 

assistance of seven inner variables of an association the individual model further assists with 

dissecting the underlying change needed for the association to be fruitful (Hanafizadeh and 
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Ravasan, 2016). The seven elements of the separate model are structure, strategy, skill, system, 

shared value, style, and staff. In this way, with the assistance of the individual model, the way to 

deal with assessing the particular change process for the association of Hopin is evaluated 

throughout this research study. 

 

Figure 3: McKinsey 7s model 

(Source: Hanafizadeh and Ravasan, 2016) 

Structure 

The structure has represented the working of the staff alongside the different hierarchical cycles 

needed to execute the organizations of the particular business. The internal structure of Hopin 

further presents 800 numbers of staff with successful and proficient staffing needs (CNBC,2022). 

Strategy 

The strategy utilized by the Hopin follows an accommodating process utilized by the staff to 

foster bonds with the customer song with the utilization of a fairly casual style. 

Skills  
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Skills of the separate association further present the way to deal with turn out freely for the 

beyond 70 years alongside the utilization of different types of services. 

System  

The factor of the system framework further presents a weak approach for which the supervisor of 

the Hopin enlists an HR manager to execute the business in a more systematic way. 

Shared Value 

With the assistance of the particular approach, the Hopin investigations the basic beliefs and 

standards to work on a corporate level alongside the standards and the principles to direct the 

representative’s practices as indicated by an underlying level. 

Style 

The style is associated with the administration approaches utilized by the association. The 

administration of the association further presents a specific gap that forces expected difficulties 

over the authoritative advancement of Hopin. 

Staff 

The association of Hopin further parents around 800 staff among which 550 lives locally and 150 

staff lives abroad (CNBC,2022). Moreover, Hopin keeps up with the propensity to enlist staff 

living locally, and the historical backdrop of staff addresses devotion and responsibility towards 

the separate association with a functioning history of five years with the particular lodging. 

Impact of Change Management on Hopin 

The idea of unplanned changes is associated with the hierarchical changes that are not predicted 

preceding the need to change. Moreover, the supervisor of the particular association intends to 

improve the menu as per current style alongside a more broad and costly rundown of wine 

presented in Hopin. Hopin’s management is focusing on worker prosperity to improve the 

general accomplishment of the association (Jalagat, 2016). The administrator of the association 

further selects another director to improve the organizational process and the capacities to give a 

solid rivalry to different inns. In this way, the managerial inspiration to really focus on the help 

representative prosperity intends to force critical effects over worker execution and the social 
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trade activity of the manager which will add to the advancement of the Hopin (Belias and  

Koustelios, 2015). The change embedded in the inn plans to force positive effects by further 

associated with the current issues and setting up an extreme contest on the lookout. The effects 

over the progressions further work with the improvement of the Hopin within the general 

advancement of the association. 

Planned Approach for Implementing Change for Hopin  

The guidance needed for the separate association for undertaking the change requires the top to 

bottom investigation of the organizational structure with an assessment of the administration 

capacities. The direction should essentially break down the holes in the administration 

interaction and the adequacy of the progressions forced over the association which is considered 

as the huge advance of hierarchical turn of events (By, 2015). Moreover, the direction for 

undertaking the planned approach requires a systematic process alongside getting planning and 

execution of the fundamental changes. The advancement of the planned change further fuses a 

wide scope of attributes further investigations of the holes in an association and focus on huge 

parts of an association. The progression that should be embraced by the supervisor of Hopin 

should intend to analyze the issue in the association with additional successful systems to 

alleviate the issues and to upgrade the exhibition of the association working with the 

advancement of Hopin among its rivals 

Conclusion  

Based on the above analysis, it can be concluded that the Training approach assessment is a 

significant part of Training and advancement since it reliably prompts the execution of 

employees retention that positively affects the presentation of the association. Utilizing 

Kirkpatrick's model, the new natural administration framework Training is surveyed. 

Kirkpatrick's model is significant in the assessment of the preparation programs with benefits, 

for example, point by point steps to finish the assessment and its similarity with all types of 

Training programs. Be that as it may, key inconveniences are recognized, as the intricacy and 

cost of the last option stages. It has been also stated from the above analysis is that with the 

usage of the Mckinsey 7s model, the way to deal with carrying out fundamental changes 
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alongside the examination of the effects presented over the Hopin can be additionally assessed 

viably and effectively. 
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