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Introduction 

The business world is changing, and organisations are surviving in a dynamic market environment. There is an evolving role of the human resource management in the world business scenario. The Human Resource management is a powerful tool in bringing in the success of the organisation. The business world is constantly evolving, and it is internal as well as external factors affecting the business. Human Resource has an impact on the functioning of the business. 
Over the last 30 years HR organisations have gone through several transformations, moving from an operational role (the ‘personnel department’) to one of ‘HR as a service centre’ to one focused on ‘driving talent outcomes’ (CIPD, 2015).
Artificial intelligence (AI) is playing a more significant role in business than ever before. It is believed that AI will offer sizeable business advantages soon. Businesses are already exploring these advantages. One area in which AI will benefit businesses across all sectors is in human resources and recruitment. Three benefits are evident in particular (Savar, 2017):-
1. Reducing human bias
2. Increasing efficiency and insight in candidate assessment
3. Improving relationships with existing employees

This paper will form part of the delegate pack that will evaluate the business issues, internal and external factors affecting business and the impact of HR on the business operations.

1. [bookmark: _Toc503201679]Forces shaping the HR agenda

The Human Resource function has a bright future if it is managed and designed in a strategic manner. The objectives of the human resource management revolve around the effective utilisation of the human resources, an optimum level of working relationships among the employees and the maximum individual development of the human resources (Armstrong, 2014). The major functions of the human resource department consist of the planning, job analysis, recruitment, selection, orientation, training and development, performance appraisal, compensation and career planning (Slavendy, 2012). The HR function comprises of the labour relations, record keeping, employee research, and others. 


[bookmark: _Toc503201680]1.1 The Ulrich Model

US business academic David Ulrich had the ability to influence the dynamics of human resource, which is used even today. He proposed a pioneering new model for HR service delivery, which has since become known as the ‘three-legged stool’ model. He proposed four important HR roles that are responsible for effective organisation. The four crucial roles in HR are Change Agent, Administrative Expert, HR Business Partner and Employee Advocate (CIPD, 2015). He proposed the concept of HR business partnering. It specifies that there is collaborative work between the HR managers and the business leaders, which help them to achieve the common organisational objectives. The business partners consist of the senior HR professionals (CIPD, 2015). 

Figure 1 – Dave Ulrich Model of HR Roles - https://blog.mettl.com/managing-hr-roles-david-ulrich-model 
[image: Image result for dave ulrich model of hr roles]
Despite the intense interest surrounding the Ulrich model and business partnering, there is little empirical evidence to illustrate how many companies structure their HR function in this way (Woodhams, 2016). The model is believed to have made negligible or no contribution to the strategic thinking. The model is unable to convince the senior level managers regarding the required business acumen to affect the strategic role. There are many critics that think about the credibility of the Ulrich model and perceive the model as an inaccurate way of people management. This model is used even today because, though, it is not a perfect model, but it provides a good reference point for the HR framework. This is because this model defines a clear role of the HR and creates a structure for the addition of value for the organisation. This model creates a competitive advantage for the concerned organisation 

[bookmark: _Toc503201681]1.2 Guest’s Model of HR
David Guest's (1989, 1997) model of HRM has 6 dimensions of analysis:
· HRM strategy
· HRM practices
· HRM outcomes
· Behaviour outcomes
· Performance outcomes
· Financial outcomes
The model is prescriptive in the sense that it assumes that HRM is distinctively different from traditional personnel management (rooted in strategic management, etc.).
It is idealistic, implicitly embodying the belief that fundamental elements of the HRM approach (essentially those of the Harvard map) such as commitment have a direct relationship with valued business consequences.
However, Guest has acknowledged that the concept of commitment is 'messy' and that the relationship between commitment and high performance is (or, perhaps, was - given the age of this material) difficult to establish. It also employs a 'flow' approach, seeing strategy underpinning practice, leading to a variety of desired outcomes.
Like its American predecessors, this UK model is unitarist (tying employee behaviour and commitment into the goals of strategic management) and lukewarm on the value of trade unions. The employee relationship is viewed as one between the individual and the organisation (Price, 2011).
Figure 2 – Guest’s Model of HRM - https://www.slideshare.net/vaishupv/intro-to-hrm 

[image: ]
[bookmark: _Toc503201682]1.3 The Harvard Model 

The Harvard Business School generated one of the most influential models of HRM. The Harvard interpretation sees employees as resources. However, they are viewed as being fundamentally different from other resources - they cannot be managed in the same way. The stress is on people as human resources. The Harvard approach recognises an element of mutuality in all businesses, a concept with parallels in Japanese people management, as we observed earlier. Employees are significant stakeholders in an organisation. They have their own needs and concerns along with other groups such as shareholders and customers (Guide, 2011).
The Harvard Map or model outlines four HR policy areas:
1. Human resource flows - recruitment, selection, placement, promotion, appraisal and assessment, promotion, termination, etc.
2. Reward systems - pay systems, motivation, etc.
3. Employee influence - delegated levels of authority, responsibility, power
4. Work systems - definition/design of work and alignment of people.
Which in turn lead to the 'four C's' or HR policies that must be achieved:
· Commitment
· Congruence
· Competence
· Cost effectiveness

Figure 3 – The Harvard Model - https://www.pinterest.co.uk/pin/317081629984122653/ 

[image: Image result for Beer et al 1984]



[bookmark: _Toc503201683]1.4 HR Strategies 

HR strategies are a set of actions that are aimed at integration of an organisation’s culture, people as well as systems so that the organisation can achieve its business goals (Momin and Mishra 2015). The HR strategy has four key dimensions such as people, organisation, culture and the HR system. The people consist of the employees of the organisations along with their expertise, skills, and capability. The organisation comprises of the job roles, structure and the hierarchy structures present in the organisation (Scott and Davis 2015). The culture consists of the beliefs, norms, values and the management style of the organisation. The HR systems consist of the selection of the employees, training, communications, career development, careers and others (Slavendy, 2012). All these factors jointly contribute to the formulation of the HR strategy. The successful HR strategy should be by the business policy, business objectives, budgetary requirements, engagement of staffs and the overall development of the organisation. The HR strategy is considered as a vision of the organisation (Salvendy 2012). The HR strategy requires the participation of the entire workforce.
The HR strategies should be formulated after the assessment of the current business practices as well as the HR practices (Slavendy, 2012). There should be forecasting of the HR requirements, which should be based on the goals of the organisation. The gap analysis is also important that measures the difference between the current scenario of the organisation and the vision of the organisation. 

Figure 4 – The four phases of HR - (CIPD, 2015) 
[image: https://myassignmenthelp.com/mah_cms/uploads/a1-1501324134.png]

Figure 4 above shows the evolution of human resource and the concerned technology. The companies' mission and purpose change as they move from one phase to the other. The organisations focus on efficiency as they progress from Phase 1 to Phase 2 (CIPD, 2015). The setting of service centres take place at this level, and the organisations assign appropriate business partners to decrease the inefficiency of the service delivery. The organisations focus on the effectiveness of the talent initiatives when they progress from Phase 2 to Phase 3 (CIPD, 2015). They look at parameters like time of closing the vacancies, quality of recruitment, training measures, and leadership as the measurement of success. The organisations try to experiment with something different when they finally arrive at Phase 4 (CIPD, 2015). They try to modify their HR process so that it benefits the business functions and support the business directly. 

[bookmark: _Toc503201684]1.5 Solutions to support business performance 

The human resource functions play a crucial role in the business performances (Jiang et al. 2012) There should be structured governance and the development of a business case. HR should have a working relationship with all they key business leaders. HR can involve the business leaders of the organisation in the planning processes and the governance (Nelis, 2014). This involvement would enable the business alignment, which results in greater support for the business. The development of advanced workplaces planning, and greater implementation of workforce analytics should be done (Jiang et al. 2012). This enables the high impact HR organizations to transform the organizations business data, talents, and external workforce data into suitable insights (Nelis, 2014). These business insights help the business leaders for better decision making. The implementation of the correct HR philosophies should be done so that the employees can contribute to the business success. The effective philosophies focus on fostering collaboration and innovation. The innovative workplace makes it the best place to work and the organisational efficiency increases (Jiang et al. 2012).

[bookmark: _Toc503201685]1.6 Business ethics

Kew and Stredwick (2010, p351) make referance to a definition of ethics that has three core elements: fairness; deciding what is right and wrong; and the practices and rules which underpin responsible conduct between individuals and groups (Taylor and Woodhams, 2016). It is absolutely vital that the HR function takes an ethical approach in all its actions. Ethical behaviour is a core element of the required standards of an HR professional. There is also a clear business case for ethical HR management, covering several areas:
· Ethical behavior
· Ethical standards
· Role-modelling
[bookmark: _Toc503201686]1.6.1 Codes of ethics

In addition to have a persona; responsibility for ethical decisions and acting as a role model for others, HR will often have a leading role in promoting ethical behavior across the organisation. A way that you can do this is by developing and publicising a corporate code of ethics much like a code of conduct which consists of moral standards that help guide employee behavior. 

[bookmark: _Toc503201687]1.7 Accountability 

HR is accountable for the workforce management practices and should ensure that the employees meet the ultimate organisational outcomes. HR accountable practices should identify and anticipate the management issues in HR. HR practices should formulate data-driven HR management strategies and solutions (Marsden et al. 2013). HR practices need to be accountable so that the existing processes can be improved, and the success of the department can be measured. The accountability practices of the workplace management should consist of steps like planning and align, reinforcing, developing, deploying and hiring of suitable candidates. The HR process should include the analysis of key workforce success, strategies, and the challenges. The analysis of the workforce measures and the performance of all the employees should be measured on a regular basis. The employees should fulfil their individual accountabilities so that there are effective human resource management practices in the organisation. 

2. [bookmark: _Toc503201688]Business Tools  

There are many different tools for analysing the business environment. Below I have compared three, exploring the advantages and disadvantages of each.

[bookmark: _Toc503201689]2.1 SWOT Analysis

A SWOT analysis is a planning tool which seeks to identify the strengths, weaknesses, opportunities and threats involved in a project or business. It's a model for matching an organisation's goals, programmes and capacities to the social environment in which it operates (CIPD, 2015). A SWOT analysis would be used to identify issues inside and outside the organisation and would be part of a team exercise. I have completed a SWOT Analysis for my organisation (Carmarthenshire County Council) shown in Appendix A.
The below table illustrates the advantages and disadvantages of a SWOT analysis.

Table 1 – SWOT Analysis – Advantages and Disadvantages 

	Advantages
	Disadvantages

	Simply to use 
	Needs to be reviewed regularly

	Easy to understand 
	Needs to be undertaken by more than one person to be credible

	Identifies strengths and opportunities for the organisation to focus on
	Doesn’t prioritise issues

	Identifies weaknesses and threats to focus on 
	Doesn’t help with resolutions issues 

	Flexible tool 
	Focus on the present not the future 

	Little or no cost involved 
	Data used might be based on assumptions 

	Not time consuming
	It lacks detailed structure, so key elements may get missed



[bookmark: _Toc503201690]2.2 PESTLE Analysis 

A PESTLE analysis is a framework to analyse the key factors influencing an organisation from the outside. HR practitioners and senior managers can use the results of this analysis to guide strategic decision-making (CIPD, 2017). A PESTLE analysis is often used as a broad fact-finding activity. It helps an organisation establish the external factors that could impact decisions made inside the organisation (CIPD, 2017). Figure 5 below shows the PESTLE acronym for the various factors which surround a project’s environment.

Figure 5 – PESTLE acronym - https://www.inloox.com/company/blog/articles/back-to-basics-part-9-project-environment-analysis-with-pestle/ 
[image: ]
Other similar acronyms have been used including ETPS, STEP, PEST, STEEPLE (extra E stands for Ethics) and PESTLED (D standing for Demographic).
I have completed a PESTLE Analysis for my organisation (Carmarthenshire County Council) shown in Appendix B.
The below table illustrates the advantages and disadvantages of a PESTLE analysis.

Table 2 – PESTLE Analysis – Advantages and Disadvantages 

	Advantages
	Disadvantages

	Simple Framework
	Users may over simplify the amount of data used for decisions

	Facilitates an understanding of the wider business environment 
	Risk of capturing too much data 

	Encourages the development of external and strategic thinking 
	Needs to be conducted regularly to be effective

	Enables organisations to anticipate future business threats 
	Data used maybe based on assumptions

	Enables organisations to spot business opportunities 
	Could be time consuming gathering the data

	Cost effective 
	Needs to be used alongside other tools



[bookmark: _Toc503201691]2.3 PRIMO-F

The PRIMO-F model was developed as part of a SWOT analysis of an organisation. It helps to provide a consistent framework for comparison and benchmarking either from within the organisation or to benchmark against a previous analysis or benchmark against other organisations. Figure 6 below shows the PRIMO-F acronym.

Figure 6 – PRIMO-F acronym - https://rapidbi.com/primo-f-model-for-business-development/ 
[image: PRIMO-F business growth model]


The below table illustrates the advantages and disadvantages of the PRIMO-F model.




Table 3 – PRIMO-F Model – Advantages and Disadvantages 

	Advantages
	Disadvantages

	Used as an agenda for change
	Lack of consistent application 

	Identifies areas of weakness and develop an action plan
	Key issues could be missed

	Can provide a structure to completing a SWOT analysis
	Difficult to differentiate between performance to date and potential for the future 

	360 feedback from managers and staff with option of having external feedback
	Needs to be used alongside other tools

	Not time consuming 
	



[bookmark: _Toc503201692]2.4 Comparison of tools for analysing business environment 

There are clear advantages and disadvantages in all the above tools and have many similarities to a point in that they can be used as an audit to their environment. PESTLE however can help predict future changes whereas SWOT and PRIMO-F is based on the past and present. However, SWOT and PRIMO-F can be used to identify factors internally and externally whereas PESTLE will analyse external factors only which are usually out of the control of the organisation. 

3. [bookmark: _Toc503201693]Factors which impact on an organisations business and its HR functions 

There are different internal as well as external factors that affect the functioning of a business and particularly the HR function. While there are some areas of HR practice that are carried out in a similar way across all types of organisations and plenty that HR managers operating in different sectors can learn from one another, it is important to recognise that there are significant differences (Taylor and Woodhams 2016). Almost all organisations will belong to one of the three major economic sectors:-
1. The private sector
2. The public sector
3. The third sector 
Just as HR practice tends to vary from sector to sector, it also necessarily must change in response to major developments in the external business environment (Taylor and Woodhams, 2016).


[bookmark: _Toc503201694]3.1 Developments in the external environment 

Government Regulations 
There are new legislations formed at regular intervals, which affect the functioning of the HR department, such as recruitment, training, termination, compensation, HR policies and others. For example, the organisation must comply with the rules of terminating an employee otherwise they would be imposed heavy fines, and it would be detrimental to the company's image. 
Technological advancements
Technology is an external factor that is rapidly changing, and it is imposing a high degree of influence to the organisations. The organisations are in a constant pressure to adopt the latest technology. On the other hand, the introduction of a new technology implies that there would be the redundancy of human manpower. For example, the HR department engages in firing of the existing employees as their share of work is done by the new technology that is installed.

[bookmark: _Toc503201695]3.2 Developments in internal environment 

Workforce demographics
This is one of the most important internal factors that affects the functioning of an organisation. This factor deals with the retiring workplace population and the hiring methods opted by the organisations (Armstrong, 2014). The organisations must look for different ways of recruitment that are best suited for the organisation. There is a need for different types of compensation packages that need to be designed for the different sections of the employees. For example, a majority of the workforce population close to the retiring age implies that the organisation needs to hunt for new employees at a faster pace.
Financial
The financial risks depend on the financial structure of your business. It is also dependent on your business transactions and the financial systems. For example, changes in interest rates or being overly reliant on one customer could affect business.





4. [bookmark: _Toc503201696]Key stages in the formulation of strategy  

[bookmark: _Toc503201697]4.1 What is strategy 

Quinn (1980) Suggests a strategy is the pattern or plan that integrates an organisation’s major goals, policies and actions into a coherent whole. Formal strategies contain 3 main elements: -
· Most important goals to be achieved
· Policy guidelines for action
· Programmes to accomplish defined goals
Taylor and Woodhams (2016) suggests that there are three basic approaches to formulating HR strategy: -
· Rational / Classical 
· Emergent / Logical incrementalism 
· Symbolic / Radical 

[bookmark: _Toc503201698]4.2 Higgins and Vincze, 1993 

Higgins and Vincze (1993) five stage model of strategic management for determining objectives and formulating strategy:
· Formulation of vision statement, mission statement and goals
· Determination of strategic objectives
· Formulation of strategies
· Implementation of strategies
· Evaluation and control of strategies
The model involves taking account of mission, internal and external analyses and assessment of organisation’s strengths, weaknesses, opportunities and threats

[bookmark: _Toc503201699]4.3 HR’s role in formulation and implementation 

The HR role in formulating and implementing strategy is looking at the people element. Should it be the top down approach then HR will manage the communication, and should it be a bottom up approach HR will facilitate and consult. To determine the strategy HR will provide information such as budget. HR would analyse the skills gap and make plans to fill these. Completion of a SWOT analysis and/or a PESTLE to analyse the environment, identifying sources that may affect the implementation of the strategy. 
Table 4 - HR role in formulating and implementing strategy
	Stages
	HR’s Role

	Formulation of vision
	Consult with stakeholder
Provide Feedback
Advise / Help them see impacts
Ensure regulations considered
Succession planning

	Determination of strategic objectives
	Facilitate the impacts of each area
Resource
Priorities
Identify barriers

	Formulation of strategies
	Provide timescales for completion
Budgets
Resource
Smart

	Implementation of strategies
	Training
Capability
Communication
Inductions
Policies

	Evaluation and control of strategies
	Outcome of SWOT
Consultation Feedback
Data Analysis
Focus Groups
Surveys 



[bookmark: _Toc503201700]4.4 Horizotal and Vertical Intergration

The strategic HR involves two types of integration process known as vertical and horizontal process. The vertical integration deals with the alignment of HR practices with the strategic management process of the firm. This is based on the contingency approach and creates a framework for the overall fitment of the management strategies. The horizontal integration consists of coordination of the various types of HR practices. It deals with the efficient allocation of resources. The primary idea of the organisation is to create a “fit” organisation as well as a “flexible” organisation, which can efficiently manage the dynamic environment of the organisation. There are several best practices of the organisations such as security of the employees, appropriate selection of employees using different criteria, decentralisation, high compensation packages, rich content of training and the sharing of performance information (CIPD, 2015).

[bookmark: _Toc503201701]4.5 HR’s contribution to business ethics

HR’s role in business ethics would be to contribute to the organisations values and communicate these to the rest of the team. HR have a role to play in drawing up policies and this should include a code of ethics, they would lead by example by behaving ethical themselves in their relationships with stakeholders and employees. There should be a culture in the organisation that should fully support ethics in the organisation. Staff should be fully trained in the ethics policies. The ethics of the organisation should be reflected in everything they do such as recruitment and employee relations (Kew and Stredwick, 2010).

Chryssides and Kaler (1993) Two aspects:-
1. Specific situations in which ethical controversy arises
2. The principals of behaviour by which it is appropriate to abide
Principles include:
· Ethics of employment – pay, unions, worker’s rights, equal opportunities, non-discrimination, whistle-blowing
· Ethics of accounting, finance, restructuring and investing
· Ethics of information

5. [bookmark: _Toc503201702]Evaluation of business performance 

HR employees play a crucial role in the formulation of business strategy. The organisational leaders have laid great emphasis on the importance of flexible, well skilled and high performing employees. HR should formulate suitable skills for exploring new skills and create suitable recruitment strategies that would fulfil the organisational goals. HR is also responsible for the formulation of suitable training policies and training methodology that would be appropriate for the employees. The best sources of recruitment are finalised, and the hiring decisions are formulated by the human resource department (Taylor and Woodhams, 2016). HR is responsible for optimum utilisation of the internal and external data. HR facilitates the change management in the organisation by the implementation of suitable policies, which applies to all employees of the organisation e.g. HR is responsible for implementing 360-degree performance appraisal in the organisation (Taylor and Woodhams, 2016). In this process, HR plays a key role in business planning and the management of change.

[bookmark: _Toc503201703]5.1 Change Management 

Change is an inevitable part of life. Change is also an important part of a business life; it allows a business to adapt to its environment and to improve its market position (UKessays, 2015). Change signifies the willingness of the affected parties to embrace and function in a newly established order and their commitment to effect and implement the changes (Armstrong, 2014). The generic definition of change as defined by Hughes (2006) is "any alteration in the status quo." Changes within an organisation may take place for many reasons. It is sometimes done to introduce a new more efficient way of working or producing a product. It is sometimes done to re-organise the organisations work force. Organisations will evolve and change within the course of their lives. Change management is referred to as the process of which change is executed and developed within the organization. Change is something that affects all business and therefore all business managers must prepare their personnel and processes for change (UKessays, 2015). 

[bookmark: _Toc503201704]5.2 Models and theories of change 

Organisations undergo major change approximately every 3years and minor changes regularly. To change successfully then organisations must adopt change theories and methods. There are many theories available however organisation must select one that it best suited to them. Different managers/departments may prefer different theories within an organisation. A popular theory is that of Kurt Lewin. 
Figure 7 – Kurt Lewin’s Freeze Phases – https://www.toolshero.com/change-management/lewin-change-model/ 
[image: ]
Lewin’s model shows that change involves a move from one static state via a state of activity to another state as shown in Figure 7 above. Kurt Lewin developed a change model involving three steps: unfreezing, changing and refreezing. The model represents a very simple and practical model for understanding the change process. The model is still widely used and serves as the basis for many modern change models.
Another popular theory is Beer’s 6 stage model of change. Beer's model states that change is more complex than the Lewin model and requires a more in-depth look at the process of change. Beer's model focuses on a six-step process to achieve effective change, these steps concentrate on 'task alignment ‘whereby employees' roles, responsibilities and relationships are the main component to bringing about effective change. Figure 8 illustrates these stages: - 
Figure 8 – Beer Model – 6 stages to effective change - http://slideplayer.com/slide/4253460/ 
 [image: Image result for beer six steps effective change]

For any organisation going through a period of change and adopting Beer’s model, HR’s input is crucial at every stage: -
Table 5 – HR’s input in adopting Beer’s model of change - (Stredwick, 2010)
	Stage
	Role of HR

	Mobilise commitment to change through joint analysis of problems
	Benchmarking, environmental scanning to identify need for change, hold workshops, encourage a learning culture

	Develop a shared vision
	Understand the culture, support and direct the visions which underpin the culture

	Foster consensus and commitment to the shared vision
	Develop and support feeling of ownership of change by employees, foster and support change champions

	Spread the word about the change
	Communication

	Institutionalise the change through formal policies
	New policies, reward system to support new ways of doing things

	Monitor and adjust as needed
	Flexible development policies, responsive to need for new competencies



[bookmark: _Toc503201705]5.3 HR’s role in business planning

HR’s contribution to business planning is their method of analysing and sharing of data. HR will share and analyse to forms of data Quantitative which is numbers and Qualitative which is words. To analyse Quantitative data, they will do this through spreadsheets and bespoke statistical software (Woodhams, 2016). Qualitative will be analysed through visual comparison and databases or specialist software. HR would feedback qualitative data such as results from a satisfaction survey. Quantitative feedback could be ROI. 
In change management HR have a vital role to play. There are, controllable and uncontrollable change. HR can contribute to both.
Table 6 – HR’s role in controllable and uncontrollable change - (Woodhams, 2016)
	Controllable
	Uncontrollable

	Involvement at the initial stage in the project team
	Awareness of how change can affect people – the change cycle

	Advising project leaders in skills available – identifying skills gaps, training needs, new posts, new working practices
	Awareness of need to carefully plan change that affects job security, prospects or careers; changes to reward, pay or appraisal; changes to information, communication, involvement and relationships; changes to policies affecting how, when and where work is done. 

	Balancing out short term goals with strategic needs
	Encourage likelihood of buy-in – promoting an organisational culture that embraces change, appropriate communication, ensuring employee participation, HRD interventions, management of expectations and conflict

	Assessing impact on other parts of organisation
	

	Balancing interests of stakeholder groups
	

	Understanding stakeholder concerns to anticipate problems
	

	Understanding appropriate medium of communication to reach each group
	

	Evaluating and reporting on impact of change initiatives on HR – absence levels, turnover, grievances, satisfaction scores
	



According to (Wilkinson, 2016) there has also been some attempts to develop a HR balance score card to measure the return on investment in HR programmes, specifically in terms of value created by deliverables and the control of costs through more effective operations.”

6. [bookmark: _Toc503201706]Assessment of different sources of data

There are various types of data, which is used by HR professionals. There are qualitative data as well as quantitative data sources. The balanced scorecard is used by HR to align the business activities to the strategic goals of the organisation, improve levels of communication and evaluate the organisational performance. This scorecard was proposed by Norton and Kaplan in 1992. This is one of the most popular performance management methods. 
HR professionals also use the Cotter’s stage model for assessing the change management process in the organisation. The various stages create urgency, formation of powerful coalition, creation of a compelling vision, communicating the vision, removal of obstacles, creation of short term success, building on the change and true implementation of the modifications in the corporate culture.
Figure 9 – Cotter’s stage model - https://www.leadershipthoughts.com/kotters-8-step-change-model/ 
[image: Image result for Cotter’s stage model]

HR use a wide source of information for planning, using the various sources of internal data for the formulation of strategies and the decision making. The employee’s databases, company performance, success data of various policies, sales data, financial data, marketing data and others are used. External data is also utilised such as competitive information, government data, environmental analysis, technological advancements and others. HR utilises vital information sources from both internal sources as well as the trusted external sources, for smooth functioning.  

According to (Today, 2016) the following are the top five HR metrics for 2016: -
· Number of employees per HR staff member 
· Labour turnover (voluntary resignation rate)
· Absence rate 
· Annual leave 
· Pay rewards 
This information could analyse number of working hours lost in a specific period. Patterns could emerge in labour turnover e.g. there could be a high turnover of staff in a certain month when the students employed leave the area for university. There could be a popular time for annual leave. This will need planning as there could be a cost implication of covering hours lost.
Competitor information will give organisation information on how they compare with them e.g. sales information, right product, customer satisfaction. 
Government information would give organisation the tools to plan for minimum wage increase, living wage increases and tax rises. Organisation could plan budgets and make cuts in other areas of the business to accommodate release money for these rises. 

[bookmark: _Toc503201707]Conclusion 

The business environment is a dynamic place where is the coexistence of the internal factors as well as external factors. Human Resources play a vital role in balancing the effect of the external factors. HR is required to coordinate with the business processes and implement suitable policies that are beneficial to the organisation. As technological and societal changes continue to shape the world around us, it’s inevitable HR and talent management will evolve too. Brook (2017) predicts five insights into HR of the future:-
· More HR tasks will be outsourced
· HR generalists will need to adapt to survive
· Decisions will need to be backed by data
· The end of job analysis 
· HR will need to retool for the 21st century 
HR leaders and professionals need to act more like start-up tech entrepreneurs, and learn to spot new opportunities, bring innovative products and solutions to their clients, pivot to changing situations and ‘fail fast’ when the solution doesn’t produce measurable returns. By taking these steps, they will ensure they remain relevant and at the centre of the ongoing development, adaptation and success of their organisations (Brook, 2017). 
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Appendix A 
SWOT Analysis – Carmarthenshire County Council
	STRENGTHS

Knowledgeable Resources – experts in fields

Clear unambiguous policies

Stable employer

Opportunities for employee development 

Leader in collaborative working

Constant restructuring in response to austerity measures

	WEAKNESSES

Top heavy hierarchy

Director turnover

Succession planning

Highly structured

Politically influenced 

No living people strategy

No living core values

Sporadic performance management

Non-competitive salary structure

Poor morale, distrust

Process driven, not results driven

Constant restructuring in response to austerity measures 

	OPPORTUNITIES

Public / Private partnership & collaboration 
-Waste Management
-Road Resurfacing 
-Building Schools
-Urban Regeneration
-NHS
-Occ Health & Well-being service 
-Legal Services

Entrepreneurial flair

Replace migrant workers with structured apprentice schemes

Constant restructuring in response to austerity measures

Opportunities for employee development 
	THREATS

Brexit

Age of workforce

Excessive bureaucracy 

Industrial action

Poor workforce planning

Welsh language standards – limiting the ability to attract a skilled workforce 

Constant restructuring in response to austerity measures 




Appendix B 

PESTLE Analysis – Carmarthenshire County Council
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Six steps to effective change — Beer
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