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Introduction 

My name is Alison Barker I’m studying a business masters at trinity St David’s in Carmarthen 
This assignment is the second part to the human resource management module 


Slide 1 

This is the name of the first slide and the title of the assignment which is a strategic action plan 

Slide 2 Get Connected is the name of the company that I will be analysing and reporting on in this report. 

Slide 3 
Introduction to the company 
The company was founded by Damian Cole in 1992 it’s a Welsh-based company The company that I have based the analysis the report framework on is a Welsh telecommunication business. 
Through analysis of the internal business practices that Get Connected uses to collect and quantify data to improve, retain and manage talent. 

Get Connected is a Welsh business started in 1992 but trading under another name oasis mobile phones, started out by founder Damien Cole.
With help from Welsh business initiatives and Caerphilly borough council the business expanded.
In 1996 Cole then formed the limited company, oasis communication services ltd, when their first retail store was opened in Blackwood, in Caerphilly.
Cole and Get Connected have won business tec awards regarding marketing, and by 1999 were the 10th fastest growing company in Wales.

By the October of 2005 get connected the brand was declared the largest independent mobile phone retailer based in Wales.
The Get Connected website declares that the re annual turnover is around £9 million

There are approx. 52 shops in the brand and there is a head office in Abergavenny, and 3 call centre sites and an online sales team.




Slide 4 development of talent 
External element
 HR is involved in sourcing candidates through the use of an external ai assisted platform using indeed to source new employees, there is constant use of the platform to supply the company to fill roles in this highly competitive company.
Hr identifies suitable candidates from the talent pool and helps to progress a Ali let positions through the organisation. 
Continuous data led information is feed back to hr managers to assess then talent pool in get connected through a series of analytics and forms of data manipulation. 
Using this type of analytics can assist the management in Get Connected to understand their strengths and weaknesses as adapt working practices to optimise the talent pool adding to competitive advantage within the company.
Data that is analysed by hr can assist with the parameters of the growth that has been identified as a need in the business.
This produces prominent and desirable factors that the culture of the business can lead to advantage for the internal progression of individuals.
Hr roles in the workplace where talent management is advocated to progress companies with channelling the right types of talent to the right job locations boosting overall productivity of the company

 


Internal element 
Hr are tasked internally with the task of defining individuals that are performing better than the rest of the workforce and under a standing how this is achieved through data analysis.
A lot of promotional talent in get connected are rewarded on a financial basis and with given individual titles and financial enhancements.
Employees are also rewarded financially with regards to compliance issues being entered into a financial bonus pool scheme when the employee has completed 100% compliance on a monthly basis.


Slide 5
The good work framework is an example of good working practices that see sustainable practices in the modern workplace. The good work frames work is a framework implemented to stop high turn over of staff and aid workers to help them reassess what they expect from their work, and even whether they want to work at all, also persists and points to fundamental issues with workforce sustainability. 
The Good Work Framework aims to help companies establish a new benchmark for job quality by providing a consistent and goal-oriented approach to the development of comprehensive people strategies and to guide measurable actions to promote good work. 
The Framework sets out five objectives and associated goals:
1. promote fair pay and social justice. 
Including drivers such as fair living wages, worker representation and deploying technology, data and AI responsibly to augment rather than replace workers and to improve their wellbeing and job quality.
2. provide flexibility and protection.
For example, hybrid and flexible working policy has shown to help digital workers achieve greater productivity, reflecting reduced commuting time. It has also shown to promote diversity in the workplace providing a better work life balance.
3. deliver on health and well-being.
 Delivering on health and wellbeing benefits companies by increasing employee retention and trust and supporting productivity.
4. drive diversity, equity and inclusion.
Driving DEI allows companies to engage, energize, attract and retain talent
5. foster employability and learning culture.
The skills required for existing jobs are set to change by 40% on average from 2020 to 2025, and half of all workers will require reskilling, according to the World Economic Forum’s 2020 Future of Jobs Report.


Slide 6 

Businesses are set to accelerate the digitalization of work processes, learning, expansion of remote work, as well as the automation of tasks within an organization. Social protections including retraining shown here on the slide at 50% (world economic forum 2022) need assistance in the form of hr ai to navigate new pathways opening new opportunities to upskill for the ‘jobs of tomorrow’ investment 
in tandem with the disruption posed by technological change, requires renewed public service innovation for the benefit of affected workers everywhere. 
Additionally investments must be made in human and social capital, including governments in the form of policymakers, along side business in the form of public policy to focus re skilled or up skilling individuals to make ready for employment, 40% of workers will also see the core role in their jobs change in the next 5 years governments must pursue a holistic approach, creating active linkages and coordination between education providers, skills, workers and employers, and ensuring effective collaboration between employment agencies, regional governments and national government.
The report also states that on average, employers expect to offer reskilling and upskilling to just over 70% of their employees by 2025. This shows that employee retention is an investment to these businesses and that the employer expects returns of 66% over the course of one year from upskilling employees.

Slide 7
On this slide we can see the discrepancy made by a changing workplace, this report provides in-depth information for 15 industry sectors and 26 advanced and emerging countries. The graph shows the perceived barriers to the adoption of new technologies. the results show for example 
1. 55% of the companies surveyed indicate that there is a skills gap in the local labour market 
2. 47% thought that there was an inability to attract specialised talent 
3. 41% acknowledged a skills gap among leadership 
4. 39% that there was an insufficient understanding of opportunities 
5. 33% lacked flexibility of the regularity framework 

Slide 8 
Technology for competitive advantage 
In this slide we can analyse the increase and decrease in demand of job roles 
In this example there are 12 million more jobs growing in demand, displacing job roles due to the division of labour between humans and machines.
There are two roles that HR will take as these job roles unfold
1.Attracting and retaining talent from the employment pool
2. Being instrumental in the development and implementation of upskilling employees to fulfil new roles in the workplace.
Both these activities can be assisted and analysed with help from ai systems and data analytics 

Slide 9

This slide shows the transition of skills to future proof traditional roles in the workplace 
As demonstrated in Figure24 A, among the transitions into Data and AI professions, 50% of the shifts made are from non-emerging roles. That figure is much higher at 75% in Sales, 72% in content roles and 67% of Engineering roles. One could say that such field are easier to break into, while those such as Data and AI and People and Culture present more challenges.
The data shows us that there are great opportunities for workers to switch traditional roles which in itself can change the way that workers can focus on professional development.
The graph its self-shows a split with working practices and redevelopment there are less transitions into engineering and people and culture coming from outside that tradition role.
Whereas in data and ai almost three quarters of roles originated from different roles, sales for example transitions nearly 70%.  This illustration shows that emerging job clusters are typically staffed by workers starting in a set of distinctive job families.


Slide 10
Conclusion 
With the ideas in this report has shown the transferable skills that can be implemented for staff that can be Introduced for a organisation to develop the skill set of the talent pool. HR would have instrumental roles in the development of these skills, with the introduction of ai to assist in the traditional functioning role of HR. Allowing the company to spend more time on development of the staff and instrumental in improving the particular skill set of the workforce.
Investment in learning a new skill set is increasingly accessible through the use of digital technology the only downside is the associated time and costs needed to pursue new skill sets.
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