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1. [bookmark: _Toc503461827]Introduction

This delegate pack has been created to support a CIPD event on ‘The evolving role of HR in the contemporary business world’.  It includes a paper for inclusion which focuses on key aspects of business issues and the contexts of human resources.

It provides an analysis of the key forces which shape the HR agenda to include, models of the HR function, strategies, insights and solutions to support business performance, ethics and accountability.  It focuses on different tools used for analysing business environment and focuses on the internal and external factors that impact business and HR function.

It describes many tools used in strategy formulation and evaluating the business and change management processes.  The content has been detailed using various methodology approaches and sources are referenced throughout where appropriate.
 


2. [bookmark: _Toc503461828]Key forces that Shape the HR Agenda 

The role of HR is evolving, to support the delivery of the organisations’ strategy and objectives through to business performance, business ethics and accountability (Wilkinson & Taylor, 2016).  According to Farnham (2015a) there is no generally agreed framework for understanding the HR function, only competing models.  This view is supported by CIPD (2015), who believe that there is not only one model for delivering HR.  Farnham (2015b) believes that the changing roles of HRM and HR practices have affected some key aspects including;

· HR functions,
· It’s links with performance,
· HR and line managers,
· Outsourcing HR,
· Ethics and HRM and 
· HR strategy 

HR has swiftly moved from ‘personnel’ to more strategic HRM over the years.  According to CIPD (2015) the role of HR must evolve to play a greater part in developing organisations future in light of; skills shortages, change in workforce demographics, technology and globalisation.  There are many operating models which shape the HR agenda, which may differ in definition leading to the question of “what will the HR function of the future look like”?

It is believed that different types of organisations have different objectives and therefore no HR function is the same.  Priorities for private sector organisations will be different to those in the public sector and therefore the HR teams may be structured in a different way (Wilkinson & Taylor, 2016). Many HR functions are outsourced or ‘shared services’ whilst others can be just one individual, depending on the size of the organisation.   According to CIPD (2015) the organisation should be looked at before the HR function is defined.  This is by firstly focusing on the organisational strategy and then looking at whether the HR strategy sits in line with this.  Some key forces which shape the HR agenda are clients, process and capability and these should also be looked before the HR function is shaped (CIPD, 2015).

Wilkinson & Taylor (2016) believes that it is vital for HR to take an ethical approach in all its actions and that ethical practice can improve business performance.  Ethics set out fairness and deciding right and wrong which is key for the HR function and what they stand for.  Whilst the HR function must be aligned with strategy, the HR strategy must be ethical to support the performance of the business and set out to look at insights and solutions to support accountability. 

2.1 [bookmark: _Toc503461829] The Ulrich Model 

[image: Image result for david ulrich 3 legged stool]There are models based on ‘soft’ and ‘hard’ HRM.  Soft HRM refers to employees being the most important asset in the workplace and hard HRM describes employees as being more ‘resources’ (INITIATIVE, 2014).                                                        

                    Figure 1 – The Ulrich Model (Google, 2018)

David Ulrich created a model known as ‘three-legged stool’ which is a model for HR service delivery (Wilkinson & Taylor, 2016).  The model is split into three areas as referred to in figure 1. 
The ‘three-legged stool’ approach has since been revised to incorporate four key roles which he believes make an organisation effective and friendly to employees.  He believes that HR roles and the function should be built around this four-way approach (Slideshare.net, 2013).  Refer to figure 2.

Figure 2 – David Ulrich Revised Model (Google, 2018)
[image: Image result for david ulrich 4 way model]













According to simplyguidehr (2018) the model is about setting the basic roles of the HR function and supposedly brings enormous results which come from good feedback from managers about the job  Human Resources do. Whilst this model may be effective and work well in some organisations it may not be the best fit for others.

3. [bookmark: _Toc503461830]Strategy Formulation and Implementation 

[bookmark: _Toc503461831]3.1 Formulation 

Taylor & Wilkinson (2016) refer to three basic alternative approaches to strategy formulation which are adopted by organisations, these consist of;

Table 1 – Three basic approaches 

	1) Rational/classical – related to the more classical approach whereby line managers take a lead on reviews of the internal and external environment to determine the goals and objectives of the organisation.

	2) Emergent/logical incrementalism – this approach is not planned months or years in advance but each step taken is logical and consistent.  This is slightly different to the rational approach as it relies on staff throughout the organisation to ensure that the objectives are met by dealing with things as they arise.

	3) Symbolic/radical – this approach is opposite to the above (1&2) and suggests that “trial and error” is the best approach by trying things as they go along or sticking to things that work well.  It also suggests that the strategy is formulated retrospectively and tailored to what fits best within the organisation. 



It is apparent that each of these has a different approach to strategy formulation and what steps should be taken when implementing strategy.  MindTools (2018) believe that there is “no point in developing a strategy that ignores competitors‘ reactions or doesn’t consider the cultures and capabilities of your organisation”,  

The approach from the HR perspective to strategy is that it is more important to define the strategy and implement it rather than how it is formulated which is more the rational/classical approach (Taylor & Wilkinson, 2016).  The role of HR in strategy formulation and implementation is to ensure that the HR strategy aligns with the organisational strategy to be successful.  Once the HR strategy has been implemented, it is then the responsibility of HR to ensure that policies and procedures reflect this. 

[bookmark: _Toc503461832]3.2 Models of Formulation 

There are many contingency models that refer to the key formulation of strategy.  Henry Mintzberg is referred to being the “most influential thinker in this field” Taylor & Wilkinson (2016).  He believes that the approach to strategy formulation can be different for different organisations and can vary over time.  
[image: Image result for 5 ps]
Figure 3 – The 5 Ps Strategy (Google, 2018)

Mintzberg created a model known as ‘The 5 Ps of Strategy’ whereby each of the ‘Ps’ symbolises a different approach to strategy (MindTools, 2018).

HR contribute to each stage of strategy formulation ensuring that they maintain business ethics and accountability – below is a description of HR’s role at each of these stages using the 5 Ps model.



Plan 
Planning can be done through a range of methods including brainstorming and using various tools to identify aspects of the business.  HR strategy is formulated in line with the organisational strategy which therefore makes it essential that the planning process is undertaken.  HR contribute to the planning process in order to ensure that strategies are a success and whether the objectives are reasonable and ethical throughout the organisation and reflect that in policies and procedures. 

Ploy
This element is all about competition and ensuring that the business is “one step ahead”.  For HR this would mean ensuring that talent planning steps are in place to make the company more competitive for employees as it may open more opportunities. 

Pattern 
This focuses on the patterns that are happening within the organisaiton and what works best for the business or what changes can be made.  It is about flexibility and doing the right thing which is key for HR to consider when implementing strategy as it must be able to work in practice which according to Wilkinson & Taylor (2016) is one of three core elements of ethics; fairness, deciding right and wrong, and the practices and rules which underpin responsible conduct between individuals and groups. 

Position 
This looks at how the business positions itself in the market and what is the best fit for the organisation whilst maintaining consistency.  It looks at how you align your organisation with the environment which again can be done by undertaking analytical tools described in section 4.  It is about understanding the bigger picture which is exactly what the intention of HR is.  HR’s contribution in this aspect would be ensuring that robust performance management systems are placed in order to identify the skills of the workforce and whether the way in which things are done remains the same or need change.

Perspective  
Following on from the position model, perspective links slightly by focusing on the culture and patterns of behaviour within the workforce.  HR is responsible for ensuring the maintenance of ethical standards linking to employer reputation and brand (Wilkinson & Taylor, 2016).  In addition to this, they must ensure that the employment relationship is maintained and that they are engaged in the business.  

[bookmark: _Toc503461833]3.3 Business Ethics and Accountability

Business ethics is described as the “application of ethical values” which incorporates fairness, honesty, openness, and integrity towards the behaviour within the business (CIPD, 2017).  It focuses on all aspects of the business including, employees, customers, suppliers and the wider picture to ensure fairness and respect and forms a major part of strategy and the formulation and implementation.  As identified in 3.1, HR must take an ethical approach to formulating a strategy at each stage.  Strategy must be aligned with policies, codes of conduct and practices as well as training which should all set out accountability with an ethical approach. 

For example; Taking the ‘perspective’ approach to strategy formulation is about maintaining a culture within the organisation and by achieving this you must act ethically towards employees and set out their responsibilities so that it is fair that they know what is required of them in achieving the objectives and goals.

4. [bookmark: _Toc503461834]Tools for Analysing the Business Environment 

Analysing the business environment can be done by using strategic tools which organisations use to identify both internal and external factors affecting the organisation.  There are many analytical tools which businesses use to help understand their organisations’ environment in supporting the implementation of strategy  (NIBUSINESSINFO.CO.UK, 2018).  According to Grant (2016), the task of business strategy is to determine how the business will deploy its resources within its environment to satisfy long-term goals and how it organises itself to implement strategy.  He states that strategy is a link between the firm and the external environment which supports the need to undertake analysis tools.  

4.1 [bookmark: _Toc503461835] Different Tools used to Analyse the Business Environment 

There are many different tools used to evaluate the business environment depending on what analysis the organisation wishes to focus on.  There are tools which focus on the external factors, identifying any potential threats to the business or tools which focus on the internal factors only, identifying the strengths and weaknesses of the business.  Other tools focus on the businesses competitors to gauge the probability of the organisation (Villanova University , 2018). 
Whilst there are many commonly used tools which focus on different aspects of the business, overall, they all focus on evaluating the business to support strategy and business goals.  The following sections provide an overview of three different tools commonly used, PESTLE, SWOT and Porters’ Five Forces which can be applied to all organisations including those in the private and public sector.  When businesses undertake an analysis using these tools, they will usually use more than one in order to support the outcomes, for example, SWOT focuses on both internal and external factors and therefore it is good to undertake a PESTLE analysis to ensure that other external factors are considered (MindTools, 2018).  According to Villanova University (2018), one of the common challenges organisations face is knowing the right tools to use for the right purposes.
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[bookmark: _Toc503461836]4.1.1 PESTLE 

PESTLE is a tool made up of six factors which analyse the key external factors impacting the organisation.  Figure 4 below provides an example of the types of things likely to affect the business when analysing each factor against the organisation.  It helps organisations to understand the potential risks that could impact on their business to support strategy and help influence business decisions (CIPD, 2017a).  It is a successful tool which has been used for many years and has evolved from the original term PEST, whereby Legal and Environmental were added in the mid-1990s to create PESTLE (Kew & Stredwick, 2016).
Figure 4 – Definition of PESTLE 

Whilst this is a successful tool used to identify the key factors affecting the business, it is advised that organisations plan the process with consideration to ensure an effective outcome.  This tool can be used for many planning situations such as marketing, workforce, and product planning as well as strategical (CIPD, 2017b).  



[bookmark: _Toc503461837]4.1.2 SWOT

SWOT is a tool used to analyse the internal and external factors within the organisation to support business goals or projects within the environment of the business.  It can be used in many situations or simply just to gain a better understanding of the organisation (CIPD, 2015a).  It is a tool which focuses on four key elements encompassing both internal and external factors to maximise opportunity and minimise threats and “carve a sustainable niche in your market” (MindTools, 2018).  SWOT is typically undertaken alongside other wider tools such as PESTLE (CIPD, 2015b).  Figure 5 explains each element of the SWOT analysis tool and what factors you would need to consider;
Figure 5 – SWOT Analysis 

















The SWOT tool is designed to achieve a quick analysis whilst maintaining a ‘realistic’ and ‘rigorous’ approach to ensure an effective outcome (CIPD, 2015; MindTools, 2018).  SWOT is a very commonly used tool within the business industry which has been adopted for decades.  According to Sarsbury (2016), the SWOT analysis could claim to be one of the most widely used strategy tools in modern times.     
[bookmark: _Toc503461838]4.1.3 Porters’ Five Forces

Porters Five Forces was created by Harvard Business School Professor Michael Porter in 1979 and aim to help understand the competitiveness of the organisation and identify the strategy’s potential profitability (MindTools, 2018a).  The five forces are built on the competitive environment and the specific factors determine whether the business is profitable or who obtains the most power.  Porter believed competitive forces and overall industry structure are both crucial for effective strategic decision making (Martin, 2017).  It is advised that each of the forces is looked at individually to determine potential risks (MindTools, 2018b).  Figure 6 illustrates what each of the forces stands for and a definition of what should be considered when analysing each of the forces;
[image: ]Figure 6 – Porters’ Five Forces (Google, 2018)
Rivalry in the Industry (competitive rivalry) – focuses on the strength of your competitors, consider who they are, how many you have and how their products compare to yours.
Power of Suppliers -  how much power your suppliers have.  How many do you potentially have and can price be affected?
Power of Customers – how many buyers do you have and how large are their orders.  Is it easy for them to switch to a rival competitor?
Threats of new entrants – new competitors joining your market, how easy is it for them to do this and the costs associated. 
Threats of substitutes goods – the possibility of your customers finding an alternative way of getting the service/products you provide. 
Taking consideration of each of the forces and reviewing them each individually helps the business to identify what strategic changes needed and how to make profit long-term whilst still maintaining the competitive market (MindTools, 2018; Martin, 2017). 

















[bookmark: _Toc503461839]4.1.4 Advantages & Disadvantages of using Analytical Tools 

Table 2 – Advantages & Disadvantages of using the three different tools
(CIPD, 2017; CIPD, 2015; Sarsby, 2016; Kew & Stredwick, 2016; Michaux & Cadiat, 2015)

	
	Advantages
	Disadvantages

	PESTLE


	· Simple framework for understanding of the business environment 
· Minimise the impact of future threats
· Develops external strategic thinking 
	· Risk of too much data 
· Pace of change could make it difficult to make progress
· More timely 

	SWOT



	· Simple framework / easy to understand 
· Helps to focus on strengths and opportunities
· Develops strategic thinking 
	· Needs to regularly be undertaken to be effective
· Can be too vague and broad 
· Data may not be accurate – based on assumptions 

	Porters Five Forces



	· Understanding of the industry & how changes affect profitability 
· Identify factors influencing the sector

	· Determining what industry is the same
· Focuses on the past and not the future
· Some of the forces may outweigh the others 



[bookmark: _Toc503461840]4.1.5 Comparison of the Tools 

Summarising the advantages and disadvantages of using the different tools, it is evident that each of the tools is simple frameworks for identifying the key aspects of the business environment to support strategy.  Each is based on different frameworks and look at specific factors.  According to MindTools (2018), Porters’ Five Forces is a powerful tool for understanding the competitive market whereas SWOT is useful for identifying strengths, weaknesses and any potential opportunities and threats.  In contrast with this, PESTLE focuses on the factors influencing the organisation from outside (CIPD, 2017). 

Whilst each of the tools has some strong advantages and have been commonly used by businesses for many years, there are also some disadvantages as shown in table 2.  Whilst there are many advantages to using SWOT, being used alone can lead to information being vague therefore it is good practice to carry out a PESTLE analysis alongside this to look at the impact of external factors more widely to support the opportunities and threats (CIPD, 2015).  Porters Five Forces is also commonly used to support a SWOT as it focuses on the competitive market which is a major factor linking to threats.  Whilst PESTLE also focuses on the external environmental aspect, Porters focuses on the competitors.  

4.2 [bookmark: _Toc503461841] Factors Impacting on Business and the HR Function

Factors impacting on the business whether internal or external have a contribution to impacting on the HR function.  In conjunction with the PESTLE tool, Kew & Stredwick (2016) demonstrates the impact of factors on HR, for example, social factors and how demographic changes influence the need for HR to engage in flexible working activities.  Henderson (2017) refers to a report conducted by CIPD from ‘Best to Good Practice HR’ which stipulates trends that would impact on work and the HR profession which includes external factors as those identified through PESTLE.  He refers to the increasing use of technology and how it will impact on the business by an increased demand for a job requiring high-level cognitive skills and HR would need to retrain staff to combat skills.

[bookmark: _Toc503461842]4.2.1 External Factors 

A brief PESTLE analysis has been undertaken for the NHS to provide an example of the types of factors likely to impact and how they influence the decision making of implementation of strategy.  

Table 3 – PESTLE Analysis for NHS
	
	

	Political
	· BREXIT – foreign workers 
· Funding cuts 

	Economic
	· Cost of living increases
· Wage increased – NMW / Living Wage

	Social
	· Aging workforce 
· Pressures of health board – work-life balance

	Technological 
	· Streamlining of systems impacting admin staff
· Social media – negative view of NHS
· Code of conduct for staff 

	Legal 
	· Changes to HSE Law
· GDPR – data protection changes  

	Environmental 
	· Medical disposal waste
· Recycling 














Technological 

Appendix 1 provides a snapshot of the NHS Data and Information Strategy which is a five-year plan aiming to have all data available and accessible in a timely manner (NHS, 2016).  Based on this strategy, technological external factors are more importantly those likely to have an impact on this.  Technological factors focus on new interventions or innovations, the speed of technology transfer and the development of systems (Kew & Stredwick, 2016).  The impact for the business is that with the forever change in technology, there is a pressure on the NHS to keep up with modern standards to ensure that they provide the best possible service.  Lack of systems, money, and expertise could cause problems with achieving the aim of the strategy and technology can move so swiftly and there would be less need for administrative staff.

These factors impact the HR function as there would be a demand for specific skills and expertise to support new electronic systems.  HR would be required to undertake a review of the skills sets of the current workforce and look at multiskilling and retaining of employees (Kew & Stredwick, 2016).  Whilst staff are still required to be involved in the implementation of new systems, in the long term, it is likely that HR would need to consider redeployment/redundancies as streamlined systems are likely to require less staff.
Legal 

Legislative changes can impact on all organisations regardless of the industry.  NHS adhere to many legislative requirements from HSE standards to Data Protection.  By undertaking a PESTLE analysis, it identified recent legal factors that will impact the business.  NHS hold large amounts of confidential information and are required to comply with the Data Protection Act 1998.  The Act is tightening up on duties with effect from May 2018 whereby they have introduced the GDPR (General Data Protection Regulation).  The aim of GDPR is to change organisations attitude towards data privacy in light of digital age (CIPD, 2017a).

With the NHS being such a large organisation holding personal data, the changes to the Act will affect the data and information strategy as organisations now need to review how they hold, collect and process personal data as well as communicating (CIPD, 2017b).  Given the implementation date, this is going to have a large impact on the NHS in order to ensure compliance which will require additional resources costs and could face the future risk of breach of the Act.  The privacy of data will also need to be built into the daily jobs of each employee ensuring compliance.  In light of the data and information strategy which aims to make data more accessible (NHS, 2016), the GDPR may positively aid this due to the requirements of ensuring that large organisations keep clear and easily accessible records. 

According to CIPD (2017c) “GDPR aims to bring about a culture shift and HR’s role in this will be key”.  The impact of this on HR function is going to see changes to policy and procedure and educating the current workforce on the changes.  HR will be required to provide training to staff and ensure that all employees / new employees are fully aware of their roles in complying with GDPR.  HR will also review changes to personal data of employees and patients and ensure that robust systems are implemented.  Whilst these changes have a big impact on business, the HR function has the main key role to play in the implementation and continuing compliance.

[bookmark: _Toc503461843]4.2.2 Internal Factors 

Internal factors impacting on the business can be identified by undertaking a SWOT analysis.  To demonstrate how the internal factors affect the business and HR function of an organisation, a SWOT analysis has been conducted on the NHS.  Figure 4 provides information on the internal factors likely to affect the NHS based on the strengths and weaknesses.

Figure 7– Strengths and Weaknesses of NHS


















It is evident that the NHS has some strengths and weaknesses, which can all lead to factors impacting on the business and HR function.  According to Kammar (2018) there are six main internal factors which impact on the HR function to include; 

· Mission
· Policies
· Organisational Culture
· Organisational Conflict
· Organisational Structure 
· HR Systems

Staffing Issues 

Staffing issues can have a massive impact on business as well as the HR function and lead to a change in organisational culture.  Focusing on the SWOT analysis which identifies internal factors, it is evident that organisational culture can be majorly affected by things such as lack of resources and being understaffed which were identified as weaknesses.  In contrast with this, organisational culture can also be influenced by maintaining employee engagement by offering good employee benefits.  It is believed that reward systems are one of the most important mechanisms HR have in order to motivate employees (HR.COM, 2005). Therefore if internal factors such as lack of staff and long hours are not addressed, this will affect the culture of the organisation leading to the business being affected through possible lack of good customer service or disengaged staff.  The impact on the HR function would lead to possible absences due to workplace stress or lack of staff morale.  HR would need to ensure robust absence management mechanisms are in place and that support is available for staff.




Pay / Employee benefits 

Whilst pay and employee benefits are rewarding, factors such as funding cuts which are external factors likely to impact on internal factors.  Should pay be changed or affected this could cause massive impacts on the business.  The NHS see funding cuts regularly which may lead to capped pay which in recent months has been removed.  This has a massive financial impact on the business and extra funding would need to be granted to cover such costs (Campbell, 2017).  Staff are likely to look for new opportunities should there be uncertainty about pay which impacts on delivering a service and the need for recruitment.  This impacts the HR function as it may result in a large turnover of staff and recruitment processes to take place.  When factors such as pay impact on the business HR play a key role ensuring that staff is communicated with effectively.

5. [bookmark: _Toc503461844]Evaluating Business Performance

Measuring business performance is known as “the set of metrics used to quantify both the efficiency and effectiveness of actions” (Taticchi, et al., 2010).  There are many indicators to help evaluate individual performance and the business performance against overall strategic goals.  There are two types of metrics ‘Strategic Process Performance Metrics’ which focus on whether the organisation is achieving the strategical goals which have been set by senior management and the ‘Process Performance Metrics’ focusing on individual goals being achieved by measuring individual performance (HEFLO, 2017).

[bookmark: _Toc503461845]5.1 Indicators of Measurement 

Key Performance Indicators (KPIs) 

[image: Image result for kpi]Key performance indicators are designed to evaluate your teams’ performance against targets known as ‘process performance metrics’.  They are aligned with the organisations strategy and business objectives and are known for being “vital navigation instruments” which help managers to understand whether the business is successful (Marr, 2012).  They are a quantifiable metric for measuring how well the organisations are doing against objectives and goals.

Whilst KPIs are measured against organisational goals, they are also a good tool for measuring performance of individual teams.  They should ideally be applied at each level within the organisation feeding to the strategical aims (MindTools , 2018).  In order to define effective KPIs, some of the key point to consider are;Figure 8 - (Google, 2018)


· The vision for the future
· What is the strategy
· Organisational goals
· Where should the focus be

The aim of KPIs is to ensure that targets are met by setting goals and measuring them and the terminology ‘what is measured gets done’ reflects this (MindTools , 2018).

The Balanced Scorecard 

The balanced scorecard indicator relates more to the description of ‘strategic process performance metrics’ focusing on improving the performance of the organisation ‘as a whole’, by weighing up financial and non-financial aspects of the business (MindTools, 2018).  The Balanced Scorecard metrics was developed in the 1990s which focuses on four critical areas of measurement – refer to figure 9.  This indicator was once known as a ‘modern’ metric which provides managers with a quick comprehensive view of the of the business (Kaplan & Norton, 2005).  It is more likely to apply to public sector organisations as they generally focus on greater efficiencies.

Figure 9 – Balanced Scorecard definition 
(Google, 2018)

[image: Image result for the balanced scorecard]
















The four areas of measurements consist of one financial measure and three operational measures (Kaplan & Norton, 2005).  The vision and strategy of the organisation should feed into each element of these critical areas and goals should be aligned against each of these measurements.  Once goals have been identified, actions should be agreed and implemented which can align to the KPI metric explained above (MindTools, 2018).

SMART Objectives 
SMART objectives are goal setting indicators which define how you should set out your ideas, use your time and resources and focus your efforts (MindTools, 2018a).  SMART objectives are split into five concepts -  defined in figure 10. 

Figure 10 – Definition of SMART Objectives (Google, 2018)

[image: ]








It is believed that to set clear and concise goals, you should apply each of the SMART acronyms. Each of the steps refers to the goal setting being (MindTools, 2018b);
· Specific – simple
· Measurable – meaningful
· Attainable – achievable 
· Relevant – realistic
· Time-Based – timely 
This metrics is a very easy ‘smart’ tool that can be used by anyone particularly in performance and project management and is even adopted by Human Resource practitioners to encourage personal development (Steffens & Cadiat, 2015). 
[bookmark: _Toc503461846]5.2 HR’s Role in Business Planning 

The role of HR is forever growing more strategically and there is a requirement for HR teams to align themselves with organisational strategy (CIPD, 2017).  Focusing on the indicators of measurement discussed, they guide all aspects of the business from setting individual goals to team goals and looking at the wider picture.  HR is required to support all aspects of this as ‘people’ are seen to be key fundamentals in organisations nowadays. 

According to CIPD (2017), HR strategies must incorporate both people and business issues and be aligned with the organisation's strategic framework as they cannot drive performance alone.  This is supported by the view that HR strategy forms the core component of business planning for it to be effective (Personnel Today, 2002).  It is evident that HR play a key role in business planning and should have a key role in all stages of the planning process – refer to figure 11. 

  
Figure 11 – HR’s role in planning (Personnel Today, 2002)
[image: ]











These key points indicate how important HR’s role is at each stage of the business planning process. 

[bookmark: _Toc503461847]5.3 HR’s Role in Change Management  

According to CIPD (2017) ‘people management’ and ‘development professionals’ play a key role in change management in today's forever changing society.  HR’s role is vital when managing change and need to be trusted advisors in the process and effectively communicate ensuring that there is always communication between both managers and their staff (Viper, 2015).  According to Wilkinson & Taylor (2016) for change management to be successful, HR must play a vital part in the process.

There are many models of change which emphasise the stages in the change management process.  Kurt Lewin’s change model refers to three stages of change management – refer to figure 12.  The three phases represent the stages in moving forward.  HR plays a key contribution to these changes as they are responsible for the management of ‘people’ who are those able to drive this process forward.  In the unfreeze stage, HR’s focus would be looking at interventions and during the change stage, they would be advising and managing any potential conflict. 

   Figure 12 – Kurt Lewin's Change Model (Google, 2018)
[bookmark: _Toc503461848][image: Image result for lewins change management model]








[bookmark: _Toc503461849]5.4 Data used for Planning Purposes 

Business and contextual data are used to for planning purposes within the organisation.  These are a combination of qualitative and quantitative data which is internal and external and all form an important part of the planning process.  HR analytics is data which includes “HR processes, human capital, organisational performance, and external economic benchmarks” (CIPD, 2017).  Traditional HR data relates to absence and surveys and more modern data relates to technology and insights. 
Benchmarking
Benchmarking is an exercise undertaken to measure the organisation against another within the same industry to compare processes and operations.  Benchmarking helps to identify gaps in the organisation which contribute towards the planning of the business and setting strategic goals (Reh, 2017).  Different aspects of the organisation may be measured for benchmarking and usually is done through data such as surveys.  For example, CIPD often holds reports on absence figures for public and private sector organisations which will provide quantitative data relating to the figures of absence.  This is a good way of benchmarking your organisation to ensure that your business planning aligns with those in best practice. 
Government Data
Government data can be assessed for business planning as it holds a wide variety of data relating to all aspect of business such as environment, business and economy, government spending and society (DATA.GOV.UK, 2018).  The external government information can be utilised to assess the size of the workforce, the pay of employees and even training which play key in business planning for ensuring financial budgets are accounted for as well as the skills of staff through training.
Feedback from staff 
Business data from within the organisation is important, asking for feedback from staff either following training or during an exit interview of those leaving the organisation could be used for planning purposes.  It can help the organisation to focus on any potential change which can be built into either the goals of the organisation or just improving the quality.  Asking for staff feedback following training is key to ensuring that talent planning is fully utilised.  According to ACAS (2018) organisations benefit greatly from understanding how employees feel about important topics and staff are more willing to go the extra mile when involved.  This helps with the planning process as employee engagement is important for ensuring business objectives are met. 
Statistics 
‘Stats’ are another form key business data which can be assessed and utilised for the purpose of business planning.  Figures such as staff turnover, recruitment, and staff absence are vital in business planning for ensuring that the business is retaining staff and carrying out recruitment effectively as well as reducing absence levels and managing attendance. 
6. [bookmark: _Toc503461850]Conclusion 

It is evident that the role of HR is rapidly changing and has changed over the years.  The HR function has become more strategical and HR professionals are required and expected to think more strategically and form an integral part of business planning.  It becomes clear that without an HR strategy, the organisational strategy would not be successful (Wilkinson & Taylor, 2016).
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Appendices 
Appendix 1 – NHS Data and Information Strategy
Our vision for 2020 for data and information is for:
… a health and care system that has all the data and information that it needs, provided in an accessible and timely way, to enable it to provide the best possible services and to achieve world class health outcomes.
This vision reflects the critical role that data and information play throughout the health and care system as we strive to deliver great care. It builds on the NHS Digital vision ‘to harness the power of information and technology to make health and care better‘ by articulating a specific vision for our role with data and information. 
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