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1. [bookmark: _Toc8330110]Introduction
The items that will be covered within this report will be related towards the field of Human Resources, mainly the Human Resources Management and the Human Resources Development side of the field. 
This report will contain Change Management, within Change Management will be the analysis of contemporary human resource management and human resource development initiatives that are currently being introduced within companies currently. Secondly, there will be an evaluation of one of the contemporary human resource management and/or human resource development. Thirdly, there will be a documentation on the technology that can be used to help support the new initiative. Fourthly, there will be an evaluation of the employee satisfaction and the impact of employee satisfaction in terms of the new implementation of the new human resource management / human resource development initiative. Fifthly, there will be a hypothetical stratagem for the implementation of the new human resource management/human resource development initiative. Lastly, there will be a conclusion which will summarise all of the research and all of the findings and will conclude if the Cloud Computing initiative is feasible within a current organisation.
2. [bookmark: _Toc8330111]Change Management and Organisational Behaviour
Change management can be defined as [1]“Change management is the process, tools and techniques to manage the people side of change to achieve the required business outcome.”
Being able to manage change within a workplace is crucial, not only for the business but for the staff as well. This is because, much like a person, an organisation has a behaviour; commonly known as organisational behaviour. 
Organisational behaviour can be defined as [2] “Organizational Behaviour (OB) is the study of human behaviour in organizational settings, the interface between human behaviour and the organization, and the organization itself. “
The importance of understanding the behaviour of the organisation is crucial when it comes to both business and employee. The reasoning behind this is that both the needs of the employee and the needs of the organisation needs to be met, even if they are completely different needs from each other. 
Examples of an organisational need would be [3] items such as “Growth”, “Financial and happiness Targets” and meeting the businesses vision and mission. While examples of employee needs would be items such as “Safety and Security” [4], Stability” [5] and “Equality”.


3. [bookmark: _Toc8330112]Contemporary Human Resource Management / Development Initiatives
This section of the report will feature the definitions of, both, Human Resources Management and Human Resource Development. This section will also focus on various initiatives relating towards human resource management and/or human resource development.
3.1 [bookmark: _Toc8330113]Human Resources Management Definition
Human Resources Management has many different definitions, even if most of the definitions are similar in meaning. An example of a definition of human resources management would be [6] 
“…formal systems devised for the management of people within an organization. The responsibilities of a human resource manager fall into three major areas: staffing, employee compensation and benefits, and defining/designing work”. 
Basically what Human Resources Management means are the different responsibilities for a human resource manager, these would include items such as employing and firing employees and the payroll. This is another reason as to why human resources management is important for a business.
3.2 [bookmark: _Toc8330114]Human Resources Development Definition
Human Resources Development, also, has many different definitions such as “…training and development of the employees. Human resource development includes training an individual after he/she is first hired… “. 
Human Resource Development is the development of the employees once they have been employed within the organisation. Examples of features that would be developed would include [7] “job satisfaction”, “performance development” and “competency of employees”. 
3.3 [bookmark: _Toc8330115]Cloud Computing Initiative
Cloud computing is a necessary when it comes to a business, so it makes sense for Human Resources to be using and to implement an initiative where cloud computing is implemented within an organisation.
A definition for Cloud Computing has been differed from person to person, but the standard definition is by National Institute of Standards and Technology, which they define cloud computing as [8]“Cloud computing is a model for enabling convenient, on-demand network access to a shared pool of configurable computing resources…”
Cloud Computing has advantages [9], especially as a Human Resources initiative, such as enhanced collaboration, control over documents and an easily manageable computer network when comparing to other types of computer networks.
3.4 [bookmark: _Toc8330116] Business Automation Initiative
Automation, when it comes to a business, would include the various human resources operations that take a lot of time to complete and operations that are increasingly tedious to complete, an example of this would be payroll and employee benefits [10].
A definition for automation within an organisation would be [11] “a process of managing information, data and processes to reduce costs, resources and investment.”
The advantages of automation within an organisation would be the increased productivity for the staff that would have had to complete these mundane processes over and over again – therefore, not only increasing work production but also increasing the morale by default that worker does not need to do that task again [12].
3.5 [bookmark: _Toc8330117]People Analytics Initiative 
The purpose of people analytics, in terms of Human Resources, can be defined as [13] “…understand every part of a business operation, and analytical tools are being embedded into day-to-day decision making.” This would also be the definition for the term “people analytics”, especially when it comes to the human resources definition of the term.
Basically, what people analytics does is collect data from people, this could be data such as payroll and time away from work, and the business information, such as the data relating to the performance of different operations within the workplace. Then that data will be inserted onto a fact sheet and then will be cross examined and will give human resources an understanding if the company is performing well, i.e. if the company is making a profit or not or if the company is generating value, i.e. the employee needs [14].
The advantages of utilising people analytics would be, as previously stated, for the use of analysing if the business is performing adequately or extraordinary. However, people analytics main use is for the use of analysing the employees. This will be explained in more detail in the next section of the report.
4. [bookmark: _Toc8330118]People analytics Initiative: Evaluation
This section of the report will focus on the purpose of the human resources tool “People Analytics” and will also take into consideration the limitations of the people analytics tool. There will also, finally, be a case study to explain how people analytics works within an organisation and if people analytics can be correctly implemented within an organisation or if it should not be included within an organisation at all.
4.1 [bookmark: _Toc8330119]Purpose
There are many different purposes of the business analytics tool, one use of this tool is, as previously mentioned, to identify the drivers of high performance, to streamline the recruiting and diversity hiring and, finally, to benchmark against the industry. [15]
Identifying the drivers of high performance means to uncover what factors influence the performance of the business. This, in turn, allows the managers and/or leaders of the organisation to work with the drivers and to increase the lower drivers of performance. Basically, this tool allows the leaders/managers to identify the good and the bad about the employees and work with the data to figure out what to do next in terms of the success of the organisation.
Streamlining the recruiting and diversity hiring means that the analytics would be used to identify what the company is missing, in terms of staff, and therefore will allow the human resources department to send applications to people who fit the specifications of what the business is missing. This also allows the business to hire the correct people and not the incorrect people, therefore making the hiring process a lot easier in terms of applicants.
Benchmarking against the industry would include analysing the data necessary for keeping ahead of the competitors and rival organisations. This initiative would make recruiting easier and being able to compare the organisation to rival organisations – this could be in terms of profits or in terms of which company is performing better in certain areas compared to the other company.
4.2 [bookmark: _Toc8330120]Limitations
There will be limitations when it comes to anything, especially where there is a huge influx of data; unfortunately this is what people analytics can bring to the human resources department. A couple of examples of the limitations of the people analytics would be if the company is a smaller company then there might not be enough resources for human resources data analysts. Secondly, there might be a concern about privacy rules. Finally, all the data can take the human element out of human resources [16].
Not having enough resources would vastly affect the implementation of the new initiative would make the actual implementation very difficult. If the company was a small company with limited resources then the implementation would face challenges during the implementation process, for example there might be some items that have been overlooked or minimised, i.e. the training part of the process might be limited and therefore would make the employees confused about how to utilise the new initiative, as one example. 
Privacy rules would be a massive consideration for the employees, for example there would be various laws, depending on where the organisation is based. An example of this would be the Fair Credit Reporting Act in the USA would make collecting data difficult and could potentially cause issues when it comes to employee data gathering. A different issue could be the collection of sensitive employee information, such as confidential employee health information or even the collection of employee sexual orientation information can be a risky area for the human resources department.
Human elements make the final decision when it comes to the different processes of the human resources department. Processes such as the hiring of new employees should be done by people, and not the use of computers that have been gathering data. This is because there could have been an error when it comes to the information being collected by the initiative and therefore could cost a potential employee their job, when in reality there is nothing wrong with said employee. There should always be a person to make the final decision and this initiative could, potentially, take the human factor out of the human resources.
4.3 [bookmark: _Toc8330121]Case-Study: Experian
Experian is a consumer credit reporting company that collects and aggregates information on people and businesses [17]. This organisation was facing an increase in turnover rates, 3%-4% turnover than they were aiming for.
[18]The human resources people analytical tool helped Experian to create a predictive model that collected the data of over two hundred unique attributes. Examples of the attributes would be items such as team size and team structure, length of commute for American clientele and their supervisor performances. 
The new predictive model was implemented within a variety of different regions that the company operates in and within different branches of the organisation. The new predictive model resulted in a drop of employee turnover of 2%-3% over the course of a year and a half, around eighteen months or so. This drop in employee turnover resulted in the company saving $8 million to $10 million.
This case study shows the effectiveness of how, if the data is collected correctly and interpreted correctly, human resources department can tackle specific issues within the business and allow the business to gain any profit that was lost and/or gain a new profit entirely.
5. [bookmark: _Toc8330122]People analytics Initiative: Technology Documentation
Technology that can help the use of people analytics would be the actual software of various people analytics tools. An example would be that different people analytics tools would allow for different data gathering and an increase in precision when it comes to data gathering and the reading of the data [19]. Also the difference in a smaller businesses people analytics tool would differ from a large scale business people analytics tool – this could be due to the cost of the people analytical tool or the availability of personnel who can gather and read the data from the people analytics software.
In terms of different technology supporting the initiative, it would entirely depend on a variety of factors, for example the power of the computers being used and the software being used to hold the initial data being gathered. To gain some context, a more powerful computer would be able to process a larger amount of data before a less powerful computer would be able to process the data gathered.

6. [bookmark: _Toc8330123]People analytics Initiative: Effect on Employees
The effect that people analytics has on the employees would depend on how the information is perceived and implemented within the organisation. Consider that if there was a team of employees working on a project, and that there were the wrong people working on different parts of said project. The people analytics tool would allow the leader of the team to make changes within the group in order to increase productivity and to make the employees gain morale in terms of being assigned to their correct role within the group.
However, a more negative effect would be towards the employees overall happiness within the workplace. A consideration would have to be made to the existing employees and that would be that they may wonder if they are going to get fired if their statistics do not align with what the organisation wants them to be. This could, however be a positive in the sense that the employees perhaps work on areas that they are not performing well in and allow them to gain more skills and become a better worker and more of an asset to the company.
7. [bookmark: _Toc8330124]People analytics Initiative: Strategy and Implementation
When it comes to implementing a new initiative, within an organisation, a correct plan does have to be thought out and carefully considered; this is to make sure that the plan does not backfire and allows the transition of the new initiative to be implemented smoothly and to qualm all employee worries and concerns that they may have over the new initiative being implemented.
An ideal company for a people analytics initiative would be Domino’s Pizza. The reasoning behind this would be because it would show which employees are better at certain tasks, for example which in-store staff are better at answering phones and which in-store staff are better at making pizzas; while also considering which delivery drivers are faster when it comes to longer distance deliveries when compared to which delivery drivers are better suited towards closer deliveries. All of the information gathered by the new tool would allow the franchise to make more money and become, all around more efficient, when it comes to the organisations mission and vision of delivering pizzas in under thirty minutes or less.
The plan for implantation would be to have four different stages. Stage one would be to start the process. Stage two would be about the training of the employees and the understanding of the information being gathered. Stage three would be to do with the actual implementation of the new initiative, now that the employees know what the new initiative will entail. Finally, the last step, stage four, will include all the monitoring and evaluating of the new implementation and to see if the implementation is currently being successful or if it is failing and, if so, how to change and improve the failing areas of the implementation.
8. [bookmark: _Toc8330125]People analytics Initiative: Conclusion
To conclude, the overall consensus of implementing a people analytics initiative would seem to be a rather important initiative to implement; this mainly being in terms of what the initiative can bring to an organisation and how it can make the employees life more enjoyable at the organisation.
Balancing out the positives and the negatives, it would seem that the positives do outweigh the negatives; even when the initiative can collect the sensitive data and therefore coursing employee distaste. The fact that the new initiative can make the business perform at a higher capacity and at a higher efficiency has to make the initiate important to implement, therefore making it the correct choice for Domino’s Pizza as well.
[bookmark: _GoBack]This initiative does not seem hard to implement at all, considering the pay off as well. There would not need to be a lot of training for all the staff, only specific staff members should really be trained on how to operate the specific software needed for this initiative anyways; this being because of the all the information being gathered and all the sensitive information being gathered.
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