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[bookmark: _Toc94732677]Executive Summary
The report below discusses the internal and external factors that are having an effect on talent management in FEI Foods. It also conducts a critical analysis of some of the practices and procedures within that organisation. 
A thorough induction process can be seen to “reduce attrition and increase employee engagement” (Newhouse, 2020), something that FEI prides itself on. Review of the literature also shows that the traditional methods of recruitment are in decline based on the introduction of more, technologically advanced methods of recruitment.
Recommendations have been provided to FEI Foods to help them improve engagement with their workforce and offer more technology in their processes. For example, a more user friendly survey system and an online induction experience. 
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The purpose of this business report is to examine both the internal and external factors that are having an effect on talent management within a business and give recommendations on how that business can develop their talent management methods. This report will also undertake a critical analysis into the business’ HR systems, practices and processes to establish whether current methods are effective enough to tackle the challenges that surround the working future. 
The business in which this report will relate to is FEI Foods Ltd. FEI Foods is a food manufacturer based in Swansea that produces microwavable rice pouches to some of the UK’s leading supermarkets. One of the main challenges faced by businesses surrounding talent management is the increase of use in technology to help aid the recruitment process. This will be analysed with relation to FEI Foods’ recruitment processes and find ways they can adapt to a change in technology.
[bookmark: _Toc94732679]Increasing Use of Technology in the Recruitment Process
The increase in technology has seen the demand for the traditional recruitment process start to decrease, where companies are looking to incorporate more “tech- driven, mobile-first solutions” (Tyfting, 2019). With introducing more tech to the recruitment process, comes the challenge of ensuring you as a business are attracting the right candidates for the job. While using technology as part of your recruitment process, it is vital that it is monitored and assessed to ensure it is not disadvantaging any applicants. This ensures that all applicants are treated fairly and their application can be accessed at all times (CIPD, 2020). It has been seen that businesses are using social media platforms such as Linkedin and their own websites to attract and recruit new candidates. This is thought to be majorly effective in broadening the accessibility of candidates as well as an overall improved experience for them (CIPD, 2020). FEI Foods has its own Linkedin profile which allows them to post about new vacancies within the business, giving then more scope to advertise and reach a variety of skills. 
In order to make the recruitment process less time consuming, the use of technology in the form of Artificial Intelligence (AI) has been introduced in some businesses. “Artificial intelligence, or AI, is the field that studies the synthesis and analysis of computational agents that act intelligently.” (Poole and Mackworth, 2017). Unilever are just one company that has implemented a fully digital process to test and interview their candidates. They do this by asking candidates to take part in a series of activities and, if successful will be advanced to a fully digital interview which consists of candidates recording themselves answering a series of questions to later be analysed by an artificial intelligence system (HireVue, 2018).


[bookmark: _Toc94732680]Internal & External Factors Having an Effect on Talent Management
“Talent management is an integrated set of processes, programs and cultural norms in an organization designed and implemented to attract, develop, deploy and retain talent to achieve strategic objectives and meet future business needs’ (Silzer & Dowell, 2010 in Taylor, S 2018 p7). With the future of work rapidly changing and evolving, there are going to be a number of aspects both internally and externally that can affect talent management within a business, all of which relate to the attraction, recruitment, development and retention of staff. It can be very difficult for businesses to keep up to date with recruitment trends as technology is vastly changing, resulting in them seeking assistance from recruitment specialists (Tyfting, 2019).
One way in which FEI Foods uses technology as part of their recruitment is by advertising vacancies internally on television screens in a number of places around the company. This allows them to target a wider audience with, potentially, getting an increase in interest with them being situated in more busy areas such as the canteens. Access to the screens is conducted remotely with them being able to display more than just job adverts to their staff. It is also a vital tool in getting key communications across the business such as COVID-19 guidance, staff forum dates as well as general business updates.
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Internally, FEI Foods can be seen as an attractive employer based on what they provide their staff. For example, they run a Monday to Friday shift pattern with 8-hour shifts. This can be an advantage when attracting new employees to the business as there is no weekend work, making it seem more appealing to potential applicants.
A study from Weston (et al., 2019) found that “increased depressive symptoms were associated with working weekends for both genders”, which reiterates the generally positive feedback received by FEI Foods from their employees surrounding the existing 8-hour shift patterns, where the avoidance of weekend work is seen as a major contributing factor to not only their motivation at work, but also their likelihood to remain with the company for an extended period of time.
Referral schemes are another way FEI Foods keep their employees engaged and retained within the business with each employee who refers a friend to the business that passes the criteria getting £250. Referral schemes have been seen to improve hiring frequencies as it allows the business to recruit candidates in a more efficient manner, reduce staff turnover as the referred staff are recognised as a perfect fit for the role and the organisation and also increase employer satisfaction for the same reasons (Indeed Editorial Team, 2021). 
FEI prides itself on having a thorough induction process during the stages of recruitment. A study conducted by the leading HR software provider, Bamboo HR (Fica, 2018) suggests that 31% of new hires left their company within the first 6 months of employment, with 68% of these individuals leaving within 3 months. A thorough induction & onboarding process can “reduce attrition and increase employee engagement” (Newhouse, 2020)., both of which can reduce the likelihood of an employee leaving their job early on.
Location “plays a huge role in attracting and retaining the best employees” (JLL, 2021). FEI Foods have 2 sites across Wales with one being in Llantrisant and one in Swansea. FEI Foods’ city centre location in Swansea makes the company an attractive option to prospective employees due to its accessibility.
Employee retention may be an issue for FEI Foods based on the rate that they pay their employees. It is the author’s experience that many of the employees that leave FEI Foods do so based on the fact that they have found another job within the same area, that offers them a greater rate of pay. However, a research review from Harvard Business Review found that “results indicate that the association between salary and job satisfaction is very weak. The reported correlation indicates that there is less than 2% overlap between pay and job satisfaction levels.”, meaning that a higher rate of pay does not always necessary mean a happier employee (Chamorro-Premuzic, 2013).
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An increase in demand for FEI Foods’ products may provide them with the opportunity to use that as part of their talent management strategy. If demand increases, FEI Foods can look to increase the hourly pay for their employees (Jahan, 2021), or, if that is not feasible, look at some other engaging incentives to increase morale within the workforce. This may also lead to FEI Foods having more interest in their job adverts, making them more competitive over similar businesses.
The use of technology within the recruitment process can be very beneficial for FEI Foods as job sites such as ‘Indeed’ allow you to set parameters on the vacancy you are advertising. For example, FEI Foods can set a parameter of at least one year manufacturing experience on their vacancy advert and ‘Indeed’ can disregard any applications that do not meet that set criteria. This makes the process more time effective and efficient as the recruiter does not have to sift through CVs that do not meet the relevant criteria and skillset. The applications are still considered for that vacancy, but are not displayed alongside the ones that meet the criteria.
There are always aspects of a business that need improvement, especially when relating to talent management. It can be difficult for FEI Foods to recruit new employees based on their rate of pay for particular roles, with similar businesses being more competitive with their rates. 
It is widely recognised that, when there is no suitable alternative for an employee with a specialised skill set, they might be willing to accept a rate of pay which falls below the market rate – particularly if the organisation is located within or near a desirable area (OECD, 2020). For FEI Foods, however, this is not the case, with the majority of its vacancies being for low-skilled workers for which competition is high.
In Managing Compensation (And Understanding It Too), Caruth & Handgloten (2001, p46-47) write that “it is money that entices an individual to take a specific job with a particular organisation”, as well as being key to staff retention. With knowledge of other similarly skilled roles in the area – such as at Amazon, which runs a fulfilment centre in the Swansea area (Amazon, 2022) compensating staff with more generous rates of pay, it is not unrealistic for FEI Foods to expect staff to either leave the company in favour of a more generous pay package, or avoid joining the company in the first place.
Another identified threat to FEI Foods, and all businesses alike, is Brexit. With a clear reliance on migrant labour, it is likely that the organisation will quickly need to shift emphasis away from a historically plentiful market of low-skilled labour and “instead invest in staff retention, productivity, technology and automation” (Clarke Willmott, 2020). 

A report from the CIPD (2022) suggests that “the increase in the number of EU citizens that have come to the UK to work has not risen in line with the overall employment growth in recent years.” This is something which is likely to prove a long-term problem for FEI Foods, with the same report from CIPD (2022) outlining that for “semi-skilled or unskilled roles, the main reason given [for employing a high number of EU Nationals] was that employers could not find domestic applicants to fill those vacancies.” An immediate focus for FEI Foods should be to ensure that as much focus is placed on retention as it is on attraction, which can be done by making the company a more attractive prospect for its existing workforce by “building on their employee offer through non-financial benefits or enhance their brand.”
[bookmark: _Toc94732683]Critical Analysis of HR Systems, Practices and Processes

“The four (4) core HRM Systems consists of: (1) recruitment, selection, and placement; (2) learning and development; (3) performance management; and, (4) rewards and recognition.” (Arias, 2019).
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Although thorough, the induction process at FEI Foods could also be considered slightly tedious, meaning that employees may become uninterested relatively quickly. This can lead employees to become disengaged with the organisation early on in their time of employment or, in some cases, before they even turn up for their first day. Liz Everett (2022) for Forbes, argues that “HR needs to start re-engineering its onboarding to ensure candidates who say “yes” to a job offer today actually show up on Day 1”, while going on to emphasise that a lengthy onboarding or induction process can have a negative impact on the employees impression of the business.

One of the ways in which an organisation can gauge the satisfaction of their employees is by conducting regular staff surveys, with the intention of understanding the needs of a workforce before taking necessary action to improve or maintain staff satisfaction. Question can, and should, vary, ranging from “abstract issues about corporate culture or company values through to very concrete issues, like the standard of food in the staff canteen” (Walters,1996, p13). This is one method of engagement which is conducted by FEI Foods, albeit not as successfully or efficiently as what is possible in the modern era of talent management. The survey is completed physically, with staff ticking boxes on a piece of paper to identify how strongly they agree – or disagree – about the statements within the survey. 

One core issue of FEI Foods’ existing internal staff survey is the feedback rate which, historically, has been very low. This is a strong suggestion that employees within the organisation are disengaged. “Engaged employees will always make the time and find a way to answer the survey because they understand its importance and know how strategic it is for their organisation’s future direction” (Shoobridge, 2017). 
A low response rate to a staff survey makes it difficult for an organisation to be able to make decisions based on data, with such a high percentage of employees seemingly unaccounted for within the feedback – however, the disengagement itself is enough to provide FEI Foods with food for thought as to how they can improve their talent management processes by bettering their internal communication processes & encouraging employees to participate in aforementioned surveys.

As appears to be the case across many of the practices within FEI Foods, the employee referral scheme – used to incentivise workers to recommend the company a an employer to their friends and family – is dated and lacks the implementation of technology of any sort. It has been proven the hiring based on employee referrals “reduce work load and saves time, strengthens the bond with existing employees, boosts the employer brand, turns employees into brand advocates and improves the employee retention rate” (Nagy, 2015). 

It is unlikely that FEI Foods will be full able to capitalise on the advantages of an effective employee incentive scheme in its current capacity, which requires members of staff to present recruitment staff with a physical copy of their friend or family member’s CV in order for them to be considered for a role within the company. This dated method is slow and could potentially discourage existing employees to recommend the job to those within their network.
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The introduction of technology within everyday business practices is something which FEI Foods have clearly been apprehensive in exploring, perhaps partially down to emphasis on the development of the operational side of the business. With this in mind, the challenge of technology continuing to develop in the future of work is proving to be difficult for FEI Foods, with most of their existing practices and procedures having little to no input from technology. Its approach to talent management can be seen as a great starting position. With plenty of potential for advances in technology, the organisation shows promise with its constant efforts to engage their staff with surveys, monthly staff forums and referral schemes. 
With a more detailed look into their induction and onboarding process, it is clear that the use of technology can be used to FEI Foods’ advantage with the opportunity being there for it to be made more engaging, and therefore more attractive for employees and future candidates. Below are some recommendations as to how FEI Foods can look to improve their processes and embrace the technology aspect to use to their advantage. 
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One way in which FEI Foods could improve their talent management approach to adapt with the increase in technology within the recruitment process is by developing their thorough induction process. This can be done by altering the way in which the induction is delivered to make it simpler, and more engaging for both the business and new recruits. Developing the induction into an online portal where new recruits can access their portfolio and progress at their own pace will seem instantly more appealing than spending a number of hours listening to a presentation. 
While the nature of business conducted at FEI Foods means that moving the induction process to an online-only environment would not be beneficial – as employees are required to learn first-hand methods of operating machines safely – there is an argument to suggest that the organisation could implement an online employee induction system to compliment the already thorough processes they have in place. This would allow the in-person induction to focus purely on “departmental and job-specific” tasks, with the online arm of the induction instead providing additional information in the form of “presentation packs, demonstrations, simulations, e-learning modules and face-to-face events” (Hor & Keats, 2008, p. 71)
Another recommendation to how FEI Foods can improve their talent management approach is by utilising technology as part of a feedback strategy. As mentioned previously, FEI Foods conduct annual staff surveys for employees to rate all aspects of the business from communication, pay rate and even their relationship with their managers. These are usually handed out as physical copies meaning HR will have to retrieve them and collate the data manually. To improve this process, employees can complete surveys via a tablet or desktop computer to increase anonymity and improve the results process as the online survey will be able to calculate and display the results at a faster pace. 
With FEI Foods taking advantage of an online survey system, it will provide them with a number of advantages. For example, as previously mentioned, the results of the surveys are currently collected physically and entered onto a database manually, so, with the new online system the results will be instantly available saving valuable time for the person collecting the data. Another benefit to upgrading the technology for this process is that online surveys encourage employees to provide more honest answers. “Market researchers have found that participants overwhelmingly prefer to complete online surveys rather than take part in written questionnaires or telephone interviews and usually provide longer and more detailed answers.” (SmartSurveys, 2022).
An example of how FEI Foods could shift their approach in regards to incentivising staff could be to introduce rewards for employees who have enjoyed sustained periods of time without what the company would identify as an ‘accident’. A study conducted by Hartman (et al., 1994, P.24), in Incentive Programs to Improve Transit Employee Performance, suggested that while results from such a programme can be “difficult to attribute” & can easily be subject to budgetary pressure, the costs incurred are “offset by lowered accident and workmen’s compensation claims”.
As mentioned previously, FEI Foods offer an employee referral scheme to help encourage existing staff members to recommend the company as an employer to their network. This is another aspect of the company’s approach to talent management which could be positively impacted by the introduction of technology, either through a third party or directly. Research conducted by a third-party provider suggest that workers are often too busy – either in or outside of the workplace – to share jobs with their friends or family (RealLinks, 2022).
In a study conducted by CareerBuilder (2010), it was identified that “82% of employers rated employee referrals above all other sources for generating the best return on investment”, while also identifying that it takes, on average, 15 referrals for every staff hire. With this in mind, it should be of utmost importance to the organisation that they look to establish an effective employee referral scheme in order to maximise its likelihood of hiring high quality staff whom are more likely to remain with the business for a sustained period, saving time, money and resources. 
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