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[bookmark: _Toc69221104]Executive Summary
The report aims to provide senior leaders at Swansea University with the relevant information to develop an effective talent management strategy which will help to secure financial sustainability of the organisation. Swansea University employs a workforce of 4000 staff, this includes a combination of academic and professional services employees. The report is specifically focused on the academic community and how a resourcing and talent management (RTM) strategy is key to the delivery of financial sustainability. Swansea University do not currently have an RTM strategy or a method in place to strategically recruit academics whilst considering the internal and external environment. Swansea University is one of the largest research-led Universities in the UKs public sector. Comprising of eight academic colleges and ten professional services departments (Swansea University, 2018). Research within the report indicates a four-stage framework could be implemented by senior leaders to develop an effective talent management strategy within the University. The report explores significant factors influencing TM in higher education (HE) and based on this research recommends a four-stage framework; the identification of key positions, the creation of talent pools, training and development and attraction and retention. This talent management strategy will be implemented in Swansea University to promote financial sustainability as a result of the attraction and retention of high-quality academics, invested in research and teaching.
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[bookmark: _Toc69221105]Introduction
Talent management (TM) is fast becoming a key strategic tool for HRM and strategic management (Aguinis et al., 2012). Since Chambers et al. (1998), presented the “war for talent” organisations in the public, private and non-profit sector have given more consideration to TM (Gallardo-Gallardo et al., 2013). Currently Swansea University do not have a planned, consistent approach to TM, this means that it is sometimes difficult to attract quality academics and retain existing talent especially as the growth in other emerging economies could be considered a threat when attracting staff globally. The impact of not implementing an effective RTM strategy is a decline in student recruitment and the financial position of the University. According to Beechler and Woodward (2009), effective TM is an essential factor of an organisation’s sustainable performance. As the field of talent management is emerging in both developing and developed economies it is continuously becoming an area of focus for successful organisations (Chuai et al., 2008; McDonnell et al., 2012).

[bookmark: _Toc69221106]Literature Review

Throughout the literature review the author seeks to evaluate both the internal and external business factors which impact on Swansea Universities ability to source and retain talent whilst analysing the position of Swansea University in the labour market.
Definitions of talent management (TM) have been debated over the past decade. Scholars and practitioners are both competing to win this war for talent (Iles et al., 2010). Considering TM is a mature area of research it still lacks clarity of definition and scope (Collings et al., 2011; Thunnissen et al., 2013; Schiemann, 2014; Beechler and Woodward, 2009). Collings and Mellahi (2009) suggest that TM can be defined as a systematic identification of key strategic positions and a talent pool while Tatli et al. (2013) defines TM as the creative and competitive strategy used by organisations to deliver human capital demands. This can include developing internal talent to maximise potential while identifying external talent, both locally and globally. Ma¨kela¨ et al. (2010) describes TM as an area that focuses on a specific group of employees in an organisation who have the capability and potential to be leaders of the future. Festing and Scha¨fer (2014) defines TM as the an organisations ability to attract, select, develop and retain employees while This supports research indicating that the significant factors of TM are the identification of key strategic positions (Collings and Mellahi 2009), identifying the talent pool, attracting talent (Dries 2013; Collings 2014), training and development and retaining talent (Schiemann 2014). 






[bookmark: _Toc69221107]Talent management (TM) in the context of developing and emerging economies 

Swansea University (SU) recruit academics globally so must consider the competition that developing and emerging economies pose given to the war for talent. Economic developments together with globalisation and the mobility of people has forced organisations like SU to consider using TM strategies to attract and retain talent. McDonnell et al. (2012) suggests that a significant factor of consideration for developing and emerging economies is mobility of talent. Globalisation and changing demographics mean that organisation may lose home-grown talent to more developed economies (Beechler and Woodward, 2009). SU rely on talented academics who are willing to relocate themselves and their families for their vocation. Europe is able to offer lucrative and attractive packages which organisations in developing economies are unable to compete with, therefore this talent is likely to immigrate (Latukha, 2015). Froese et al. (2010) suggests that the size and image of an organisation in the UK is a key attraction for talent. Research conducted by Froese et al. (2010), indicates that the most significant factors influencing the immigration of talent are technological advancements, job characteristics and the image of a country. Over the past two decades, Brazil, India, South Africa, Russia and China (BRICS nations) have seen significant economic growth.  As a result, the demand for talented employees is exceeding supply (Ardichvili et al., 2012). Research conducted by Latukha (2015) shows that TM remains untapped in different parts of the world and requires further investment of time from academics and practitioners. Following the social and economic reform in China 1970, the country has experienced extreme marketisation and revolution of its economy. The economic value of China is greater than ever within western multi-national companies, many organisations have and continue to move businesses to China (Chuai et al., 2008). Lynton and Beechler (2012) explores managerial values and how multi-national companies can adapt their HRM practices to attract, develop, train and retain talented employees. According to Preece et al. (2011) most organisations that invest in TM believe if implemented correctly, it will address issues they have with attraction and retention of talent. Tymon Jr et al. (2010) similarly agrees that TM and organisational success are aligned. Suggesting that following the economic crisis in 2008 the biggest challenge organisations are faced with are the attraction, management and retention of talent, especially in rapidly progressing economies. According to Tymon Jr et al. (2010) money is not the biggest motivation for an employee’s service, non-pecuniary rewards are the main driver for retaining satisfied talent in an evolving global market.  Subsequently one model of TM could not be universally implemented and should be implemented with the consideration of regional and local factors (Sharma and Bhatnagar, 2009).  In support, TM is rapidly becoming a priority in developing economies (Beheshtifar et al., 2012).  Economic development in Central and Eastern Europe is gaining pace, countries such as Poland are transitioning to a market economy (Skuza et al. 2013).  Some organisations in Poland are aware of immigration issues that come with globalisation and are attempting to retain talent by investing in new TM practices, hoping to limit movement to western Europe. Sidani and Ariss (2014) highlight the challenges organisations face suggesting that the regulations and laws which impact on TM are different such as local’s employability, nationalisation policies indicate there is a strong pressure to hire locals. Thus, each organisation requires a TM model which considers the internal and external environment within the context of the operating country.

[bookmark: _Toc69221108]Brexit – Higher Education
The UK referendum was held on the 23rd June 2016, where 51.6% of UK residence voted in favour of exiting the European Union (EU). On the 29th May 2017, the Prime Minster Theresa May initiated a 2 -year countdown, at the end of this time period we were scheduled to exit the EU, this process was called “Brexit”. The results of the referendum had a significant impact on the higher education sector in the UK and wider spread, with opportunism from some countries and dismay from others, together with offers of collaboration to host branches of UK Universities (Department of Education, 2020).  The true impact of Brexit on the UK’s higher education sector is largely unknown. In 2018 pre COVID, 17% of staff and 6% of students present in UK higher education institutions are not from outside the UK. The UK hold the second largest amount of EU funding and are among the top 20 suppliers of co-authors for UK academics, the EU are 13th (Courtois 2018a).  There are potentially negative consequences of Brexit which include the loss of EU funding, collaborations, losing talented staff and Students from the EU and additionally the impact on the quantity and quality of research outputs which is likely to affect financial sustainability and the reputation of UK universities (Marginson et al. 2018: p. 9).  The reputation and financial viability of UK institutions will impact on the attraction and retention of talent. Quality academics are attracted to institutions who employee other esteemed academics which in turn leads to high levels of student attraction, generating income which can be used to develop programmes and further attraction (Courtois, 2018). According to Teichler, U. (2015) EU funding plays a critical part in TM strategies in the UK as it allows universities the money to recruit the best talent to support the delivery of projects which leads to worldwide recognition and prestige. Swansea University (SU) is one of the largest research-led Universities in the UK (Swansea University, 2018), EU funding plays a big part in SU’s opportunity to attract, recruit and retain our staff. However, despite the unclear effects of Brexit the UK remains a traditional example of a “core country” which continues to attract academics from all over the world (Delicado, A 2013). A report conducted by Universities Wales suggests that SU play a critical part in the welsh economy given its large student intake of local and international students and the significant revenue this brings to Swansea and Wales (Univerities Wales, 2018). According to Blackaby et al. (2018) Brexit may impact enormously on the welsh labour market and SU given its historic levels of EU support. This means that is critical for the welsh economy that SU consider how it will maintain financial sustainability.









[bookmark: _Toc69221109]Talent Management (TM) in the context of Higher Education (HE)
TM in higher education is considered critical for the success of the institution (Conger, 2014; (Davies and Davies, 2010). Paiseya and Paisey (2016) suggest during the recruiting phase an academic will have more control over the recruitment process than the HR professionals supporting, therefore recruitment in academia may differ to the corporate world, Brink et al. (2013) agrees. The research conducted by Brink et al. (2013) has found that academic recruitment and selection is different to an organisation’s usual recruitment process, it identifies three dilemmas in academic recruitment namely, HR vs Academics, equality vs homogeneity and transparency vs autonomy. In the dilemma of transparency and autonomy it was found that academics who hold key positions within the relevant department, held the power and influence in the recruitment stage. Regardless of a strategy or policy for selection and recruitment, HR seemed to be powerless against senior academics. Thus, the recruitment decisions were based on homogeneity rather than equality. Recruiting managers selected individuals who presented with similarities as opposed to who is most suitable for the post. To mitigate risk of inequality SU, employ an equality team who monitor specific characteristics regarding recruitment i.e gender and BAME to deliver to an equality plan which demonstrates the Universities intention to promote equal opportunities (Swansea Univerity, 2020). Edwards and Smith’s (2010) have found that issues relating to workload and tenure of science academics threaten the future sustainability of higher educational institutions. According to Edwards and Smith’s (2010) a policy for HE was then suggested, requiring the consideration of workforce planning enabling an academic at the start of their career to have clear, long term aspirations and the business to retain talent and succession plan. Research carried out by Verhaegen (2005) indicated that female participation in workforce planning is critical as historically under-represented groups contribute significantly to the sustainability of, HE institutions. Verhaegen (2005) explored factors that influence the retention and recruitment of academic staff, the research was used to inform policies which support business leaders to workforce plan in a competitive environment. The research looked at the factors deemed important by academics within the recruitment process, surprisingly renumeration was not considered as important as factors such as; career opportunities, academic freedom and continued professional development. Thus, the researcher presented a framework that HE institutions could use to positively influence their recruitment and retention. Metcalf et al. (2005) aimed to identify factors that influence an academic to join and leave a HE institution in the UK. Some of the major recruitment issues discovered in the study were unfilled posts, lack of quality applicants, academic salaries compared with other careers and countries, satisfaction of academic employees and recruitment pattern. Hence the phenomenon of TM in HE is becoming more strategically important and gaining popularity (Metcalf et al., 2005; Paiseya and Paisey, 2016). TM in the context of HE can be defined as identifying key positions of strategic importance which then enable the creation of a talent pool including both internal and external talent incorporating past alumni (Verhaegen, 2005). According to (Verhaegen, 2005) significant factors attracting academics to HE institutions include; freedom of research, the organisations reputation, opportunity to participate in decision making, training and development and the retention of existing academics, all were considered more important than a higher starting salary. Leaders within SU promote freedom of research to allow academics who join the organisation opportunity to research areas of interest providing they align to the business need.
[bookmark: _Toc69221110]The Process of Talent Management
Demographics and job market factors have changed significantly since the year 2000, when jobs were advertised in the local newspaper rather than on the internet (Faulconbridge et al., 2009). There are far more opportunities now for talented employees to find a better job (Cappelli, 2008).  Hence, organisations in developing economies are struggling to retain and attract talent (Chambers et al., 1998).  According to Tatli et al. (2013) the process of TM focuses on the competitive and creative use of internal talent at the same time as exploring the external market by means of an effective recruitment strategy. However, Sloan et al. (2015) argues the TM is built on six principles, being recruitment aligned to a strategy, cultural embeddedness, internal consistency, balance of local and global needs, employer branding and management involvement. Sloan et al. (2015), believes that strategies based on practices such as attraction and retention are only effective within the context they are designed and that the six principles described have wider reach and can be implemented in any context. Collings and Mellahi (2009), have conducted important research into TM they explored the cursory view and process associated withTM. Collings and Mellahi (2009) presented a definition of TM and translated that into a system, consisting of four elements; the internal and external talent pool, pivotal positions, the commitment of the organisation and the organisations performance. Beechler and Woodward (2009), attempt to understand the war for global talent, they suggest that for multiple reasons organisations have been developing the process of TM over the past two decades. Some reasons identified are economic trends and global demographics, increased mobility, changes to the business environment, cultures, diversity and skills. Beechler and Woodward (2009) also suggest the technological advancements and the ease of mobility have meant that organisations have had to develop a process aimed to attract and retain top talent. Schiemann (2014) agrees that a TM or system is vital to implementing a TM strategy. According to Cappelli (2008), the changing mobility culture and demographics of the current workforce is forcing organisations to adopt TM practices. As discussed, SU do not currently implement a TM process however this is especially important given technological capability, making remote working and relocation easier (Collings et al., 2011). These significant factors all support the need for organisations to implement fit for purpose TM processes and systems (Faulconbridge et al., 2009; Festing et al., 2015) including SU. The understanding that remote working and relocation are becoming easier presents an opportunity to SU that attracting global talent can be achieved using technology and other suitable platforms to conduct teaching and research. 








[bookmark: _Toc69221111]External and Internal Organisational Environments
[bookmark: _Hlk69218578]The internal and external environment has a significant impact of on the sustainability of a RTM strategy. SU has little or no control over the external environment although an awareness of them is essential, external factors include; the political and economic situation of the environment that the organisation operates in, technological advancements, law and legislation, social norms and environmental conditions (Yüksel, 2012). According to Srdjevic, et al., 2012 to establish the external factors effecting an organisation it is important to analysis factors effecting the performance and overall strategy of the organisation. External factors may impact on the sustainability of a TM strategy as they outside of the organisations control (Cappelli, 2008). The economic situation of the environment plays a key role, if the economy is rising the performance of the organisation may improve therefore providing more opportunity for talented employees. Equally if the economy is in decline, organisations may need to make cost savings including redundancies of talented employees (Malik & Singh, 2014). Technological advancements can also impact on TM as the capability and opportunity for remote working leads to a global market (Young, 2010). According to Albaqami (2015), laws relating to HE policies can significantly impact on TM strategies and must be considered within the context of external factors. Conger (2014), suggests that significant internal factors effecting the sustainability of TM strategies may include; communication, organisational culture and leadership, all of which can be influenced by an organisation and should align to their overall strategy. SU recognise the impacted these internal factors can have on the productivity and engagement within the organisation, conducting regular staff surveys to ensure staff are supported and developed in the right way through performance development reviews (Swansea University, 2020). For an effective TM strategy to be achieved within SU further consideration must be given to future external factors, i.e Brexit- as discussed. 
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Findings
During this section the author will aim to explore specific areas of the RTM process that Swansea University would need to consider implementing as part of the overall RTM strategy.
[bookmark: _Toc69221113]Identification of Key positions 
Collings and Mellahi (2009), defines the identification of key positions as roles which contribute to an organisation gaining sustainable competitive advantage. The key positions should focus on strategic roles and be identified as a starting point of an effective TM process. The aim is that when these strategically critical roles are filled with competent talent they will significantly contribute to performance of the organisation, providing a competitive advantage over rivals. Boudreau and Ramstad (2005) agree that the identification of key positions is critical to a TM system, suggesting that having talented individuals in these strategic roles may increase quality by 20%. Becker and Huselid (2006), suggests that when an employee contributes to the strategic goals of an organisation, they in turn have a strategic importance to the organisation. On the other hand, Huselid et al. (2005) believes that organisations should not focus on filling each position with the best talent and that organisations should focus on identifying the key strategic posts and filling those with the best talent and attracting good performers in the supporting positions whilst eliminating roles and individuals that do not add value. Similarly, Huselid and Becker (2011) argues that some roles are more important and have a bigger impact on the organisational strategy. Organisations must invest more into these roles, firstly by identifying them and secondly filling them with talented individuals. To identify the roles organisations, need to consider their overall strategy, the sector and the external environment Huselid and Becker (2011). As Swansea University currently have a reactive approach to the recruitment of key positions this would need to be considered in line with Business Planning, exploring the return on investment relating to each role required enabling cost effective decisions. 

[bookmark: _Toc69221114]Creating a Talent Pool (TP)
Collings and Mellahi (2009), define a talent pool as talented individuals with the skills required to fill strategically important roles which will contribute to an organisations sustainable competitive edge. According to Collings and Mellahi (2009), creating a talent pool is the most important element of the TM process and they suggest that it should be developed using internal and external talent. Changes to demographics and mobility make it easier for organisations to attract talent from outside of their operating environment. Significant research conducted by Chambers et al. (1998) described the war for talent as both a strategic challenge and driver to achieving organisational performance and sustainability. Chambers et al. (1998) suggests since the dotcom bubble burst businesses in the US experienced difficulties attracting and retaining talented employees, based on their empirical research into 77 large US organisations including more than 400 surveys. The research conducted by Chambers et al. (1998) is regarded as revolutionary in the field of TM (Beechler and Woodward, 2009; Collings and Mellahi, 2009; Collings, 2014).  According to Chambers et al. (1998) for an organisation to win the war for talent it must build talent pools based on current and future needs. Bjorkman et al. (2013) explored an employee’s perception of being considered as talent, on the basis of the social exchange theory. This theory recognises that when organisations invest in their people, they will reap the financial rewards through productivity of the employees. The research conducted by Bjorkman et al. (2013) showed that employees who were regarded as talent were more accepting of increasing demands, strategic alignment and were more likely to remain with the organisation.  An important aspect of this research is that employees who were recognised at talent performed better than employees that were not identified as talent, suggesting that the identification of talent is a major factor within an organisation. With this in mind although SU do not proactively explore the creation of talent they do currently employ an academic promotion process for academic staff ensuring suitable recognition for achievements encouraging the retention of talented colleagues (Swansea University, 2021). According to Brink et al.’s (2013) identifying academic talent and developing a talent pool in academia is completely different to a for profit organisation, suggesting that different areas of academia consider different factors in identifying academic talent. For example, skills required for an academic teaching within the field of Arts and Humanities in SU focus on pedagogic skills, where resource is plenty however academics working in SU’s STEM subjects (Science, Technology, Engineering, Maths) are considered based on technical ability which are more difficult to locate and attract (Brink et al.’s, 2013). This makes the development of existing and potential employees critical in order to mitigate the risk of a shortfall in resource within SU.

[bookmark: _Toc69221115]Training and Development 
Training and development leads to organisational performance and motivates employees to achieve organisational goals. Joyce and Slocum (2012) suggest that organisations must consistently develop their employees’ capabilities, as they will enhance financial performance. Swansea University recognise the significance of training and developing existing staff through the PDR system, suggesting that SU’s strategic capabilities should align with capabilities of senior managers, thus for an organisation to achieve strategic goals, senior managers must be effectively trained and developed. According to Conger (2014) the development of a global leadership talent pool is critical and can be created by training and developing talented employees. In parallel organisations should consider designing development and training programs specific to geographic location and industry (Sloan et al., 2015). Hiltrop (1999) states that organisations who have effective human resource structure and support, out-perform their rivals consistently. According to Cappelli (2008), key positions, identifying talent and recruitment are as important as succession planning, reducing turnover rates and the development of talent. Hence Cappelli (2008) designed a framework which addresses the supply and demand of talent in an unknown environment, the framework includes four core principles of TM; the consideration of buying and developing talent, the development of an employee’s generic skills by analysis of the market place, the return on investment in employee development and employers/employee development. Research conducted by Khan et al. (2016) demonstrate that effective training and development programs encourage high employee engagement which in turn results in higher individual and organisational performance. SU currently implement an interim and annual professional development review (PDR) framework giving employees an opportunity to discuss development and training needs, establishing progress against key actions in line with strategic business goals. The PDR is aimed to enable to development of existing talent promoting a capable and agile workforce. Over the last 7 years at least 99% of the workforce at Swansea University has received a meaningful review, this tool can be used to retain talent by identifying ways to grow capability and levels of engagement (Swansea University, 2020). 

[bookmark: _Toc69221116]Attraction and Retention
The attraction and retention of talent is a key factor in reviewing organisational performance (Hiltrop, 1999). The top talent within an organisation are significantly more productive than other employees so retaining them is critical to the organisation’s success (O’Boyle and Aguinis, 2012). The cost of losing talent is both financial and social as existing employees have a larger workload (Hillmer et al., 2004). To be successful SU must put more focus on developing strategies to attract, retain and recognise the importance of training and development by focusing on the quality of the PDRs being conducted. Duxbury and Halinski (2014), suggest that an aging workforce may cause labour shortages unless organisations consider how they will retain older employees who may have less commitment. The research suggests that effective retention strategies should be developed by organisations to retain talent, consideration should be given to; supportive leadership, workload balance, job satisfaction, supportive culture including flexible working policies. Aguinis et al. (2012) recognises that TM is a 21st century reality as the war for talent continues, stating that this war is fierce as each industry has well known key players who provide a competitive edge to the organisation they join. For SU to retain these key players a retention strategy must be developed and implemented, given the associated costs of recruiting and training new entrants, the Emeritus scheme at SU does help to retain talented professors who have retired (Swansea University, 2018),  allowing them access to SU resources and the kudos associated with an emeritus title. Aguinis et al. (2012) suggested four recommendations that can be helpful in the attraction and retention of top talent, these include; contingent rewards, challenging meaningful work, development plans and development opportunities. Brannick (2001) recognised that money and bonuses soley do not attract and retain talent, monetary strategies are easily replicated, and rivals can always promote better incentives and salaries to attract talent. According to Metcalf et al. (2005), attraction and retention strategies in higher education differ from others used in a normal business environment, although like other businesses higher education (HE) is also suffering from shortages of talent. Verhaegen (2005) also recognised that recruitment and retention of academic talent is critical to HR success, suggesting that there is an international market for top academic talent and while academics are becoming more mobile, the hunt for talented academics has become global which may result in a shortage of academics within SU. According to Hugo (2005) due to an aging workforce and migration there is a growing lack of talented academics. Studies conducted have recognised that as the number of Universities rise the demand for academics increases (Edwards and Smith 2010). Hugo (2005) indicates that if Universities are to maintain their level of excellence they should consider innovative human resource strategies, such as; family friendly programs for women, re-engaging with former staff, early identification of talent and international exchange in research, teaching and incentives to retain existing and attract new talent. SU implement numerous family friendly policies to assist with the retention of talent offering flexible working and partial retirement to incentivise the retention of talent (Swansea University, 2021). 


[bookmark: _Toc69221117]Conclusions
The report discussed important literature on RTM specifically in the context of HE and the impact on Swansea University. The report reviews RTM in developed and developing economies, exploring the war for talent and the need for Swansea University to approach RTM differently. Moreover, the report highlights the impact of RTM in HE and refers to the significant internal and external factors that must be considered by Swansea University. Findings from the report highlight the current lack of RTM engagement at Swansea University and the need for an effective strategy to be implemented. The research identified RTM as a process consisting of 4 linked stages; starting with the identification of key positions, the development of a talent pool, training and development and attraction and retention. The report indicates that attraction and development of employees ultimately leads to organisational performance. Theses stages of RTM have been established following a vigorous analysis of relevant literature.
[bookmark: _Toc69221118]Recommendations
Considering the RTM stages recognised in the findings section of this report it can be argued effective TM is a combination of four stages; the identification of key positions, the creation of talent pools, training and development and attraction and retention. All four stages will play critical parts of the RTM strategy and will align to the overall strategy of the organisation. The identification of key positions will help identify roles of strategic importance, followed by the creation of a talent pool using external labour markets as well as internal resource to fill these critical posts. Effective training and development will enable a workforce equipped to deal with the growing demands of HE and the changing demographics. Incorporating attraction and retention into the RTM strategy will help recruit the best talent and retain the best resource within the existing workforce. This will lead to financial sustainability. One area that will require further exploration is the incorporation of recruitment into the RTM process, due to limited word count this has not been discussed within this report although a recommendation for further research in this area is critical. 
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	Ref.
	Recommendation
	Key Action
	Person Responsible
	By When
	Resources Required/ Cost
	Strategic Impact

	1
	Implementation of a four-stage talent management strategy

	Senior Leadership Team engagement to discuss the proposed strategy:
*Gain feedback on the four stages of the framework
*Discuss specific outcomes and actions relating to each stage including return on investment.
· Identification of Key positions
· Creation of talent pool
· Training and development 
· Attraction and retention
*Discuss performance and recruitment needs, identify the skill gaps and resource needs, both current and future – 2 year – 5 year business plan. 
*Facilitate a session with senior leaders to construct a SWOT analysis to identify internal and external factors which may impact on the implementation of the talent management strategy. 
*Review of existing flexible working policies and how they are being profiled and implemented by line managers.



	Swansea University Senior Leadership Team and Senior HR Leaders
	01/07/21

01/07/21
	Internal Resource -
No Cost


Executive coaching for senior leaders to ensure capability to effectively coach their workforce, may accrue some cost depending on the level. i.e 1:1 quality external executive coach based on individual leadership outcomes and supported by 3-way contracting would cost between £500 to £1475 per two-hour session per session.


	Increased student recruitment and financial sustainability as a result of the attraction and retention of high-quality academics, invested in research and teaching at Swansea University.

	2
	Engagement with Director of Finance 
	Review of business planning, including; anticipated student numbers/income and resource and talent needed to support future programs. 
Discuss the proposed four stage talent management framework the associated costs, including the potential income growth from increased student recruitment.
	Senior HR Leaders 
Director of Finance






	
	

	Development and successful implementation of a financially rewarding talent management strategy. 

Secure the attraction and retention of talented academics to
increase SUs opportunity for student recruitment.


	3.
	Identify training and development needs of new entrants and existing staff
	100% meaningful PDR (Professional Development Review) completion.
Senior leaders to lead communication and set expectations around the completion of PDRs.
HRBP and HRA to upskill LMs enabling them to have meaningful developmental conversations with their employees, where they can identify areas of growth, underperformance, training needs and recognise areas of strength.

HRBP to identify areas of upskilling and compile a Business Case to request training/development on areas of concern, engaging with L&D colleagues throughout.
	Senior leadership team and HR professionals including HRBP/HRA/L&D
	31/5/2021
	Utilise training budget of £200 per employee per year

	Colleagues feel valued, developed and appreciated, leading to increased engagement, retention of talent, reduced absence rates improving the teaching experience and increased productivity. 
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