

sLee Williams 2230024 Assignment 1
Human Resource Management







































Executive Summery



The two points that are in the assessment are due to the lack of personal career development and training in the engineering repair workshops within the organisation. Human resources will using technological data used within the organisation develop, assess and implement an individual employee personal development plan, employee driven career plan and academic training for all of the employees. This is due to an aging workforce with a great reduction of staff through retirement within the next ten years and talent leaving for development opportunities with competitors, that will severely slow the business strategic development that the organisation wants to fulfil.    
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Introduction
My organisation is a specialised industrial service provider commercially offer engineering components OEM and bespoke. They offer comprehensive engineering solutions through a wide range of disciplines. The business has been through a transition in Human Resources (HR) over the last 4 years with the implementation of ; ( Ulrich`s Three-Legged stool model 1997 ); Centre Of Excellences (Talent Acquisition, Learning and Development, Reward), Central Services (People Operations and Payroll) and Embedded HR (HR Business Partnering).HR has integrated into all sectors of the organisation starting from the CHRO working in partnership with the CFO and CEO to allow for continuity in the company and human strategic discussion making , working as a strategic business partner at every level of the business( Ulrich and Beatty 2001 p.188 )stated that the strategic business partner ‘represented a “player” whose aim is to add value through acting as a “coach, architect, builder, facilitator, leader, and conscience.”’
There have also been two company structural changes over the last three years the last being delayed due to COVID 19. Human resource management (HRM) within the organisation has had to deal with employee redundancies, changes and amalgamation of roles and new Talent acquisitions joining the company’s structure. Since COVID 19 the way that the employee works has also changed with the development of communication technology which enables some of the roles and teams within the organisation becoming hybrid or partially switching between central and hybrid working. HRM within the organization has been on a turbulent journey with the changes in which the Strategic Human resource management  SHRM teams collaborate with different management sectors of the business and gaining the confidence of the management in the benefits that Strategic (SHRM) can provide. This knowledge of strategic business models, data analytics along with the flexibility that the role of SHRM demands has seen an increase in upskilling and talent acquisition within HR and the commercial side to the business, however this is not the case for the engineering repair side of the company.
The engineering repair business within the organisation consists of 28 engineering workshops ranging from approximately 5 to 32 engineers in each workshop covering the UK. The engineers within the organisation are educated from advanced apprenticeship level 3 to BSc depending on the role within the business. The average age of the trade skilled workforce within the organisation are high with 75% of the workforce, ten years from retirement and the company has not taken on any engineering apprentices for the last 3 years, not planned to backfill predicted retirement in skilled labour with apprentices during a time where there is a national skill shortage (Wood, 2022). 
(Horowitz, 2022) The retention rate has been quite low in the last year with engineers leaving to competitors due to the inflation of wages on a national level, the business not aware of this and with workshops being unionised the lack of employee progression engagement, appraisals and personal development plans being non-existent has led to the loss of talent and the lack of interest from the pool of talent available nationally.

Assignment

The two areas that I have identified is the lack of developing within the workshops with no real upskilling or personal training and no progression planning, constructive personal development within the workshop structure. The historic progression route through the workshop has been on length of service and favouritism. Management training has been workshop based and handed down with no structure, support or training. The training that has been provided has been skill refresh training that has a limited timescale of legality. 
 (Ulrich, 2021) Business success is based on talent that is communicative, positive culture with good leadership this will create an Organisation only when you have this will the business be a success 
With the new structure HR are integrated within the organisation this gives them the strategic agility to work with departments to implement an employee strategy of assessment evaluation and development. Strategic agility is the company’s ability to respond quickly and appropriately, or drive, change, while maintaining flexibility and focus (Thomson and Beardwell 2017 )
. This is needed for talent management, due to the speed of technology advancements creating new and developing existing business opportunities through the gathering and analyzation of data along with the changing global market. All this means that the talent that organisations will seek will have to be diverse in its skills with the ability to train in different fields. SHRM will need to be as flexible and dynamic in their thinking as the talent within the organisation constantly communicating and re-evaluating its focus to the direction the organisation is driving, otherwise the communication and direction will be lost. Talent management ( TM ) will need identify future skill shortages within the organisation, where the loss of talent due to retirement is, use this data to upskill, train apprentices and attract talent from the limited pool available.  
The company already uses workday for the employees to onboard, book holidays so it needs to be used to improve the employee development. The Data using workday must be available for the employee to access and identify and see their personal progression and the business performance giving inclusive employee engagement and a valued empowered employee. This can be acquired by HR using employee engagement activities and questionnaires. The use of these should be completed individually and not as a group to avoid peer pressure from employees. Informal and formal recorded appraisals with line managers can be used to gain, the type of training development (Technical or Managerial) the employee would desire, due to work life balance have they got the personal time to complete the training or does it need to be within work time training but gathered Digitally.  
The analytics can also be used to identify the uses of the talent where, when, and how they are used are they creating value to the business strategy and how can we lessen, add or move the talent to gain traction in creating greater value through the analytics of Big Data.
Big Data is using large data sets to analyse and identify patterns trends and associations. In HR this can be used to identify racial, social diversities within the workplace to employee retention and skill needs along with the business strategies of new investments and geographical opportunities. This is 
limited from organization to organisation depending on the technological data issues and data challenges that big data command for analysing this.
The characteristics of big data started as the 3 V`s and has expanded as the application has developed. The 5 V`s 
Volume – Amount of data
Velocity – Speed of data
Variety – Type of data
Veracity – Quality / accuracy of the data
Value – Value that the data adds
The Big Data will be used to predict future business gains, how successful a business investment will turn out, the profitability and revenue a new business strategy coinciding with the social analysis of the local talent pool, current talent ethnic and political diversities. The use of big data within the HR will give the organisation an insight into the employee`s development skills, attributes, and attitudes towards the organisation. Their readiness for change in structure business strategies and personal development. The use of Big Data to predict, interest raises, recession and labour cost raises to align or adjust their business and HR strategies to compensate for diversities and unpredictability that the global economy distributes. 
The use of the technological and human interaction in the HR strategies in integrating this into employees upskilling and personal development would be multi-faceted in the accumulation of HR 4.0 and only humanity matters (Drucker). With the average age of the employees in the workshops being high the trust in providing their personal data and relying totally on digital processes, learning and development would need to be gradually integrated into their roles with personal interaction being most of the HR interactions until familiarity and trust in the operating systems is gained. The organisation has proven its flexibility in the way HR has evolved up until this point so through the use of big data analytics communication, collaboration within the departments, constant evaluation and evolution TM will improve the technical. supervisory and managerial skills of the employees but to do this we need positive employee interaction.
(Torrington et al 2020) All managers can do is try and create and sustain a culture in which in which the individual employees can achieve intrinsic motivation and hence experience work which is rewarding
There is no single definition of engagement (Gifford, 2021). The employees need to feel supported in their development, role, and wellbeing by our organisation, not overwhelmed by their jobs or the personal development planned ahead for them and the employees psychological state engaging
through the use of.
Goal setting
Continua’s dialogue 
Holistic evaluation Supporting techniques 
Rewarding Success
Recognised progression
Job evaluation
The organisation TM will through the support of the line managers buy in enthusiasm and empowerment endeavour to gain employee engagement in the personal development and training (Macey and Schneider, 2015).
(Erikson 2005 p.26) quotes Its easy to change a price or a product but another thing to create a state of behaviourally engaged workforce.
The employees are practitioners who cannot see the value of the academic research and its outcomes so TM must be mindful emphasising the promotion of job quality resources, learning support, quality feedback and a large peer network where the employees can collaborate their concerns and help with learning and wellbeing.  
The employees` within the workshops will involve the unions on the implementation of personal appraisals and personal development plans due to the blanket hourly wage across all skilled employees and the workshop being historically unionises. HR will have to negotiate with the unions on the appraisals, trainings links to benefits and rewarding succession which could halt or stall the process making the engagement in the training less due to their being no incentive to perform the training or the talented employees use the training to gain the skills to sell themselves on the talent job market. 
Gerhart (2009 p.513) notes the product and labour market pressure set a ceiling and floor to the overall pay levels for any one job or individual. With the limited skilled talent in the external talent pool HR will need a reward strategy to help with the retention of the upskilled, developed talent and the involvement of the unions HR will need a total rewards package that not only reward financially but also as previous the personal development, progression, job flexibility, pensions Holidays and work life balance using the 4 key components as illustrated by Armstrong and Brown (2009 p509);
Individual = Financial
Transactional = Healthcare, job flexibility 
Relational = Learning, training, Career development
Communal = leadership, organizational value, job design 
This will give TM and HR broader strategic benefits to the employees and at the same time deliver a diverse rewards system that the individual employee can plan collectively with their individual personal succession plan.
Conclusion
The negative effects of personal development plans, career mapping and training and upskilling within the organisation could have a negative effect on the employee engagement and workshop relationships. With the differential in wages may cause a divide in the roles with some employees refusing top take on roles and responsibilities due to not being paid the higher or lower rate. Other employees might consider resigning due to the fear of curtain training and failure causing a knock-on resignation within the business. This would hinder the company’s strategic plans in the near future 
HR would need to be agile and flexible in their approach and empowering in their deliverance of the employee development and training making the change a positive and employee encompassing journey (Ulrich, 2021).
The positives would give the employees control over their future career development embracing them into the business future strategies with the skills that they strive to achieve whilst creating diverse skilled and structured development within the workshops.      
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