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INTRODUCTION
Every organization, regardless of size and type, uses various resources to make the business work. But no matter the industry, one thing in common for all of them is the need for human resource to utilise the capital and make it work for them. 

As a field, HRM has unfolded in a way making its role more critical in organizations. Earlier, HRM activities were more administrative rather than strategic (Singh, 2010). But with time, it has evolved to be one of the most important departments of any organisation. Human resources now have a seat at the table and are part of critical decision-making.

HR has also presumed the task of cultivating future leaders by grooming today’s employees. Today, HRM not only search and appoint talent but also utilise it to its full potential. The main goal has shifted from recruiting to recruiting and retaining.

For an organisation as diverse as Rolls Royce, it’s essential to have a Human Resource Strategy that accommodates various sections of the organisation. And in this report, we discuss the best Human Resource Strategy to ensure the utmost outcome for them.



[bookmark: _Hlk112956128]THE LEGEND: ROLLS ROYCE

A mechanical and electric business owner developed a car attracting the attention of a luxury car dealer, creating a history that stayed alive in the present and is now rolling into the future. Henry Royce, an exceptional engineer, encountered Charles Rolls, a London-based car dealer, in 1904, leading to an agreement whereby Royce Limited would build cars to be exclusively sold by CS Rolls (Our History | Rolls Royce, 2022). 

The establishment achieved great success and, in due course, ventured into various other sectors. The right to use the name Rolls Royce Motor Cars and the marque associated was purchased by BMW in 1998, followed by a complete take-over in 2003.

Currently, the organisation has several operations, defining Civil Aerospace, Power Systems, and Defence as their core operating businesses. 


CHANGE MANAGEMENT 
Change is the only constant. With the economy so dynamic, standing still is beyond the bounds of possibility (Weymes, 2002). Change brings new challenges with it, and to be able to conquer the challenges, flexibility to adapt is a must.

However, every change introduced shall be done with great caution and care. Decorous planning and smooth transition is prerequisite to ensure that the change does not backfires. When this is done by a Human Resource Management Team in an organisational set-up, it is called Change Management.

“Change Management can be understood as the process of developing a systematic plan and scrupulously applying the same to ease the organisation through the transition.”

Change in an organisation can be both internal and external (Sveningsson and Sörgärde, 2019). Rolls Royce, throughout its journey to the legend it is today, has weathered several changes. The Company that started as a motor car company, after over a century, dominates the market in Civil Aerospace, Power Systems, and Defence (FM Link, 2007). It has experienced several internal and external changes throughout its time. And still faces several due to rapid technological development and cutthroat competition in its market.  
 
If the company would not have ensured a fluid transition through several changes it had to go through, the company would have been in shambles ages ago. 



Develop A Change Management Strategy:

To ensure that the passage from the old to the new is unproblematic, the following should be inculcated while formulating a change management strategy.

· The effect of Change on the project scope must be evaluated to determine.
· The impact of Change requests on the project schedule shall be assessed.
· The variation in the project costs due to the Change requests is to be calculated. 
· The quality of the final complete project shall not be affected negatively due to the Change requests (Sminia and Van Nistelrooij, 2006). 
· The need for additional resources, human and other, to aid the Change requests is to be evaluated.
· Communications related to the requested and approved change requests must flow and reach the stakeholders promptly.
· The risk associated with the change requests must be evaluated to determine their gravity and develop an appropriate risk management plan. This ensures that the risk taken is calculated and will not have a domino effect (Laine and Kuoppakangas, 2015). 


A Fluid Implementation 

In an organisation like Rolls Royce, it is important to understand that the quantum of change can never be small. The change, either directly or indirectly, will have an impact on most, if not all. That being so, management will have to understand the resistance to change exhibited by the employees and amicably address the same. 

Having an extensive blueprint to ensure a fluid transition from old to new will ease the workforce in adapting and adjusting. To develop, define, and device a lucid change, the following shall be followed:

	STEP-1: DEFINE CHANGE

	The change to be introduced can be 


	Changes in the internal process
	Changes in the external process

	The change to be introduced might be affecting the organisation either internally or externally or as a whole. To ensure that the employees understand the change and their altered future responsibilities, it’s imperative to define the change in its entirety. 



	STEP-2: BUILD A CHANGE MANAGEMENT TEAM
A change management team will conduct the change management from the planning stage until its actual realisation. During the team composition, it is to be made sure that experts in human resources and the target change area are engaged.



	STEP-3: CHANGE SPONSORS AND COMMITMENT
Sponsors are the people responsible for successfully implementing change in their area of work.  They are obligated with the task to ensure that the mileages of change are materialised.



	STEP-4: THE BLUEPRINT
It is crucial to have a survival plan before jumping inside the pit, i.e. it will be lethal not to have a proper change implementation plan. A fine plan will cover all the relevant aspects of the change process, starting from the planning phase up until its materialisation, including contingency plans to tackle any hidden risks.



	STEP-5: IMPLEMENTATION
Implementation is the stage of actual execution. Now the organisation walks the talk. To ease the employees through the procedure, it is advisable to implement the plan in stages. It will also help the team to get timely feedback and modify the paln as and when required.



	STEP-6: COLLECT AND ANALYZE DATA
The process does not simply end once the change is introduced. It is equally vital to ensure that the results match the expectations. Collecting various statistics and comparing the data pre and post-change is a helpful means. The actual results shall also be compared with the forecasts made.



	STEP-7: TAKE CORRECTIVE MEASURES
Forecasts and predictions can never be hundred percent accurate. The actual outcome will always vary. But in case of drastic differences, it is important to take corrective steps and salvage the situation promptly. 






 

LEARNING AND DEVELOPMENT 
It has already been established that staying static is not only unworkable but also fallacious. Constant change to accommodate the shifts in the economy is vital for survival; constant and change being the two most important factors for the same.

Rolls Royce, throughout its century-long journey, has sustained various changes. Further, operating in a technologically driven market increases its exposure to the change tenfold. The key to its success, along with survival, has been consistent evolution. And the foremost reason for its successful implementation of change over and over again is strong learning and development.

Learning and development, aka L&D, is an ongoing process of training and upskilling employees professionally (Yeo, 2005). It analyses the gap between the skills of the employees in regard to the business objective. Then programmes are developed to fill in the same, resulting in empowered and employees with enhanced productivity.

Learning and Development also assist the transition of an employee from an old job to a new one. Employees with great potential but limited skill sets can be trained to fulfil more difficult tasks and take up new responsibilities.

Training can also inculcate leadership skills in an employee, preparing them for potential promotions. Resulting in retention of talent for organisation and job satisfaction for the employees.

L&D can be implemented in several ways, like training courses, mentorships, development activities, cultivating behavioural development, knowledge and insights sharing, etc.


· Why Learning and Development?

· Positive employee retention
One of the major impacts of Brexit and Covid on the labour market of the UK was difficulties in recruiting of new talent. Retaining staff by providing career development opportunities is a great way to manage the shortfall in labour supply (Wadsworth, 2018). Organisations can even include development programmes in employment contracts, thereby establishing a sense of value within the company, which will foster loyalty and increase staff retention.
· Make future leaders
Leaders are not born but are built. With proper training and grooming, a potential employee can be upskilled to become a leader (Smith, 2012). HR can implement various Leadership Development Programs keeping in mind the future goals of the organization and prepare talent in alignment with the same. 
· Employee empowerment 
An inspiring leader will ignite the imagination of the entire team and organise them with an absorbing vision, leaving an everlasting impression and desire to grow.  
· Increased workplace engagement
Development programmes that help the employees grow will keep them motivated and enthusiastic. They shall also establish regular performance evaluations, creating more opportunities for growth and promotion. 




· HR Learning and Development Strategy
The diversity among the organisations means that there can never be a “One Size Fit All” strategy. What will be effective for one organisation won’t be for another (Högemark, 2018). This means that an HR Learning and development strategy will be extremely unique for each organisation.  

And for bigger organisations like Rolls Royce itself, the strategies may vary within the different departments due to the level of diversification of work.

Said that the strategy will be unique for all, the following will guide all types of organisations in formulating a strategy personalised to their needs: 

· Analyse Your Training Needs
Arguably the most vital step is analysing the training needs. The motive is to identify the skill sets that are lacking and evaluate how to train your employees accordingly. HR, while developing the strategy, needs to understand the current footing of the organisation and its future goal. The programs should relevant, useful and beneficial for the employee and the organisation. 

· Design Your Learning & Development Material and Methods
The next step is to decide how the training will be provided. Outline various teaching methods and learning activities to be introduced. Analyse the materials and resources required. Appoint a trainer or conduct an all-in-house L&D. To make training the most effective, include a variety of learning methods.

· Embrace Mobile Learning
Covid-19 has immensely changed the way we conduct (White, 2021). Today, work is done on the go, and mobiles are the new desktops. Learning is done over online platforms, and books have been replaced by tablets. It’s only sensible to offer courses through mobile learning, giving employees access to learning material at all times.

· Personalize the Learning Experience
It’s best to create an automated, intuitive, and interactive learning process that will adapt to employee behaviour. Personalizing the learning experience will engage the employee effectively and have better results.
· Monitor and Evaluate the Performance
Monitoring and evaluating the actual development in the skill set is crucial. The learning and development shall be monitored regularly, instead of waiting for the completion of the programme. Timely evaluation of the employee ensures corrective measures whenever required. 

· Measure the Impact on Business Performance
The bottom line of every L&D program is to boost business performance. The programme shall neither stand still nor negatively impact the business. Various pre and post-statistics and data can be studied to evaluate the same.

· An Ongoing Process
The economy will never come to a halt, so neither can learning and development. There will always be something new to learn and overcome; therefore, the L&D programme should be an ever-evolving ongoing process. Considering the size of Rolls Royce, it will only be appropriate to have a subdivision of Human Resources entirely dedicated to Learning and Development. 


[bookmark: _Hlk113022074]HUMAN RESOURCE EFFECTIVENESS MEASUREMENT 

Rolls Royce homes numerous departments having thousands of employees on board. As much as it is prestigious to work with such a legendary business, much more goes into establishing a healthy professional relationship between the workforce and the organisation.

Further, the size of the company renders it impossible to have a direct dialect with the higher-ups. This might cause the employees to feel a sense of distrust and unfamiliarity with the organisation. To avoid such instances and make the employees feel valued and welcomed in the organisation is a core work scope of the Human Resource.  

The human resources department is the viaduct between the organisation and its employees. It is the voice of the higher-ups to the employees and representative of the employees to the higher-ups. The human resources department is the means to communicate for the higher-ups and the employees.

Hence it goes unsaid that the effectiveness of Human resources is imperative. 

In simple words, Human Resource Effectiveness Measurement is nothing but:
“Quantifying the impact of the HR department on the business output.”
· 
Why measure Human Resource Effectiveness?
Budgeting and Workforce Planning
To evaluate the effectiveness of HR, various statistics, data and metrics can be compared and analyzed. It will also provide some acute information to help assist budgeting and workforce planning.
Effective utilization of Resources
Effective utilization of resources is vital as it prevents management from overbending the employees while ensuring they do not underperform. Neither a lazy nor burned-out workforce can sustain productivity.
Overall Impact of HR
HR leaders are generally a part of the crucial decision-making process of the company. They highly influence the company’s growth, making it imperative to leave them out of the scope of scrutiny. 

· 
 Techniques to Measure HR Effectiveness

· Employee net promoter score 

Employee Net Promoter Score is a metric that allows measuring the possibility of an employee recommending their organization to others as a great place to work.


· Engagement rate

Engagement rate denotes an employee’s share of engagement in their work in the organization.

· Employee turnover rate

Employee turnover rate broaches to the rate at which the employees either leave or are removed from the organization. Such turnover is partially voluntary, partially involuntary.

· Employee retention rate

In contrast to the previous, the Employee retention rate broaches the number of employees retained by the organization over a defined period compared to the total number of employees during that time.

· Absenteeism rate

Absenteeism rate (or absence rate or absence percentage) denotes unplanned absences during a defined period. Such may be caused by illness, stress, etc., and does not include holidays or lateness. This can be measured on individual, team, or organizational levels.     

· Training Effectiveness

It evaluates the impact of a particular training program impacts an employee’s knowledge, skills, and performance and the variation in the company’s efficacy.

· New hire performance

To evaluate the skills of a new hire, and his value addition to the business, New HireP performance is brought to bear.

· Cost per hire

Cost per hire provides you with statists on the cost that has to be incurred in order to appoint a new employee. 

· Internal mobility rate

The internal mobility rate is the percentage of the movement of the employees within the organization, may it be due to promotions, transfers, or demotions. With the size of the organization, the rate also increases. 

·  Cost of HR per employee

The HR cost per employee is the total expenditure incurred by a company upon its Human Resources in relation to its full-time employee.




CONCLUSION

With the size of the organisation, the gap between the management and the employees increases. And due to constant development and economic dynamics, the organization is always in motion, changing old for something new and better. In such circumstances, a situation of mistrust and detachment is easy to arise between the organisation and its employees. 

But with an efficient and proactive Human Resource Department, an organization as diverse as Rolls Royce would flourish and achieve even greater heights. By introducing effective change management techniques, providing the employees with an opportunity to grow, and timely evaluating the efforts of HR, Rolls Royce would set new records and achieve more success.   
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