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[bookmark: _Toc152431926]Executive Summary

	Company
	Tata Steel UK is the largest primary steelmaking company in the UK, producing almost 9000 tonnes of steel each day for a diverse range of customers from the automotive industry to packaging industry. Tata Steel UK employs over 8000 people across 13 UK sites. The 4 key markets that Tata Steel UK operate in are:
· Automotive, Tata Steel’s UK business supplies almost 50% of UK carmakers’ steel requirements; 
· Construction, construction represents 44% of the company’s sales by revenue; 
· Packaging, in the UK Tata Steel UK supplies more than three quarters of the steel used to make cans and tins; 
· Engineering, Tata Steel UK’s business supplies over half a million tonnes to a range of large and small manufacturing companies.

(Tata Steel UK, 2022)

	Main Problem
	The UK Labour market is currently experiencing a shortages of skills which is forecast to worsen creating a tight labour market challenging Tata Steel UK along with all organisations hold a competitive position in the market to effectively recruit and create a positive culture and employee experience to retain key talent within. Tata Steel UK need to strategically plan for the future needs of the organisation in their transformation to Electric Arc Furnaces and upskill talent accordingly while engaging new external talent. Tata Steel UK will need a strong market position and employee value proposition in order to be successful in the Competition for Talent.

(CIPD, 2022).

	Literature Review
	The Rise of Flexible Working 
The Covid-19 pandemic has altered many individual’s views and relationships with work and their need for a greater work-life balance (Escudero and Kleinman, 2022). Flexible working is viewed as the most desirable benefit by 77% of respondents to a survey across many countries (Wickens, 2022). Tata Steel UK have many policies in place to support flexible working, however the uptake of this is low, suggesting that the acceptance of flexibility is not fully embedded in the organisation (Tata Steel UK, 2023a). 

A Job for Life – a Thing of the Past                                                                               
Millennials are not afraid to move jobs looking for better opportunities with 60% reporting they are open to different job prospects (Adkins, 2023). The concept of a job for life is now a thing of the past and something that organisations including Tata Steel UK need to learn to adapt to. Organisations need to improve their offerings in relation to flexible working, career development opportunities and a focus on environment and sustainability in order to attract and retain talent. 

The internal composition of Tata Steel UK                                                               
Tata Steel UK have an up-hill battle in increasing their effort towards making the organisation more diverse. With only 908 females in an organisation of 8280 employees (Tata Steel UK, 2023a) and no means of reporting on ethnicity, Tata Steel UK risk not attracting a huge proportion of top talent in the UK labour market. Establishing a culture where all individuals are respected and valued for their true authentic-self will attract talent to Tata Steel UK, organisations with diverse workforces see 64% more diverse recruitment and 38% increased retention (One Advance, 2022).

	Conclusions
	There are many factors highlighted that impact the ability of an organisation to attract, recruit, develop and retain talent and further PESTLE analysis will support Tata Steel UK in understanding the internal and external pressures and opportunities in order to be a true competitor in the race for talent. It is important to highlight that the labour market is constantly evolving and it is essential that to continue to hold a strong position in terms of attraction and retention, Tata Steel UK remain vigilant of changes in what people want from their careers.

(CIPD, 2023b).

	Recommendations
	1. A focus and steer on EDI: Reporting and assigning an EDI Specialist  
In order to give EDI the platform and attention that it requires a dedicated resource should be assigned by the means of an ‘EDI Specialist’, this HR role would provide analysis and advice on people practices, create diversity networks and upskill managers on the value of EDI in the workplace to name a few examples (CIPD, no date). In order for this role to be successful, there would also be a business requirement to monitor diversity in the workplace to highlight the inequalities, the data may be collected through a survey for the current population of the organisation and there would be a requirement to record ethnicity, disabilities etc. following new appointments (Fairness, Inclusion and Respect in construction, 2020). 

The approximate cost of this recommendation would be £55,533 per annum. 

2. A review of current skills and future skill requirements 
An in-depth skill gap analysis needs to be completed to determine the difference between current and future skills and identify the need for upskilling or reskilling (Cloke, 2021). Understanding what the future of Tata Steel UK looks like, engaging current talent in transformation and investing in their development will not only support in retention of key talent with historical knowledge of the industry but also in costs, the cost to recruit the new, high demand Industry 4.0 technology talent is much higher than that of growing and developing your own (Wilson, 2023). 

The approximate cost of this recommendation would be £26,380.












Introduction                                                                            There are many definitions of the term ‘talent’ but the definition has been interpreted by the CIPD (2023c) to be ‘’individuals who can make a significant different to organisational performance, either through their immediate contribution or by reaching their potential’’. 
Whilst there is ongoing debate as to whether the ‘Great Resignation’ is fact or fiction, 2021 saw vacancy rates higher than unemployment rates for the first time, thus creating the tightest labour market the UK has experienced in decades (Faragher, 2022; Marks, 2023). The CIPD’s Labour Market Outlook 2023 states that Private Sectors are reporting 43% hard-to-fill vacancies and the most cited response to address this issue is to upskill existing employees (CIPD, 2023). However, this is proving difficult to manage with employee turnover rates continually increasing, it is predicted that the UK will see employee turnover rates reach 35.6% in 2023 compared to 25.8% in 2019 (Day, 2023). All in all these market conditions are creating high competition for talent, which is particularly relevant to Tata Steel UK in their current circumstances. While on their journey to a more sustainable, Electric Arc Furnace future, Tata Steel UK will need to acquire new talent, new skills and new knowledge to evolve towards Industry 4.0 technologies (Bayon, 2022). Going through this transition will also pose a challenge of retaining current high potential individuals and key talent during a time of uncertainty (Wilson, 2022). 
This report highlights some of the internal external factors impacting talent management in Tata Steel UK and how their current human resources policies, processes and procedures fair in creating a future talent pool applicable to Tata Steel UK and retaining the key skills and knowledge required for day-to-day operations.  
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[bookmark: _Toc152431928]The Rise of Flexible Working                                                                                            One external factor that affects talent management in Tata Steel UK is the change in the cultural norm of how people view work following the Covid-19 pandemic. Research by ‘Remote’ across the UK, France, Germany, the Netherlands and the US found that 77% of respondents viewed flexible working as the most desirable benefit (Wickens, 2022) but only 31% of jobs in the UK are advertised with flexible working (Timewise, 2023).
Flexible working is not a new concept, research studies dating back to 1977 explore the impact of flexible working where the results of flexible working hours proved to be beneficial to organisational productivity (Schein, et al. 1977). This is supported by countless pieces of literature including that of Nancy Papalexandris and Robin Kramar (1997) which discusses the changes in the labour market at that time and recognises the popularity of flexible working arrangements with regards to time as well as place of work (Orpen, 1981; Gottlieb, 1998). However, flexible working was a rare occurrence due to organisations resistance to change (Tahamtani, 2023) with only 1.5% of the population homeworking in 1981 compared to 39% in May 2023 (Webb, 2023). This increase is undoubtedly due to the Covid-19 pandemic which forced employers into rapidly adapting to the change in working environments and accommodating flexible working arrangements, specifically home working (Escudero and Kleinman, 2022). 
Tata Steel UK appear to be progressed with regards to flexible working due to its number of initiatives and policies including flexible working (reduced/part-time hours or change in working pattern; job sharing; hybrid working and home working. These policies are easy to locate on the Intranet page and there is information with regards to applying for flexible working. Tata Steel UK have allowed many office based staff to work a hybrid working model following the covid-19 pandemic. Making reference to these opportunities more visibly in job adverts would be an opportunity for Tata Steel UK’s to cease to improve their position in the market, research shows that home working or part-time working job adverts had seven times more applicants than office based roles in 2022 (Smith, 2022). 95% of human resources leaders see hybrid working as an effective recruitment and retention tool due to it’s adaptation for each employee in achieving a work-life balance thus employees are more satisfied in their roles (Roller, 2022). Increased employee satisfaction more often than not results in more engagement, higher productivity and commitment to the organisation and their strategy (Long, 2023). Thus proving that flexible working is a benefit not just for employees but has now become  essential to organisations in achieving their strategic objectives.
Although, internal data suggests that Tata Steel UK may not be as progressive as it seems with only 2.4% of employees working part-time and 74 out of 8002 employees working from home full time (Tata Steel UK, 2023a). This suggests that flexible working has not been fully embraced and embedded into the organisational culture, there may be many reasons for this but one key possibility is the structure of the organisation. With a high percentage of staff being bound by production and shift patterns, introduction of new policies and benefits that are only advantageous for office staff can sometimes cause a negative environment, 30% of non-office workers quit their jobs due to lack of flexibility (Randstad, 2023). BHP, an employer of over 60,000 people has addressed the challenge of flexible working for blue collar staff by providing 13 different rostering combinations that the employees are able to choose from, in implementing this, they have seen an increase in female gender balance in the mining industry (BHP, no date). This is a threat to Tata Steel UK in attracting and retaining talent. A study by the National Bureau of Economic Research found that retention was 35% better where hybrid working was embedded in the culture (Tsipursky, 2023). This is evident in companies including Amazon, who after announcing a ‘return to office’ policy, saw 14,000 employees petitioning within the week (Perman, 2023). It has also been seen in high profile roles, one of mention is Ian Goodfellow, Apple’s Director of Machine Learning who quit following a return to office mandate (Bove, 2022). This builds the case that relying on pay to attract and retain talent, will only result in a dwindling talent pool (Christian, 2022).

[bookmark: _Toc152431929]A Job for Life – a Thing of the Past                                                                               Demographic changes in the labour market have resulted in social challenges for organisations in the way they attract and retain talent. Many organisations, including Tata Steel UK are accustomed to their employees wanting a ‘job for life’, this resulted from the Baby Boomer generation, born 1945-1964, who looked for job security and stability (Dawson, 2022). However, the idea of a job for life has been declining for some time, and a survey found that in 2019 the average millennial (born 1981-1996) had already worked as many jobs as those aged 55 (Gregg and Wadsworth, 2002; Rutter, 2019). Millennials are not afraid to move organisations to look for better opportunities with 60% of the generation reporting they are open to different job prospects (Adkins, 2023). The question is, what are millennials really looking for in a job? Research shows that millennials do not just work to get paid, their work must have a meaning and purpose and they look for career development opportunities and mentoring to build their careers, strengthen and learn new skills (Gallup, 2016). 
In Tata Steel UK the external social factors of the labour market are further exacerbated by the internal demographics. Almost 40% of the workforce at Tata Steel UK are over the age of 50 there are 518 employees with over 36 years of service (Tata Steel UK, 2023a).This poses a threat to Tata Steel UK with many of these individuals approaching retirement, without careful planning and recruitment this will be a key loss of knowledge and experience (Schweitzer, 2007). 
These internal and external social demographics pose a difficult scenario to Tata Steel UK, in effectively managing talent succession and knowledge transfer and engaging individuals in the organisation. Integrated into Tata Steel UK’s Performance Review process is succession planning and talent board activities (Tata Steel UK, 2023b). In completing these activities as part of one process Tata Steel UK should be able to more effectively plan for future competencies and skills to fill future positions, the performance review supports succession planning by identifying current capability levels and readiness for potential succession roles (Jones, 2016). While research suggests that succession planning should not be completed as a standalone process and should be part of a broader people planning activity (NHS, 2015; Anderson, 2008), it is important for Tata Steel UK to understand whether crucial activities such as succession planning and talent boards are having enough attention and time dedicated in being part of the larger performance review process. In reviewing the current Line Manager Guidance for Succession, Performance & Potential Review, there is a clear lack of focus and information on Talent Boards and Succession Planning (Tata Steel UK, 2021) and this reflects in the completion rates with 31% of key positions in the organisation not having a nominated successor (Tata Steel UK, 2023d). With attrition rates  As Talent Boards are a new process this year to Tata Steel UK it is difficult to evaluate their successfulness as of yet. Talent Boards are effectively a review of high potential employees on a departmental and cross-departmental scale to calibrate and evaluate performance, potential, aspirations and readiness for progression (Tata Steel UK, 2023c). This may be a standard in smaller organisations however, in larger organisations like Tata Steel UK it is difficult to review talent at a board level due to the number of employees required for discussion. One example of the use of talent boards in a large organisation is in the NHS, the NHS state that talent boards have enabled better decision making in support and development for key talent which results in more robust succession planning (NHS, no date).    
Tata Steel UK does not have a clear understanding of the skills that it currently has and those it will require to support an the transition to Electric Arc Furnaces and Industry 4.0 technologies, this in hand with the ageing population of the organisation and loss of key skills poses a risk to Tata Steel UK in prioritising skill and knowledge transfer. It is essential that Tata Steel UK act swiftly in determining their current and future skill gaps for business continuity, this will also have an impact on retention as employees want to be equipped with the tools and knowledge to prepare for changes in the workplace and advances in technology (Parry, 2022). Without this there could be cases of increased workplace stress and poor training opportunities which will disengage employee staff morale and loyalty which can result in high turnover (Hendy, 2023). In order to ensure that Tata Steel UK have the talent and skills for the future business requirements, it is also essential that they have a strong position to recruit new talent in the market, ensuring that job adverts highlight the benefits available to each employee, and that a culture of flexibility and give and take is portrayed and followed through in employment and that the desires of Generation Z and Alpha, the future talent in organisations, is truly understood and implemented. 

[bookmark: _Toc152431930]The Internal Composition of Tata Steel UK                                                               Internally the makeup of Tata Steel UK is detrimental to the organisation’s position for attraction in the market and ability to retain talent. Equity, Diversity and Inclusion (EDI) is top of the agenda for many organisations with Microsoft, Johnson & Johnson and Meta leading the way and setting high expectations for all industries (IntaPeople, 2022); having only 908 females in an organisation of 8280 employees (Tata Steel UK, 2023a) and no means of reporting on ethnicity is a clear threat to Tata Steel UK and their employee value proposition. 
While an argument could be made that the lack of female representation in Tata Steel UK is due to the number of women in STEM, with only 24% in 2022 (Dossi, 2022), women account for 20% of employees in the Steel Industry (Federal Steel Supply, 2019), thus Tata Steel UK is not representative of the wider industry in terms of percentage of females employed. There are many reasons that Tata Steel UK may be behind in the proportion of women in the organisation, one being the senior leadership team. Currently in Tata Steel UK women only occupy 6 of the 47 Chief or Director positions (Tata Steel UK, 2023e).
There is extensive research and literature to support that the presence of female board members reinforce a positive image and culture for the company and is effective in attraction and retention of talent at all levels (International Labour Organization, no date). Having more females in leadership roles allows females thinking about entering or already in the organisation to see that women can succeed and thus creating a positive cycle, increasing overall diversity (Smith, 2014). In addition, it is important that female talent have female mentors to act as a role model, share advice on moving up the career ladder and be a positive advocate for success, allowing females to be truly engaged in their work and reach their full potential within the organisation (Bruce, 2021). A survey by McKinsey & Company (2007) found that 64% of females see the lack of female role models as a barrier for succession. It could be argued that Tata Steel UK’s culture does not foster an environment where women are able to learn, develop and grow with strong, out of date views on women. An example of this is the lack of female toilets in comparison to male toilets on sites, in a number of UK sites, male leaders have failed to recognise short falls in terms of female facilities on site thus making the work day that bit more difficult and causing a potential feeling of non-inclusion. 
In Tata Steel UK’s 2023-2024 Talent attraction campaign there has so far been 40 talent attraction and recruitment events which include careers fairs, engineering skills days and mock interviews to name a few. However, not one of these events has been aimed or focused at the engagement or attraction of women. By focusing recruitment campaigns towards females with current female employees speaking about their experiences, Network Rail has seen a 100% increase in female representation of job applications (Personnel Today, 2010; Rai-Danells, 2017). Tata Steel UK also have a ‘Steel Women’s Network’ who aim to encourage females within the organisation to connect and support one another, creating a positive and engaging environment. This has proven to be a successful means of developing females in areas such as confidence, have diverse networks across their industries and access further learning opportunities, a US study found that 80% of women at a managerial level and above were part of a women’s network (Business Wire, 2023). However, for them really to be successful, the networks need to be embedded in the organisation’s culture in order to be taken seriously and could lead to further division between men and women (CIPD, 2020). Tata Steel UK’s Steel Women’s Network only started in 2023 and so it’s potential is not yet measurable, so far, there have only been minimal events held by the group, suggesting a potential lack of direction and power (CIPD, 2020). 
When considering diversity in terms of ethnicity, Tata Steel UK currently have no means of reporting on the diversity of ethnicity across the organisation. This is a threat to the organisation as without having ethnicity data Tata Steel UK is not able to understand the composition of the workforce and is unable to measure any progress in relation to this, for example the impact of EDI policies (Business in the Community, 2021). Diversity in culture and ethnicity allows an organisation to truly expand their skillset to bring forward different viewpoints which increase innovation and in turn increases revenues (Darby, 2023). Ethnic diversity has also proven to increase attraction with two-thirds of candidates stating that diversity is an important consideration in joining a new organisation (Darby, 2023). This is a similar story for retention, diversity creates and environment for collaboration, networking and high performing teams which engages employees in the organisation, a study showed that organisations with more diverse teams have 22% lower turnover than those with low diversity (Shaikh, Lamar and Brown, 2018).  
Tata Steel UK’s largest site is in Port Talbot with 3993 employees (Tata Steel UK, 2023a) he surrounding borough, Neath Port Talbot, residents reported 96.6% ‘’White’’ ethnicity in 2021 (Office for National Statistics, 2023a). This may suggest that any lack of ethnic diversity in Tata Steel UK is due to the local population, however, an organisation as influential and with the political connections that Tata Steel UK should engage external stakeholders to examine the broader society in order to confront the issue (McKinsey & Company 2021). While recent talent attraction and recruitment events have been planned for sites outside of the South Wales region to attract a more diverse population, for example in Wolverhampton where only 76.1% of the population stated they were born in England (Office for National Statistics, 2023b), it is recognised that there is still a lack of focus in increasing diversity of all means in Tata Steel UK. In addition, Tata Steel UK have failed to implement solutions within the recruitment process to avoid unconscious bias due to the current inability for functionality in the recruitment system. Even though Tata Steel UK’s interviewing skills course contains information on bias without the rigid framework or software to remove/reduce unconscious bias form job applications, there is still an opportunity for unfair and non-objective decisions to be made (Moss, 2023). 
It is clear that diversity in all forms attracts individuals to an employer and makes employees feel accepted. A study by One Advanced (2022) highlighted that 64% of organisations with a diverse workforce saw more diverse recruitment and 38% stated that EDI helped them in retaining talent.  

[bookmark: _Toc152431931]Conclusion 
In conclusion, there are many internal and external factors including government stability, organisational financial stability and technologically infrastructure along with those discussed throughout the report, that have a significant impact on an organisation’s ability to effectively manage talent in terms of attraction, recruitment, development and retention. Tata Steel UK needs to be strategic in their talent management policies, practices and processes which aligns to the overall human resources and organisational strategic objectives (Taylor, 2022). Tata Steel UK’s talent management practices need to have a strong impact on the organisation’s core competencies and it’s sustainable competitive advantage and performance to effectively leverage their position in the labour market and in the race for competition for talent (Imafidon, 2022). The pace of change in the external labour market can cause difficulties in anticipating the future needs of the workforce and so it is vital that Tata Steel UK are consciously aware of the current labour market trends and are actively reviewing this to ensure they have a competitive employee value proposition (CIPD, 2023b).
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1. A focus and steer on EDI: Reporting and assigning an EDI Specialist  
Tata Steel UK is associated with the traditional steel worker masculinities (Salminen-Karlsson, 2020) which creates a barrier to achieving diversity in the workplace for individuals outside of the typical stereotype. In order to give EDI the platform and attention that it requires a dedicated resource should be assigned by the means of an ‘EDI Specialist’, this HR role would provide analysis and advice on people practices, create diversity networks and upskill managers on the value of EDI in the workplace to name a few examples (CIPD, no date). In order for this role to be successful, there would also be a business requirement to monitor diversity in the workplace to highlight the inequalities, the data may be collected through a survey for the current population of the organisation and there would be a requirement to record ethnicity, disabilities etc. following new appointments (Fairness, Inclusion and Respect in construction, 2020). 
In terms of cost, the average salary for an EDI specialist in the United Kingdom is £46,278 (Glassdoor, 2023). This along with the usual employment would equate to approximately £55,533 per annum, dependant on reward packages. The cost of diversity data collection would remain minimal due to the additional resource in the EDI specialist and the ease of modern technologies in data collection. The data collection may result in further costs where employees are particularly concerned around the use and need for the data and additional support is required. 

2. A review of current skills and future skill requirements 
An in-depth skill gap analysis needs to be completed to determine the difference between current and future skills and identify the need for upskilling or reskilling (Cloke, 2021). Understanding what the future of Tata Steel UK looks like, engaging current talent in transformation and investing in their development will not only support in retention of key talent with historical knowledge of the industry but also in costs, the cost to recruit the new, high demand Industry 4.0 technology talent is much higher than that of growing and developing your own (Wilson, 2023). The scale of this activity in Tata Steel UK makes it difficult to estimate in terms of cost, however, it would be necessary for further support to be resourced by means of an administrative assistant. 
Research states that for the analysis to be effective that HR take time to understand the purpose and provide extensive communications, based on the requirement to embed the new administrative support into the organisation, engage them in the skills gap activity and create a plan of implementation, the approximate timescale for coverage of all 8000 employees would be 12 months (Tucker, 2022). The average UK salary for a Human Resources Administrator is £21,984 (Payscale, 2023). In total with other employment costs this recommendation would mean an investment of approximately £26,380. 
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