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Change Management Impact
A recent change in the Nielsen Company is the change in the location of the company’s legal domicile from the Netherlands to the United Kingdom. The company announced, on February 26, 2015, that the board of directors had approved the relocation in unanimous agreement. The purpose of this change was to to maintain their current treatment while eliminating residency requirements, thus enabling Nielsen to attract a broader group of investors from around the world (Nielsen, 2015).  The company also needed to carry out business within the United Kingdom because the regulations and laws governing business enable the activities of the firm that deals with media ratings and consumer research undertakings. The company seeks to acquire more mergers and partnerships and being at a strategically central world location is a plus and boosting factor to create the required enabling environment for such business 
The change of the legal domicile for Nielsen Company resulted in the involvement of some players in the organizational structure of the company. The list of such involved personnel include the directors of the company’s legal department, among others Human Resources personnel.  This move also had a positive effect on the Shareholders where they will no longer have a requirement of having residency in the Netherlands.   The role of the above members of the organization ranges from the communication of the change process to the other employees, carrying out the various procedures within the documentation of the company as they seek transfer of funds and infrastructural components of the enterprise. The team players would also ensure that the firm settles appropriately after carefully assessing the nature of the new business environment for the legal domicile. 
The change implementation methods involved in the transition process include using the method of transformational leadership where the top management and leaders make bold steps to position the organization in a better platform and convince the other team players of the importance of the change process (Hayes, 2014). These leaders need to create a working vision for the change and communicate the influence in a charismatic manner to convince the others of the need for relocation for instance in this case of Nielsen. The leaders will also need to stimulate learning processes for the other members to be ready for any anticipated issues in the company (Van der Voet, 2014). Another method of implementing in the enterprise is using group forces to influence acceptance of the change. The change managers ensure that key members of a team get convinced of the modification then the influence spreads to all colleagues of the organization.
The change implementation team could also use the method of participation of the entire personnel in the process of change. The change implementation team needs to involve other team members right from the inception stage to the time of deploying the final elements of the transition. That would make the employees aware and comfortable with the change occurring within the organizational structures for the relocation of the company legal domicile.  Another appropriate method to use in executing the change in this business is by stimulating the readiness of the employees and educating them on the different expectations and possible challenges in the process (Benn et al., 2014). That would put the employees at a vantage point to accept the change process more readily and brace themselves for the transformation journey ahead. They also get informed and possess the requisite information concerning their role in the new environment and the expectations they should lay or their work related responsibilities.
The transition process of the company involved and the inclusion of factors like the financial implications, issues of timelines and the end results of the undertaking’s achievements. The company had to lay down a significant amount of money in the initial budget to facilitate the relocation process (Awad et al., 2013). Some budget considerations also needed to be in place for the licensing in the new land and creation of a suitable business environment for the company. Making the relocation also meant that the company needed to spend some of its time away from regular business undertakings to ensure that new premises get in the right shape for future development. The time taken in carrying out the migration of the legal domicile could be substantial, and that means financial implications because time is money. Once the company sets the new office in the United Kingdom, the nest consideration after some time is how well the department settles and zooms forward in business. 
Various parameters could get used to determine how the company fares on in the new environment. They could range from internal factors to do with the employees to external issues in the new environment that could indicate progress or lack of it in the way the department settles into the locality (Hayes, 2014). One of these factors of success metrics is the comfort of the employees. Are the employees able to work in a more or less similar productive manner as before? Are they motivated by the surrounding to be their best and reap the best fruits of their labor to the organization? The external factors include the perspective of the next players and public on the presence of the company’s legal domicile in their locality.
To make an appropriate follow up on the human resources function in this new environment, I would propose that a team get in place to look into how the employees are faring on in the new legal domicile. The plan could involve carrying out several surveys and one on one interviews to collect their views to help the top management in making appropriate discussions with the workers. That could contribute to making the necessary adjustments that would make the working conditions more bearable and boost motivation. 
The realignment of the organizational structure could also be important to ensure that the development does not slow down communication flow within the confines of the business setup of the organization. The adjustment could include the addition of departmental positions to handle the changes taking place. The process of adjusting these parameters of the firm could require massive financial input and that could necessitate an increase in quality of services offered by the company (Van der Voet, 2014). That could automatically place the company at an important business position hence the recommendation of slight upward cost adjustments to compensate for the better services resulting from the new business environment and improved quality of services.
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