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Human Resources in the Corporate Framework
Question 1

Change Management

Organizational change is the transition of an organization from one state of affairs to another. Notably, a change primarily involves restructuring the company policies, structures, procedures, and technology culture strategy. Organizational change is always triggered by different aspects such as improving the employees' experience, enhancing the employees' satisfaction, improving the outcome of a project, and aiming to increase the profit margins. However, to achieve a successful organizational change, different theories have been formulated to facilitate a successful organizational change (Armstrong, 2014).

The first theory is Kotter's theory. This theory was founded by John Kotter, famously known as an expert in transformational change. The theory comprises eight key steps that help in actualizing a successful organizational change. The first step is establishing an urgency sense with the company. That is, the organization's leadership should come out clear and tell their workers the proposed changes. This helps to get the organization psychologically prepared and gives them room to discuss the proposed changes.  This will also help them understand the need for the change, hence reducing the change resistance. The second step of the theory is the development of powerful collation (Armstrong, 2014). According to Kotter, it is hard to convince everyone in the organization. However, if the organization's leadership identifies the most influential workers with the organization, they can convince their team to embrace the proposed change. This can easily be achieved by the use of weekend retreats to team-building activities to promote teamwork in the organization.

The third step of Kotter's theory is the development of a vision. For every proposed change, this is always the set goal or the projected outcome. Therefore, it is important for the company to have a projected vision after the actualization of the change. The fourth step is communicating the vision got the relevant stakeholder. The essence of this step is to make people aware of the potential outcome as well as help foster a change acceptance environment which in return help to reduce resistance in the organization. The fifth step involves empowering the relevant stakeholder to actualize the proposed vision (Armstrong, 2014). Notably, the identification of potential obstacles comes before empowering the stakeholder. This will help identify the relevant areas that need to be focused on to achieve a successful change process. The next step is the planning and creation of a short-term goal. 

It is nearly impossible to achieve a successful organizational change without frequent evaluation stages. Therefore, the setting of short-term goals helps the organization evaluate the organization's success in the change process. This will help them identify what needs to be changed and what needs to be upheld. Allowing enough time to integrate improvements is the second last step. That is, with a good change plan, the organization can be carried away to celebrate the success of the change process at the realty stages. However, Kotter argued that the change achievement needs to consolidate gradually without rushing to rip the best outcome out of the proposed change. Kotter's theory's last step is embracing and accepting change in the organization's culture. A change process aims to ensure that the company fosters a better working environment (Armstrong, 2014). Therefore, anchoring new behavior to the culture will help prevent drawbacks to the previous culture. Besides, this helps the employees understand the new culture, giving them an easy acceptance of the new approach.    

The second theory is which can help an organization achieve a successful change process is Lewin's change management theory. Kurt Lewin founded the theory, and it is made up of three fundamental steps for a successful change process. The first step is unfreezing. At this stage, the organization's management identifies what needs to be changed within the organization and creates a change perception within the organization. After the unfreezing stage, the company moves to the second step, which is change (Armstrong, 2014). At this stage, the right strategies are laid down to propel the company towards the desired change. During this stage, the organization is advised to provide adequate training, which will help reduce the proposed change's resistance. The last stage is the refreezing stage, where the organization solidifies the newly acquired behavior to the organization's culture. 

While speaking about change, the debate about some of the successful and unsuccessful change programmers pops up. For instance, when people talk about the success of Facebook, the only name which comes up is Mark Zuckerberg, the founder of the giant social media company. The company's success is highly attributed to the change strategies deployed in the company by the founder. Despite dropping out of the university, the founder has incredible change management skills, which have seen him oversee the company transition through different phases to becoming the giant company it is today.  On the other hand, a good example of unsuccessful change programmers is the CareFusion Company. Notably, the company was aimed to develop transformational medical equipment which will help increase healthcare provision. However, they generated an Alaris Pump without a good managerial consolidation, resulting in more flaws than benefits. The problem is that during the generation of the product, the company did not do enough field tests and research to facilitate its product effectiveness. 

Conclusively, organizational change is the transition of an organization from one state of affairs to another. Notably, a change primarily involves restructuring the company policies, structures, procedures, and technology culture strategy. Therefore, to achieve successful organizational changes, there are different theories that have been formulated to facilitate a successful change in the organization. Some of the theories include Kotter's theory and Lewin's change management theory. These two theories help in achieving a successful change process.
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Question 3

Cost Leadership and Product Differentiation
Cost leadership and product differentiation are two significant processes that companies use to enhance productivity. Cost leadership is used to project a company's manufacturing or products as the cheapest in the market, enhancing competitive advantage. It is challenging to establish this strategy as companies should ensure that the administration diminishes products' costs consistently. Cost leadership is part of the marketing strategy for companies which is also effective in enhancing the market share of a company and establishing consumer attraction. The administration of a company should ensure that they work consistently to reduce the products' cost to achieve a competitive advantage in the market. On the other hand, product differentiation is a marketing technique that aims to enhance the branding of a company's products. It ensures that a company's products are distinguished from other products in the market. Successful product differentiation enhances a competitive advantage for companies. Therefore, companies should ensure that cost leadership and product differentiation are well established. Different methods are used by human resource (HR) to ensure that the two elements are well established in a company to enhance productivity and competitive advantage. 

One of the methods used by HR to enhance cost leadership and product differentiation is establishing a greater production scale. Scaling a firm enhances the ability to be a cost leader. Scaling involves the strategy of reduction of cost through the increase of volume of products. This can be done by ensuring that the workforce is motivated to increase its productivity. When the employees are motivated to work, their commitment and engagement are enhanced, influencing productivity (Armstrong, 2014).For example, Walmart is a company that is recognized to use scaling by purchasing and producing high levels of goods which enhances its ability to sell its products at a lower cost than other companies. The company has gained a lot of consumer interest through its cost-effective products. The major factor that has enhanced its ability to produce cost-effective products has motivated and highly committed employees. More so, scaling the production enhances product differentiation. Scaling enhances the utilization of more raw materials used in production by using different skills in the production process. When production is done through the use of different raw materials and various skills from the employees, it influences the development of unique products, leading to product differentiation. Also, the price impact of scaling influences the presence of different perceptions of the products from the consumers compared to other products from other companies, leading to competitive advantage. 

Also, the use of innovation and advanced technology is another significant HR method to enhance cost leadership and product differentiation. The HRM may decide to enhance the use of technology, enhancing the production of more units of product per hour, enhancing efficiency, and diminishing the number of human resources needed to enhance production. The use of a unique technology that diminishes production cost will ensure that the cost of products in the market is reduced, which will enhance a competitive advantage (Armstrong, 2014). For example, Walmart is a company that is greatly acknowledged for its automation and innovative method of production. The technology used by the company in automation has enhanced the workforce's reduction, which lowers the wages that the company should pay. This has influenced the company to sell its products at a lower price than other firms, leading to a competitive advantage. More so, patenting of innovations used by companies enhances the safety of the technology from being used by other companies. The use of innovation in the company ensures that the workforce has access to unique processes and production tools that are not accessible by other companies, which enhances the production of novel products in the company which enhances product differentiation.

Furthermore, efficiency is another method used by HR to enhance product differentiation and cost leadership. Armstrong (2014) opines that efficiency translates to saving the companies' operational cost. The HR should ensure that efforts are maximized to enhance effective production. This can be done by the HRM through the training of employees to ensure that every worker's efforts are maximized. Also, HRM can ensure that few employees are used to perform high-level tasks and maximize their work in the company, which will cut the cost of salaries in the company. Walmart ensures that the employees are trained consistently. Their number is maintained at the lowest level possible, ensuring that the company sells its products at a lower cost than other companies. The employees' efficiency ensures that products that are sold to the consumers are of high quality. This will ensure that product differentiation is achieved. Training of employees ensures that they acquire a uniform way of delivering their production services, enhancing quality and differentiation of products, which enhances competitive advantage. The policies of performance developed by HR enhance a change of the employees' behavior and attitudes, which in turn enhances the perception of value from the consumers (Armstrong, 2014). Therefore, enhancement of efficiency will influence cost leadership and product differentiation. 

Moreover, the use of organizational culture is a great method that is effective in enhancing cost leadership and product differentiation. Organizational culture involves the assumptions, attitudes, beliefs, norms, and values of an organization which influence how business activities are established (Armstrong, 2014). Cost leadership is a factor that is influenced greatly by the establishment of organizational culture—the values of an organization influence how it runs its business activities in the market. A community or people-oriented culture ensures that the employees are greatly considered in their roles and work, which influences the cost of the products greatly. An organizational culture that supports motivation and hard work can influence a company's productivity, which enhances the selling of products at a lower cost. For example, Walmart's culture enhances the production of value to consumers to maximize the use of customers' earned money. The company's HRM technique focuses on the employees to ensure that they do everything possible to cut costs. When expenses are lowered in the company, the impacts are passed to consumers through establishing low prices (Armstrong, 2014). Therefore, HR can enhance an organizational culture of cutting down production costs and expenses to enhance lower prices. Also, culture impacts product differentiation. HR can develop a culture of promoting high-end products through innovations and technology. This ensures that the company successfully produces unique products, which leads to competitive advantages in the market. 

In conclusion, HR can utilize different methods to ensure that product differentiation and cost leadership are enhanced. One of the methods is scaling of production by motivating the employees to increase the production rate, which will enhance low prices of products and production of unique products. Also, the integration of innovation enhances production's increased rate and efficiency. Technology enhances the production of unique products leading to differentiation. Enhancement of efficiency through training and improvement of skills will establish greater production levels and cost-effectiveness. More so, an organizational culture that aims to reduce cost and improve product quality will establish cost leadership and product differentiation. 
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Question 5

Technology has become imperative in business organizations, and the human resource department is one of the organizational departments that have taken advantage of technological advancement to tap the resulting benefits. Some of the activities undertaken by human resource departments include employee recruitment, training, development, and remuneration. Employees are among the major resources in an organization, and therefore the human resource department must aim at attaining employee competitiveness through the provision of regular education as well as training services for both individual and professional advancement (Armstrong, 2014). Information technology plays a significant role in helping human resource departments to accomplish their activities. 

Technology has eased employee recruitment. Before the advent of technology, and specifically, the introduction of the internet as well as emails, employers had to connect with job seekers through a letter, face to face, or via phone, and this was inefficient because letters took a long time before they could reach either the employer or the job seeker while communicating over phone led to the incurrence of high telephone bills. Nowadays, technology has greatly advanced, and employers can easily connect with job seekers online. Essentially, this saves the human resource department a significant amount of time that can be used for other activities (Armstrong, 2014). Business organizations, through their human resource department, just need to create online platforms, like emails and websites, where they can post any job positions and receive applications through the same platforms. Online recruitment, which has been made possible by the advancement in technology, has reduced both time and paperwork for human resource departments. 

In addition, the advancement in technology has eased communication between the human resource department and other departments within organizations. All departments in an organization work jointly to accomplish set organizational objectives, and to achieve this, communication is central. With the use of emails and the development of various applications for messaging, like WhatsApp, it has become easy for employees from the human resource department to converse with employees from other departments. All employee decisions are made in the human resource department, and therefore any communication affecting employees can be shared by the human resource department via emails to all employees in different departments. Technology has also impacted data storage in the human resource department. The human resource department possesses confidential information about all organization's employees, and such information has to be stored safely to prevent any security breach (Armstrong, 2014). The advancement in technology, especially computers, has made information and data storage secure. Notably, all employees' confidential information is stored in computer machines. Such machines are secured with unique passwords shared with limited personnel to prevent unauthorized access. It also takes limited time to retrieve employee information from computer machines.  

Besides, technology helps human resource departments to undertake employee education and training. Employee development is one of the core functions of human resource departments. With the advancement of technology, the training of employees has been made easy and efficient. For example, in the modern time when the world is battling the COVID-19 pandemic, social gatherings have been banned as one of the prevention interventions for the pandemic. Notably, human resource departments have opted to use videoconferencing to train their employees. Through the use of videoconferencing, human resource departments are able to reach their employees in different locations, provided there is network coverage. Videoconferencing is efficient because it saves time and cost associated with holding physical meetings. With the advancement in technology, human resource departments can also issue education materials to their employees in the form of soft copies. Education content for employees is written in a word document or converted into PDF and then shared with all employees (Armstrong, 2014). This is efficient because it saves human resource departments printing costs and time.  

However, technology has resulted in several disadvantages to human resource departments. One of the disadvantages associated with the use of technology in the human resource department is a security breach. Human resource departments keep confidential information of employees, such as their level of education, salary range, tax, and other personal information in computer machines (Armstrong, 2014). However, computers are prone to hacking and cybercrime. When computer machines are hacked, the hackers gain unauthorized access to confidential information of employees. Such a security breach is risky to employees since it may cause psychological suffering, thereby lowering organizational performance. A security breach may also make organizations incur a huge legal cost when the affected employees decide to sue for damages. 

Moreover, implementing and maintaining a human resource information system may be costly, especially for small organizations. Human resource information systems include the use of computer systems and internet coverage, and buying such infrastructure may cost a significant amount of money (Armstrong, 2014). For organizations operating on a small scale, it may not be easy to raise such costs. The development and implementation of a computer system also require licensed information technology technicians and software engineers for maintenance. Information technicians and software engineers may be expensive to hire, besides increasing the wage bill of organizations. Technology may also cause dissatisfaction among employees. Some organizations may install cameras for employee monitoring. However, employees who feel monitored all the time may have low motivation and commitment to their duties. As a result, both individual and organizational performance may decline.

In summation, the development of technology has been imperative in human resource departments. Notably, the development of technology has eased employee recruitment and training, and communication. The majority of the communication from the human resource departments is done online through emails.  This saves time as well as printing costs, and human resource departments can use such costs and time to focus on their core activities. However, the use of technology has not been smooth since it is associated with disadvantages, such as security breaches, employee dissatisfaction, and it is costly to implement and maintain a human resource information system.

Reference

Armstrong, M. (2014). Armstrong's handbook of human resource management practice. London: Kogan Page. 

[image: image1.png]



Page 12 of 12

