BUHRM1501 – Introduction to Human Resource Management
Section 1: Short answer responses
[bookmark: _GoBack]1. Define and discuss a theory of motivation. Include diagrams where appropriate to support your response.
Motivation theory refers to comprehending what moves an individual towards a specific outcome or goal. It is crucial to the entire society, though it is exclusively vital to businesses and management. This is because a motivated worker is extra productive, and an extra productive employee is extra profitable. One of the many theories of motivation is Maslow's hierarchy of needs. This is the most commonly known and powerful workplace motivation theory. Abraham Maslow presented Maslow's hierarchy of needs theory. However, the theory proposes that human beings are motivated to fulfill five basic needs, and these needs are arranged in a hierarchy as follows.
· Physiological needs. These consist of the bodily wants for human beings' survival, e.g., food, shelter, sleep, clothing. If these needs aren't satisfied, the body can't function optimally; therefore, these needs have to be met first. 
· Safety needs. Once a person's physiological needs are fulfilled, the need for safety and security becomes relevant. Individuals desire to live life with order, freedom, and protection. 
· Sense of belongingness and love needs. This refers to an individual's emotional wants for interpersonal relations, connectedness, and belonging to a certain group. Examples include acceptance, intimacy, trust, love, etc. 
· Esteem needs. This comprises of self-worth, respect, and accomplishment. Normally under two categories, i.e., esteem for an individual through dignity, independence, achievement, etc., and desire for reputation\ respects other people, e.g., prestige, status. 
· Self-actualization needs. This occupies the highest level of the hierarchy. It refers to realizing an individual's potential, seeking individual growth, self-fulfillment, and peak experiences. This constitutes the desire of an individual to become what they want and are capable of becoming or achieving.
However, as per Maslow, humans are motivated by unsatisfied wants. As every single need is fulfilled significantly, it drives and forces the subsequent want to emerge.
Below is a diagram showing Maslow's hierarchy of needs.
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 2. How would you evaluate the effectiveness of recruitment and selection programs? 
Like any other business facet, the recruitment process ought to be analyzed to make sure business processes and strategies are operative\effective. However, here are some ways of evaluating the effectiveness of recruitment and selection programs. One time to fill is among the common recruitment statistics businesses monitor to evaluate recruitment and selection program effectiveness.  This metric is, however, great for exposing incompetence and delays in the process of interviews. The second one is a
THE source of hire. This metric aids in determining what resources offer the maximum ROI and deserve one's dollar. Knowing the place to source and post the company's jobs will aid it to target the desired audience faster accurately. The third one is the cost per hire. This can assist in assessing the monetary investment that the company is making so as to attract and employ novel talent. The last but not the least metric is applicant satisfaction. A survey geared towards the applicant's satisfaction should be administered with the first thirty days of hire while the hire's expertise is still fresh in mind. This will help in providing insights into the candidate experience hence helping the company in making proper adjustments. 
Therefore, effective recruitment is more important than hiring the right individual for the work. A fast and competent recruitment process can help in reducing costs, enhancing the reputation of a company from the market and candidate perspective, hence ensuring that the top best talent is recognized and brought into the organization. 
Why is evaluation so important? 
Evaluation is critical because it permits an organization to know workers' level of commitment, identify internal gaps and capability, and know the corresponding cost efficiency of the strategy. Also, it yields a foundation for enhancing the recruitment process for future usage.
3. Define and describe a Human Resource Information Management System (HRIMS). How does an HRIMS contribute to operational and business objectives? 
A human resource information management system abbreviated as HRIMS is used to collect and store data and information on a company's employees. In most instances, a human resource info management system encompasses the fundamental functionalities required for endways HRM (human resources management). However, it is a tool for recruitment, learning, and development, management of performance, etc. some of the benefits of HRIMS include record keeping. This system keeps track of all employee records and can be used as the sole source of truth on people's data. Second, efficiency, by having all the info kept in a single place, benefits accuracy and helps save time. Third, the system offers self-service HR to employers and employees. This, in turn, helps employees in managing their personal affairs. Fourth, compliance, some information collected and kept for compliance purposes. This comprises materials for employee identification, for instance, in cases of accidents, theft, fraud, etc. Lastly, human resource strategy, HRIMS allows data tracking needed to enhance the HR and business strategy.
One amongst the many human resource information systems is intelliHR - The best HRIS for performance & people analytics. This tool is used in the management of people and as an analytics platform for a company to centralize management of performance, core human resource processes, and person information analytics. IntelliHR provides the topmost effective tools for human resources and managers to align, manage as well as allow a persons and culture strategy in a comprehensive strategy.
 By allowing HRM to develop strategies related to an organization's operations, i.e., production, sales, marketing, management, research and development for extra productivity, HRIMS plays a critical role in achieving operational and business objectives.
4.  Describe and provide examples of the three (3) main Industrial Relations approaches. 
The three main industrial relation approaches include the following; Marxist approach, unitary approach, and pluralistic approach. Firstly, the unitary approach is founded on the argument that there is one and only source of authority: the management, which possesses and directs decision-making dynamics in concerns linked to bargaining and negotiation. Under this approach, IRs (industrial relations) are founded on mutual co-operation, personal treatment, shared goals, and teamwork. Workplace conflicts are viewed as a temporary aberration, coming from poor management, from workers who don't blend well with the culture of the organization. An example of this approach is the Alwar plant of Eitcher Tractors
Secondly, the Marxist approach is also termed as the radical perspective approach. This approach is grounded on the proposal that the profit objective mainly governs economic doings of production, manufacturing as well as distribution. Marxists regard conflict amongst employers and their workers as inevitable. Here, conflict is viewed as the product of the capitalist community\society. An example of this approach is the replacement of private ownership with co-operate ownership of an organization.
Lastly, the pluralist approach assumes that an organization is made of persons who form discrete groups with their own set of objectives, objectives, styles of leadership, and value proposals. Contrary to the unitary approach, this (pluralist) approach views the conflict between management and workers as inevitable and rational.  An example of this approach is where employers and labor unions in conferences share the wants of workers. 
5. Outline and describe the key steps taken in organizational change. How does an organization implement change?
Organizational change is broadly termed as the actions a company takes to alter or adjust an important component of its organization. Organizational transformation can be in two ways, i.e., adaptive change or transformational change. Adaptive transformation involves trivial, regular. Iterative alterations were undertaken by an organization to evolve it produces, processes, tactics, and workflows over time. An example of adaptive changes is implementing novel policies such as working from home to fascinating exceedingly qualified job applicants.  Transformational changes are bigger in scale and scope and signify a dramatic and sporadically sudden exit from the status quo. An example of this sort of transformation is launching a novel product by an organization or division of a business. 
The following are the key steps taken in implementing an organizational change. The first step is preparing the organization for the change. For a company to successfully implement change, it is compulsory first to prepare it culturally and logistically. In this phase, the employees aim at aiding the workers to recognize and comprehend the necessity to change.  The second step is crafting a vision and plan for transformation. The organization managers develop a systematic and realistic plan for bringing change once the entire organization is ready to embrace it. However, the plan constitutes strategic goals, project scope, key performance indicators, and project stakeholders. The third step is the change\s implementation. This follows after the plan creation, whereby all the steps outlined in the plan are followed to implement the desired change in an organization later. The other step involves setting in transformations within the organizational culture and daily performs.  As soon as the change implementation has been finalized, change managers must ensure no reversion to the prior status quo. The last step entails reviewing progress and analyzing outcomes. Simple because the change initiative is finalized does not mean it was a success. However, carrying out an analysis and a review can aid in understanding whether the change initiative was a success, failure, or mixture of both. 


Section 2: Essay
The essay topic focuses on the Covid -19 Virus. Your essay should include and identify Human Resource Functions within organizations and the wider community currently impacted by the Covid-19 virus. You should construct an essay outlining the positives and negatives of the topic.
The covid-19 pandemic was way by far one of the main challenges that numerous businesses had to handle. The pandemic led to total closure of some businesses, low demand of goods and services resulting in low rates of returns, disruption of supply chains hence leading to supply shortages, etc. however, amidst the catastrophe and devastation faced by numerous businesses, a surge of creativity, innovation and adaptability grew in numerous business organization in various of sectors. Food outlets branched out. Digital art emerged, and virtual offices were developed and streamlined. It did not take long to point out people who were not ready to allow the pandemic way them down. Here are some of the positive effects' coronavirus on businesses. Firstly, it gave companies a perfect chance for innovation.
During the pandemic, there seemed to be a spell of worldwide understanding and compassion for the difficulties faced by businesses. Clients appeared to be patient and understand why things had to alter, and suppliers were flexible. This, however, offered companies the golden opportunity to explore novel markets and introduce novel products in the market with less risk of facing resistance. Secondly, the pandemic emphasized the significance of upskilling and training. During the first alterations coming from the effect of Covid, workers had to quickly adapt to novel systems and software to continue with business operations. Some employees adapted fast to the virtual communication platform, while others struggled to get on board with the others. However, for a business to survive and flourish in the post-Covid globe, each employee must continuously upgrade their digital communication expertise. Lastly, it amplified businesses' digital access. The covid-19 swiped businesses without a prior warning that the physical workspaces had to stop operations. Therefore, the business had to develop ways to digitalize to continue with its operations. Many businesses created digital platforms to reach out to their clients and sell their products (Brammer ET AL., 2020). 
However, it is clear from the above that Covid-19 had both positive and negative impacts on businesses. 
The functions of Human resource management to the organization and the community were also impacted positively and negatively by the covid-19. The following are some of the positive impacts: it has led to the innovation of virtue platforms for employee training and development. With or without the pandemic, it is the responsibility of an organization to provide continued training to their workers so as to keep them updated. Also, recruits to an organization need training and orientation. Therefore, the emergence of corona pushed different human resource management to develop platforms to facilitate the above virtually. The other positive impact is that the pandemic led to the implementation of virtual recruitment of job applicants for the right job, easing the whole process in terms of time and cost (Hamouche, 2021). The success of recruiters and job specialists is based on the number of positions they fill as well as the duration is taken to fill the position. As a result of the covid-19 recruitment process are done virtually, hence time efficient and less tedious. On the other hand, one of the negative impacts of coronavirus on human resource management functions is that the physical relations and contacts between employer and employee are reduced. This has resulted from the transition of almost all business physical operations to virtue operations. 
To conclude, Covid-19 has had both negative and positive impacts on the general operations of businesses.  It has made numerous organizations continue making drastic changes to cope with the new normal while still processing their day-to-day operations.
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