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Executive summary 

The aim of this report is to look at the how the HR has evolved over time, it looks at the transformation of the role and how it now it has become a more strategic one, where the HR team are involved in the whole planning and implement of changes.

With the changing world we live in, globalisation and technology have moved on so much in the last 50 years.  The HR role has needed to adapt to manage these changes including managing finance, people, including the retention and attraction of new staff members. This reports looks at the role they play and identifies tools that are available to assist them.
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[bookmark: _Toc534809393]1. Introduction

This report is about looking at how the Human Resource (HR) role and function have transformed. Twenty-five years ago the HR department would have been a stand-alone one, they would only have been called on if something needed to be resolved, and the role they played then was more of a welfare role for the employees.  Nowadays the HR team is integral to an organisation and how it is run, they are involved in every conversation and decision the management team makes about the company.

There have been some major changes that have meant that the HR role has had to transform to become a more strategic and business focussed one now, Globalisation and Technology are two of the areas that have changed dramatically.

Globalisation - second half of the last century there was a major increase in the way that Countries traded in goods and services with each other (Woodhams, 2016).  It has been reported that this has grown twentyfold, making the world a much easier place to trade in.  China has become the major exporter to the world now, shortly followed by Africa, South America, and Eastern Europe.  This has come about as transportation links have improved making it easier for companies to take orders and deliver worldwide in a timely manner.  

Globalisation has meant that companies that have previously dominated a marketplace have had to become competitive or they face losing business or at worse closed down.  Companies have been forced to change how they work, to keep cost lost, for some companies this has included outsourcing their workforce to a different Country to help keep staffing costs down.  Although this can be seen as good for one Country it will also mean that staff are probably being laid off in another meaning higher unemployment levels. 
 
Technology – This has also assisted globalisation, allowing people to use the web to search and find the best deals.  Technology has changed so much to assist the HR staff members, 20 years ago everything would have been recorded on paper and filed away.  With new IT systems being created to assist the HR representatives to perform their role, staff information is now stored in databases and kept updated.  Also, technology has seen companies opting to use robots to undertake automated roles (Raykov, 2018), whilst this is good it also means that people could face redundancy or redeployment within a company that takes this route.
 
One major part of the HR role is understanding how to get the best out of its employees, it is important to understand what motivates individuals.  This doesn’t necessarily mean that the company needs to pay the best salaries, it could be that employees would rather have other benefits offered to them such as:-

· Flexitime 
· A good working environment
· Bonus structure
· Private health care plans
· Gym membership
· Overtime payment or guaranteed time back

Understanding what motivates your employees is key to having a dedicated and focussed workforce that want to work for the company as well as becoming promoters for them.
[bookmark: _Toc534809394]2. Sections
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Section 1. 
There are numerous forces that shape the future of the HR agenda, with Brextix looming and technology moving on so fast a company needs to be prepared/informed for changes that are going to happen. As mentioned in the introduction Globalisation and Technology have moved on so much and will continue to change in the future.
There are many factors that will affect a company, so it is critical that a company prepares for the future. (Kew & Stredwich, 2010)
A company should have:-
· Clear objectives that they are working towards
· Understand the environment they work within
· An understanding of their competition in the marketplace
· An understanding of their workforce and the skills they possess and future needs of skills
· A structured organisation that has leadership and management in place 
· An understanding of the importance of the HR role
· Know the values and culture of the company
· Identifying stakeholders
· A planned exit strategy
There are many tools and models that allow a company to plan for the future, these include:
· PESTEL – this tool allows a company to analyse the whole company or it can be used to just analyse a specific product, marketing campaign or to look at existing customer relationships. The PESTLE can help a company to raise awareness to any potential threats they could face.
· ULRICH model – this was specifically designed for HR teams to help them organise the HR functions within a company, each function can be added into one of the four segments - Strategic Partner, Change Agent, Administrative Expert and Employee Champion shown below.  The template helps the HR team to separate out all of its functions it performs for the company.

[image: ]
Dave Ulrich Model of HR Roles (Tonmoy Singai, 2018)
HR Strategy
Miles And Snow's 1978, suggest that business level strategies generally fall within one of these four categories defender, prospector, analyser or reactor.  To succeed in the marketplace a company needs to have a clear strategy, if they don’t they could be destined to fail.  So even if a company has the best product in your marketplace it is important to have a sound strategy to keep existing customers and protect themselves from competitors.  This tool identifies four unique strategies that are used by companies.  
Below is an overview and what they mean to a company:-
	Prospector strategy
	Companies that are here, are usually at the forefront of product design, they will be innovators and developers.  Companies will seek out new opportunities, take risks and will continue to grow. To implement this strategy, companies need to be creative and flexible, they will regularly test the market, they are experimental, they like to gather feedback to help them keep their product ahead of the trend. Companies like are seen as the inventors of the change and will push their competitors to also respond to a change in their marketplace. Being seen as a leader and innovators is more important than having efficiency.

	Defender Strategy
	Companies using this strategy will attempt to protect their space in the market from their competitors. Their focus is on their own products and services and they will look to protect the market share they work in by providing the best service, quality of goods and price.  
Defenders are usually successful in an established market but they are not seen as innovators.

	Analyser Strategy
	Companies that are here usually combine the first two strategies, they are usually the biggest company within their marketplace. They are seen as innovators as well as defenders of their customers.  Companies such as these are not normally the creators of a product they will instead provide a solution that is similar with improved functionality to their competitor.  They tend to be large established companies that don’t take risks as they want to retain their existing customers but also gain a few new customers along the way.

	Reactor Strategy
	Companies that follow a reactor strategy don’t have one specific approach they tend to react to a trend.  Rather than define a strategy to suit a specific environment reactors respond to environmental threats and opportunities.  Companies in this position tend to lose out on business as they can react to late to a trend and miss out on business as they can’t respond in a timely manner.   Companies that sit in this category tend to fail as they just can react quickly enough to the demands of the market.



[bookmark: _Toc534809396]Section 2.
There are many business analysis models and tools that a company can use to allow them to think more strategically about a business environment or scenario to help them to understand it better.
The most frequent ones used are:-
· PESTLE (CIPD, 2018)
· SWOT (CIPD, 2015)
· Porter’s Five Forces (Tools, 2018)
[bookmark: _Toc534809397]A PESTLE analysis is widely used to analyse any key factors that influence a company from an outside perceptive. This tool is used to track a scenario/environment that could affect the company. PESTLE stands for Political, Economic, Social, Technological, Legal and Environmental (or environment). It gives a top-down view of the whole environment from all different angles that allow a company to check where they are against them whilst working through a plan or idea.  This tool allows HR personnel to assess any risks and use the information to inform a decision.
	Advantages
	Disadvantages:

	· A provides a simple to use a framework, that is straightforward for any company to use.
· It gives a deeper understanding of a business issue.
· Alerts a company of possible threats and allow them to take action
· It can enable a company to recognise business opportunities and allow them to exploit it fully.

	· Needs constant reviewing, external factors change rapidly.
· Needs numerous people to be involved, knowledge is needed from different areas of a business.
· Data needs to be collected from external resources, this can take time, effort and money.
· Personal opinions and judgments will vary, people will have their own interpretations and these will vary and might not be subjective.
· It needs to be undertaken on a regular basis to be effective
· Any data that has been referred to may be based on assumptions which are then proven to be unfounded.




Completing a PESTLE analysis is not enough for a company, it should be accompanied by other tools before any strategic decisions are considered.
[bookmark: _Toc534809398]SWOT – following a PESTLE analysis a SWOT analysis should then be completed.  SWOT stands for Strengths, Weaknesses, Opportunities, and Threats, the point of a SWOT analysis is to help a company develop a strong business strategy by making sure that they have considered all the strengths and weaknesses, as well any opportunities and threats it could face. A SWOT analysis combines the external and internal analysis, it allows a company to focus on what to do about threats and how they can overcome highlighted weaknesses. Conducting a SWOT analysis forces a company to think about their company in a whole new way.
	Advantages
	Disadvantages:

	· Simple to use framework
· Provides a company with a clear view of its strengths and weaknesses, allowing them to focus on them to meet business objectives
· Allows a company to review its weaknesses and a chance to review and reverse them
· Helps a company to recognise its threats and take the necessary action to avoid or minimise their impact.
· Can help a company to recognise opportunities and explore this further.
· Provides a company with information so that they can update their business plans

	· Some users over-simplify the amount of data used for decisions – it is easy to use scant data.
· Needs to be done on a regular basis to be effective.
· There is no weighting factors, a company can't rank any of the factors they have to sit in their defined section 
· For best results, different opinions and perspectives should be involved.
· Subjective data, the data reviewed is bias of the individual who collected it, and could be wrong.
· It is a one-dimensional model and the problem could sit in more that one box, which is not possible, so focus would only be on one section.
· Hard to anticipate changes or developments that may affect a company.
· It lacks full information, so critical information may be missed.



[bookmark: _Toc534809399]Porter’s Five Forces was created by Micheal E Porter of Harvard business school as a simple to use framework that allows a company to assess and evaluate its strength and position within the market.
The theory is based on the five forces that determine the competitive intensity and attractiveness within a market.  It will help to identify where the power sits in a business situation.  It will give a company an understanding of its strength and position in the current marketplace and help identify other areas for them to move into.  By using this theory a company can identify areas of strength and highlight its weaknesses and help try and avoid mistakes. 
The five forces are:
· Supplier Power
· Buyer Power
· Competitive rivalry
· Threats of substitution
· Thread of new entry
[image: ]
Figure 1 – Porter’s Five Forces 
Five forces analysis will help a company to fully understand the factors affecting profitability in their specific industry, it can help to inform decisions relating to: whether enter a specific sector, whether to increase capacity in a specific sector and developing competitive strategies.
	Advantages
	Disadvantages:

	· Easy to use tool
· Can be completed as an individual or as a team as long as they have the right knowledge of the item that is being looked at.
· Provides a framework for a company to work from.
· Help identify competition in an industry and allow the company to focus on that.
· Can be used with other analytical tools, this tool gives the external situational analysis.

	· You can only list factors that are favourable or unfavourable, does not give a mechanism for determining which is the best factor and what is sustainable.
· Seems to work best if you are a profit-oriented company.
· Doesn’t take into account new situations and requirements.
· You have to have knowledge of the sector to use this tool




After looking at the three different tools, the PESTLE and SWOT compliment each other, PESTLE should be completed and then the SWOT can be pulled from the information that has been identified.  The Porters Five Forces tool allows a company to see where they sit against their competition so it is a tool that compliments the other two but is a standalone tool.
[bookmark: _Toc534809400]Section 3. 
Understanding the internal and external factors that affect a company is vital to help to keep a company thriving.  All companies have internal and external factors that affect them.
Below is a diagram that gives examples of some external and internal factors that can affect an organisation.  
. [image: ]
Figure 2 – Internal and External Factors that can affect an organisation (Issac, 2018)
[bookmark: _Toc534809401]Internal factors 

Internal factors are associated with resourcing and well-being of a company including its financial health. When looking at these internal factors a company needs to identify its strengths and also its weaknesses.  The internal factors can affect how a company achieves its objectives, the strengths will have a positive impact on a business, and the weaknesses could have a harmful effect.
Human Resources 

Companies should pay particular attention to their employees, they are the heart of the company and are essential to its success.  A company needs to focus on the full journey of an employee:-
· From hiring  
· Induction and onboarding 
· Ensuring that reviews happen on time
· Annual appraisals of their performance and training requirements 
· Through to employees becoming promoters of the company outside of the company
Human Resources also need to make sure that job adverts are engaging and that the company is seen as an employer of choice within their marketplace, so it is important that existing employees are happy and listened too. The company needs to have a good benefits package appeals to existing employees and new applicants. Training requirements should also be assessed at least once a year, even if the company is in a difficult financial situation they should have a budget available for staff training each year.
Financial Strength
This is a major factor for a company, this influences everything they do.  If a company is short on money they will struggle to implement any changes, this can also have a massive effect on staff morale as budgets could be cut to help elsewhere in the company. Finance is key to every part of the company if interest or business rates were to raise the company needs to ensure that they have budgeted to allow for this change.  It is also critical to have a healthy pipeline of opportunities, a company shouldn’t rely on just one customer to provide their cash flow as if they were to lose that customer the company could shut down.
[bookmark: _Toc534809402]External factors

The external environment are factors that are not something a company can control, they have no say over what their competitors are doing, any changes to the law, or general economic or political changes that are introduced. It is critical that management have control over how they react to these changes as well as checking and monitoring them over a period of time.
Market (Competition)
It is very unlikely that any company doesn’t have competition, so a company needs to be prepared to have competition as well as go up against them.  Whether starting a new company or releasing a product you are going to be up against already established companies that have experience in the sector they are looking to move into.  Once established the company will also need to be prepared for their competition trying to move in on their customers. This is a constantly changing factor in the external business environment, competitors will come and go, they will also change their marketing strategies to offer products and review their prices.  It is important that companies are aware of their competition and that they monitor changes in the marketplace to ensure that they are still competitive.
Political
Any changes to a Government policy can affect a company, they can have a huge effect.  For example, any changes to a law that the Government has passed at times can be well discussed and the company has time to prepare and implement them.  However, some changes happen without warning and can catch a company off guard.  Some companies depend on government financial assistance, however, when there is a change in leadership, funding assistance can be pulled very quickly.  Brexit will have a major effect on business and how they trade, companies need to be prepared to pay higher costs to buy for productions and deliver their goods to their customers.   



[bookmark: _Toc534809403]Section 4. 
The Rational Planning is about having a planned strategy, it’s usually put in place by the senior management team and then pushed down.  It will be very detailed and can be a complex process that can take a period of time to put in place.  
It consists of these four main steps:-
	Strategic Analysis
	A PESTEL or Porters fives forces should be completed to analyse the external environment.  A SWOT can also be completed, this usually follows a PESTLE analysis.

	Strategic Choice
	Models such as NPV, IRR and payback evaluation can be used to identify which strategic option to take.

	Strategic Implementation  
	Consideration of policies and strategies and whether to implement to all areas of the business or just some.

	Strategy Evaluation and Control 
	Ensure measurement of the performance against the set objectives is being recorded.



While there are advantages to employing a planned strategy,  for example providing a clear framework and strategic direction, it can also be criticised for the amount of time and commitment it needs.  Companies need time to complete the stages, and by the time they have completed the planned strategies, they may have already become out of date. This can be a high-cost task and take up staffs time whilst this process is taking place.  The company could end by being constrained by the planned strategies and not adapt to make the changes within the company. 
Emergent Strategies – these are more inclined to be used in dynamic and fast-paced industries for example high tech companies, where threats can appear out of nowhere and a company needs to be able to respond and adapt quickly. These emergent strategies usually emerge from the normal business, they are not planned ones. They occur from specific threats an example of this would be a competitor introducing a new product that could affect the companies place in the marketplace.
Emergent strategies can be combined with planned strategies, by bringing a planned and emergent strategy together is known as “crafting”.
Incrementalism strategy – this is a short term strategy based approach that is usually employed by smaller companies who can’t undertake the full strategic planning process.
The strategy is constantly adjusted and developed by making a series of small changes to reach the overall strategic direction.
This strategy is used a lot within the public sector as there are lots of different stakeholders that need satisfying, it becomes a much harder and longer approach for bringing in planned strategies. 
HR and the role they play in strategic planning

It is important that HR has input in strategic planning of a company, they are not just there to resolve employee issues, they should be involved from the start to have an input in the planning process.  
They should be involved in these steps:-
· Strategy formulation – this is where the vision and mission statement are defined. The HR role is about providing direction, coordinating and provide a framework to work towards and allocate the correct resources. They will be involved in the SWOT anaylsis, creating objectives to achieve this strategy.
· Strategy development – this is where a thorough analysis of factors inside and outside the company are looked at. The HR role will be able to provide data from internal and external resources that will allow analysis to happen.
· Strategy implement and evaluation – goals are set and these can be measured against.  HR role is to evaluate how well the change has gone, the measurement should have been put in place to allow them to measure its success as well as compare against previously set goals.  This could be achieved by HR running surveys to gain feedback on the change, and then communication this back to the company or team that was working on the change.
[bookmark: _Toc534809404]Section 5. 
Over the last few decades, the HR department has become integral to a company. Around 20 years ago, a company would have had a Personnel Department and their focus was purely to look after the employees, this has evolved over the years and the HR team are now involved in making decisions in the way the company is run and how the company is portrayed to the outside world. (Subburaman, 2016)
The HR team strategically manage recruitment,  interviewing, training, employee benefit packages and review process within a company.  It is important that this HR team collect and review data on the areas of the company they work within so that they can review, provide insights and make suggestions for change, and provide solutions for the management team to consider. (CIPD, 2018)
Data analysis is critical and should be done on a regular basis, analysis can be done on any aspect of activities the HR team are involved in.  The data will help the HR team to make better decisions as they will have informed information.
[bookmark: _Toc534809405]Examples of HR data that can be collected and reviewed

Key Performance Indicators (KPI) – are used throughout the HR role, these can be used internally or externally to draw data, below some of the data a company would monitor/review KPI’s on (Vulpen, 2017):-
· Reviews / Annual appraisal – SMART objectives should be set for employees, these need to be continually reviewed and adjusted if necessary.
· Recruitment – Time to fill a role, a company should look to reduce the time taken to fill a position, this can be easily tracked from time of job advert, interview, to placement, the aim is to record and improve the time it takes.
· Budgets – this can range from managing the recruitment cost through to capturing absences costs to the company, the HR team should track all cost and compare to previous months/years records.  
· Satisfaction – this is an internal and external measure - online surveys can be shared and results can be recorded and compared against previous survey results.
Service Level Agreements (SLA) – are used internally and externally within a company, within HR role SLA agreements would be used to provide a guide to how quickly the HR team responds to requests or actions.  The purpose of an SLA is to describe the services they provided and the quality standards that a company has agreed to and should be adhered to.
Recruitment Service Level Agreement is a typical policy a company will have, at each stage of the recruitment process there will be a set activity, an explanation, and an SLA target.  The SLA target is usually monitored in hours or days as a marker that can be measured against.
Steps in a recruitment process that could be measured against in an SLA  are - job advert received, job advert posted live, applications reviewed, shorting listing, interviews arranged, candidates selected, candidates rejected, salary agreed, offer made, references completed, start date and contract issued to the new employee.
HR Scorecard - is a way for HR to position themselves as a strategic planning partner with the management team of an organisation.  The HR Scorecard purpose is to provide a way for the HR team to measure the effects of the companies policies against the financial performance of the business.  
It is described as a roadmap that has been designed to embed the HR system within the companies overall strategy and manage the HR architecture as a strategic asset. Robert Kaplin and David Nortan created the original Balance Scorecard in 1993, this management tool didn’t have enough focus on the human element so this lead to the HR Scorecard being created by Brian Becker, Mark Huselid and David Ulrich in 2001 (Becker, Hudson & Ulrich, 2001)
The Scorecard process involves these steps:
· Define the business strategy
· Build a business case for HR as a strategic asset
· Identifying the HR deliverables and map these
· Align HR architecture to the HR deliverables
· Design a strategic HR measurement system
· Implementing management by measurement
The HR Scorecard helps companies to successfully implement change in a straightforward way.  
Outcomes a company can expect:-
· Allow for better allocation of time and money spent on human resources
· A better chance of implementing the overall strategy
· Productive and committed employees
· A competitive company and increased shareholder value
[bookmark: _Toc534809406]Managing changes in the company 

Change is vital to any company, however, some changes are not always embraced by staff members.  People don’t like change because it takes them outside of their comfort zone, as they think they won’t be able to adapt and this could put their job in jeopardy.  It is important to think about the impact on the company in the long run and iron out the issues as quickly as possible. Changes help to keep the company current, by keeping up with the latest trends for example technology, means a company will attract new customers as well as maintain current customers.
Lewin’s Model (Mind Tools, 2018) is a widely used tool for when a change is needed, a company can use this phased approach to allow them to break down the stages in the process:-
	Phases
	What needs to happen

	Unfreezing
	This phase involves identifying and dissecting past experiences which have become ingrained in the company’s culture, at this point you are looking to gain an employee acceptance to the change. If this can be managed with as little resistance as possible the next phase can begin.

	Changing
	This phase requires employees to replace previous behaviours with new ones, this could mean re-training staff members.

	Refreezing
	This is the final step in the process, the new behaviour needs to be used and measured to ensure it is successful



The role of HR team is to ensure that they are involved with any welfare changes that will affect the staff, they should be involved throughout all stages of the above, they should be well for each stage.-
	Stages
	Their role

	Unfreezing 
	· Understanding what the change that needs to happen
· Planning the change, setting a timeframe to work too
· Face to face meetings with employees to discuss the change and how it might affect them.
· Working closely with employees that are reluctant to change
· Provide options such as redundancy for employees that don’t want to change
· Being prepared for questions, this will involve them thinking and preparing answers for questions that staff will raise

	Changing
	· Implementing the change
· Face to face meetings with employees allow HR to see how our employees are reacting to the change
· Arranging training for any new process that needs to be introduced
· Monitoring timescales to ensure all training is completed in time

	Refreezing
	· Now that the change has been implemented HR need to measure the change, this will include employees and customers satisfaction so that they can report back to the board.


[bookmark: _Toc534809407]Section 6. 
[bookmark: _Toc534809408]HR Benchmarking

Allows the HR team to measure and compare the companies policies and practices with other companies.
It allows the company to measure areas such as these:-
· Recruitment and retention
· Absences
· Salaries
· Benefits Package
· Performance Management
By measuring these allows a company to be competitive within their marketplace, it is important to keep a focus on the areas that are important to the company and avoid benchmarking everything they do.  Ideally, stats call be pulled from HR systems but sometimes these need to be manually pulled together. Once data has been collated it can then be compared, however, it is important that relevant companies are picked to compare against. Benchmarking can also be done internally from department to department, it can be good to compare a sickness record of one team against another and then dig into why there may be a higher rate in one team.  Regardless of benchmarking internally or externally, it should be seen as a performance measure it won’t give you all the answers but will allow you to start looking into it. (Today, 2002). There are many places where statics can be pulled to allow a company to see where they compare in the market place, the Office of National provides information on absence rates reported. (ONS, 2017)
[bookmark: _Toc534809409]Research 

There are plenty of research reports and articles written and widely available on the web for HR teams to read and learn from.  Deloitte release survey each year to help identify trends, it is important that these surveys are observed as they will help the HR team look at how their company is currently running and what will need to change.
Deloitte survey that was contacted last year and was completed by 11,000 business and HR leaders across 124 countries, and this report revealed that there were 10 areas a business needed to focus on, this included introducing better organisation, management, staff development, and alignment.  
By reading the researched information will allow a company to be prepared, they will be able to have responses and actions that they can act on very quickly. (Deloitte, 2018)
[bookmark: _Toc534809410]Government Information
All government produces official statistics these provided both quantitative and qualitative information on all areas of peoples lives, such as economic and social development, health, education, and living conditions.
Almost every country has at least one government agency, which pulls together data that is shared.  The bulk of the data is normally called official statistics, these will contain objectives and be easily accessible, these are normally produced regularly which is good as it allows for measurement in change.
In the UK the Office for National Statistics is a good site to see official statics for recognised national statistical institutes within the UK. (ONS, 2018)
This site has stats for:-
· Business, industry, and trade
· the Economy
· Employment and labour markets
· People, population and community
[bookmark: _Toc534809411]Comparing the Company against Competitors

It is important to compare the company against its competition, it will allow a company to identify its strengths and identify the weaknesses of the competition.  Having this information will allow a company to put itself in a better position, whether this is from a recruitment point of view or a new sale where the company is up against a competitor.  By having this information individuals are able to make a more informed decision about whether to work with the company.  This will require research and writing skills to bring together a report.
	Steps Are:-
	· Define who your competitor is, they need to be in the same sector as you and are selling a similar product and services. It is pointless comparing yourself to a company that is not in the same circle as you.
· Research them, find out what they do, how they achieve it, and what they charge for their products and services, also do they have aftercare services available.
· List the company’s strengths and weaknesses and do the same for the competitor
· Create and list and tables and capture them all, includes stats and figures that can then be translated into a written document.
· Once you have completed all the above steps combine this research, lists, and tables into a single document.  It is important that it is well written, engaging and highlights your own strengths and the competitor’s weaknesses.



[bookmark: _Toc534809412][bookmark: _GoBack]4. Conclusions 

The HR role will continue to evolve over time, it has changed so much over the last few decades. More focus needs to be on strategic initiatives, talent attraction, staff developments including succession planning and strategic workforce planning. 

This is a changing world so the HR team needs to ensure that they are monitoring and actively keeping up to date with the changes. Keeping ahead of the competition will help with staff retention and also the attraction of new talent.

With Globalisation brings diversity in the workforce it is important that HR team understand the needs of employees and meet their expectation within the workplace, so this need to be continually reviewed.

With Brexit happening any day now we will see major changes, HR team need to be prepared and ready, as mentioned previously there could be time to react and put changes in place, but the HR team need to be to react instantly to the changes this will bring.  

By using all of the tools that are available and mentioned in this report will allow the HR team to can pre-plan for future changes and prepare themselves for the changes.
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