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CIPD Assessment Activity 
	Title of Module

	Resourcing and Talent Management

	Module No/s


	7RTM

	Level


	7

	Credit value 


	15

	Assessment method


	Written report

	Learning outcomes: 
1. Analyse and evaluate the major features of national and international employment markets     

    from which organisations source staff and ways in which these markets evolve or change.

2. Play a leading role in the development and evaluation of resourcing and talent 
    management strategies, diversity management and flexible working initiatives.

4. Undertake and evaluate long- and short-term talent planning and succession planning 
    exercises with a view to building long-term organisational performance.






	Assessment brief/activity 

A key objective of the UK government's energy policy is to reduce rapidly and radically the country's dependence on fossil fuels and particularly on energy supplies provided from overseas. An ambitious target has been set for the development of renewable sources of energy, the current aim being that a third of the total demand for electricity in England and Wales should be met from renewable sources by 2020. The Scottish Government has set a far more ambitious target of 80% by 2020. Currently less than 3% of electricity is provided from renewable sources.

If these targets are to be anywhere near met there will have to be very substantial investment made in the offshore renewables sector where the potential for efficient electricity generation is most promising. A good deal of government subsidy is being made available to companies who are willing and able to develop off shore wind farms and technologies which can harness wave power. 

In 2010 it was estimated that approximately 6000 people were employed in the offshore renewables sector in the UK. By 2020 this number is expected to exceed 70,000, the majority being employed in project management, engineering and technical roles. There is, however, a major problem in the form of the chronic skills shortages that already exist in these areas of engineering. The extent of the problem is illustrated by the following quotation from the 'Wind Energy Update' e-brief (2010):

For some reason, unlike the rest of Europe, engineering as a discipline in the UK suffers an acute lack of kudos. Consequently the UK turns out proportionally fewer graduates than many other European countries... The 2020 targets are without doubt ambitious, and industry figures are in agreement that the UK will not be able to supply the manpower needed.

"We as a sector are always struggling to find experienced people for offshore wind" says Stephen Wilson, director of wind and marine at Narec. He explains that the growth of the sector is already outpacing the available human resources.

In fact the number of engineering graduates and qualified technicians is now falling in the UK as older workers retire and too few new graduates come onto the labour market each year to take their place. This is set to accelerate over the next decade due to demographic trends. But it is not just people with the right qualifications who are needed. Offshore energy supply requires people with the right experience too. Laying cables and installing equipment offshore is specialised and difficult work.

The problem is further compounded in the following ways:

· The UK is by no means the only country currently seeking to develop its renewable energy   sector rapidly. There are plenty of opportunities for people with the required skills to work in this sector all around the world.

· While oil and gas supplies are in long-term decline these businesses remain highly profitable and are able to pay very high rates of pay to skilled engineers and technicians who are prepared to re-locate to where the work is.

· Demand for engineers across industry generally is very strong. It is estimated that over half a million new skilled workers will be required across the sector by 2020.
Task

Assume that you are an HR consultant who has recently been appointed to advise managers in the newly established Marine Renewables Energy (MRE) division of a large, British-based energy company. The company does not at present operate in this sector, but is attracted by the prospect of government subsidy and is keen to move into renewables as gas and oil supplies begin to run down. You are asked to write an initial briefing paper (report) of 3000 words which answers the following questions:

1. What are the major alternative potential resourcing and talent management strategies that the MRE division could consider adopting in order to meet its future skill needs?

2. In what ways would you advise the MRE division to work with other organisations in order to help meet future skills needs?

3. What steps would you advise were taken now as a priority and why?




	Guidance for Assessors based on Generic Assessment Criteria

This guidance is for assessors only and should not be handed out to candidates.

Candidates should produce work equating to approximately 3000 words in total, which reflects the guidance given below.








There is plenty of scope here for candidates to develop strong lines of original argument and to justify them. The number of potential approaches is too plentiful to permit a model answer to be formulated. However it would be expected that the following would be covered in answer to each of the four questions:

1. What are the major alternative potential resourcing and talent management strategies that the MRE division could consider adopting in order to meet its future skill needs?

There are two major alternatives. These are not mutually exclusive, but pursuing both simultaneously might be problematic in some areas, such as setting reward levels:
· A development-oriented strategy involving training up people internally through the use of apprenticeships and other methods, and sponsorship of appropriate external training programmes.
· A recruitment-oriented strategy involving aggressive labour market competition on an international scale. 

Other HR strategies that would be required to back these up: 
   

· Management styles and terms and conditions which make it possible to retain the best people once hired and trained.
· Organisation and job design strategies which minimise reliance on the most hard to recruit groups.
2. In what ways would you advise the MRE division to work with other organisations in order to help meet future skills needs?

There is clearly here a shared interest between companies operating or seeking to operate in this evolving business. Collaboration in the training and development field thus makes sense. Examples of initiatives are:

· Funding and supporting the establishment of courses/appropriate qualifications in    universities and colleges. 
· Establishing common apprenticeship standards.
· Joint initiatives aimed at promoting careers in the sector.
· Joint government lobbying initiatives aimed at securing financial support for training initiatives.

3. What steps would you advise were taken now as a priority and why?

The need is to formulate and put into action plans which will ensure that sufficient skills are available to the company as and when it needs them over the next few years.

The first priority is therefore to embark on a detailed HR planning exercise to establish precisely which skills will be needed at what time. This will involve a considerable degree of contingency planning so that the skills required to meet different potential scenarios are available when required.

Distinction 

Business Orientation

The candidate demonstrates an excellent understanding of the practical issues that underpin the case study and is able to formulate a wholly credible strategic response to the problems and opportunities presented. The answer takes full account of environmental complexities and the need to balance the advantages and disadvantages of a range of different possible approaches. This is a mature, business-focused answer.

Application Capability

The candidate makes detailed, appropriate, thoughtful and achievable recommendations and takes full account of cost issues. The chosen approach is justified to a very high standard. The candidate covers all salient issues fully and demonstrates familiarity and understanding of contemporary developments in HR which have relevance to the case such as employer branding and talent management systems.

Knowledge and Understanding

The assignment is informed to a high degree by a wide range of appropriate reading and is referenced accordingly. Up-to-date research evidence and published examples are used to back up the key points that are made as well as other sources of information. Clear original arguments are developed and justified. A good capacity for critical thinking is evidenced. 

Presentation and Persuasion

The assignment is well-structured and presented very professionally with an introduction, a series of paragraphs which develop the arguments and a concluding section which sums up. The writing style is clear and concise. The standard of expression is excellent conveying genuine authority. 

Merit
Business Orientation

The candidate demonstrates good, solid understanding of the major practical issues that underpin the case study and is able to formulate a broadly credible strategic response to the problems and opportunities presented. The answer should take some account of environmental complexities and the need to balance the advantages and disadvantages of a range of different possible approaches. This is a sound answer which is thoughtful and business-focused.

Application Capability

The recommendations are sound, thoughtful and credible and take some account of cost issues.  The chosen approach is justified effectively.  The candidate covers most salient issues fully and demonstrates some familiarity and understanding of contemporary developments in HR which have relevance to the case such as employer branding and talent management systems.

Knowledge and Understanding

The assignment is informed by a good range of appropriate reading and is referenced accordingly. Some up-to-date research evidence and published examples are used to back up the key points that are made as well as other sources of information. Some original arguments are developed and justified. Some capacity for critical thinking is evidenced. 

Presentation and Persuasion

The assignment is nicely-structured and professionally presented with an introduction, a series of paragraphs which develop the arguments and a concluding section which sums up. The writing style is clear and concise. The standard of expression is effective conveying a degree of authority. 

Pass

Business Orientation

The candidate demonstrates a reasonable understanding of most of the practical issues that underpin the case study and is able to formulate a sound, well-informed response to the problems presented. While somewhat simplistic in its consideration of the complexities associated with the issues raised, the assignment is, nonetheless, sufficiently business-focused.

Application Capability

The recommendations made are useful and appropriate and there has been a reasonable attempt at justifying them. The candidate covers a good range of the salient issues raised in the case and demonstrates some capacity for original analysis. The assignment is not purely descriptive.

Knowledge and Understanding

The assignment is informed by appropriate reading and is referenced accordingly. Some research evidence and published examples are used to back up key points.   

Presentation and Persuasion

The assignment is acceptably presented and structured. The writing style is sufficiently clear and concise to be understood. The standard of expression is sufficiently strong as to convey some authority. 

Refer/Fail
Business Orientation

The candidate demonstrates an insufficient understanding of the practical issues that underpin the case study and is unable to formulate a reasonably well-informed response to the problems presented. Significant points are missed and the candidate is overly simplistic in their consideration of the complexities associated with the issues raised.  

Application Capability

The candidate makes poor or inappropriate recommendations or fails to provide sufficient, credible justification for them. The candidate covers too few of the salient issues raised in the case and demonstrates insufficient capacity for original analysis, submitting an assignment which is overly descriptive in nature.

Knowledge and Understanding
The assignment is insufficiently informed by appropriate reading and/or is not referenced effectively. The candidate does not use sufficient research evidence or published examples to back up key points.   

Presentation and Persuasion

The assignment is not professionally presented or structured. The writing style is insufficiently clear and concise to be understood. The standard of expression is too weak to convey authority. 
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