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[bookmark: _Toc96528900]1.	Introduction

[bookmark: _Toc96528901]1.1	Who is the company?

GES Ltd is a complete education support service comprising of a suite of services which supply the education sector. The company has approximately 12k customers comprising of primary and secondary schools and multi academy trusts.
	GES currently has 380 employees across sales, finance, customer success, HR, payroll, product, IT, and support. GES is currently offering hybrid style work to its employees since the pandemic with many employees working remotely. 
[bookmark: _Toc96528902]1.2	What are the challenges within the company?

· The current state of the labour market due to external factors such as Brexit and the pandemic.
· Competitors in the software provision field.
· The growth and expansion of the company due to multiple acquisitions.
· Recruitment can be a minefield due to the multitude of skills needed such as development, and specialist sales.
[bookmark: _Toc96528903]1.3	What will this report aim to achieve?

· External and internal factors that affect the resource and talent management 
· An analysis of the systems that are currently in place.
· Recommendations to enhance and improve the current systems in place.







[bookmark: _Toc96528904]2	Talent Management Context

The aim of this report is to establish and analyse the strategies that are in place for GES Ltd - a typical medium sized organisation and its approach to talent management, and to recommend enhancements to its current methods. 
First introduced in the 21st century by a group from McKinsey & co when McKinsey consultants discussed the ‘war on talent’, the subject of talent management has received a variety of sources publishing articles on the subject and has become a popular trend (HR Gazette, 2018). An array of perspective is available such as from the CIPD (2006) definition of talent management as being a 
“Systematic attraction, identification, development, engagement, retention and deployment for individuals who have good potential and would have a particular value to an organisation”
GES doesn’t have an overarching talent strategy. Instead, each division has a 'go to' platform as talent is very role dependent. The consensus by the HR team is that many roles can be filled through standard job boards, however, more complicated roles such as technical and development engineers in particular need specialist recruiters.
Talent management can either inclusive or exclusive in its approach. The exclusive perspective sees talent as being rare and highly valuable. However, according to CIPD (2021), organisations now appear to be opting for the inclusive approach using a ‘whole workforce’ focus. In practice, companies tend to prefer a blended approach as it works to engage and develop all employees, while focussing on a certain and essential group of employees.
	Forbes (2020) elaborates on the blended approach of talent management, stating that leaders are focusing on achieving a talent-based workforce consisting of full-time and liquid workers. We Forum (2019) defines a liquid workforce as a team organised and shaped to enable them to rapidly adapt and change depending on the environment that they find themselves in.


[bookmark: _Toc96528905]2.1	External and Internal Influencing Factors

Taylor (2016) states that HRM managers face the impossible task of accurately predicting the number of employees they will need to recruit as well as the skillset they require. He also believes it is impossible to forecast for the future whilst we continue to move through extremely turbulent times, with technological and economical developments that will have overwhelming effects on any organisation. The developments affecting an organisation can be either internal or external (see figure 1.). 
[bookmark: _Toc96456458]Figure 1 Factors affecting the recruitment process (HR Help board 2017)
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[bookmark: _Toc96528906]2.2	What factors effect GES?

	GES is still a young establishment with new directorship working through turbulent times thanks to Brexit and the ongoing pandemic. It is therefore bound to be affected by the state of the labour market as market conditions determine the need to recruit, retain and develop to meet customer demand. CIPD (2021) states that awareness of the factors affecting the labour market enables people professionals to monitor developments and adapt to changes positively. 
	Another factor that will affect GES is the competition. GES has a strong suite of services on offer to the education sector specialising in pupil tracking, HR, payroll, governance, and analytics. There are major competitors dominating this sector in Wales and England and for GES to be the best and leading provider, it needs the strongest talent. Companies need to sell their brand to both customers and potential employees, and to hire successfully, a business needs to be prepared to stand by its brand, vision and sell the ‘why’ so that people want to work for the company(Deloitte, 2019).
	Internally, GES has grown rapidly over 24 months acquiring several companies to compliment what it already had to offer its customers. The software company now looks to upskill, develop both current employees, as well as using this new approach to attract potential employees. (Connell et all, 2021). HBR (1996) found that offering big incentives to top level executives such as significant ownership stakes encourage them to want to restructure, grow and fix acquisitions when they feel they are getting something in return. 
	GES in terms of how it views recruitment, determines strategies and policies by department. Higher skilled positions need specialist recruitment strategies in place such as for development opportunities, however most job advertisements are put onto sites such as Indeed and LinkedIn. The company also has an internal recruitment policy and often upskills and develops its existing employees and publishes vacancies to current employees on a regular basis offering incentives for a successful recruit. The HR team are great believers in creating an outstanding candidate experience to all those recruited and potential recruits. HR have a lead time of around 7 days to respond to their adverts that are filtered via a hire manager.  Feedback for non-selection is available upon request.

[bookmark: _Toc96528907]2.2.1	External Factor – What does the labour market condition mean for businesses?

	In generic terms, the labour market consists of workers seeking paid employment and employers seeking to fill vacancies and the simplest way to view the labour market is an arena of competition. This in turn leads to a “market wage” that adjusts according to labour supply and demand. This market wage prevents individual firms setting a wage that is out of line with a competitive market and prevents potential employees from demanding a higher wage (Beardwell, 2011).
	The condition of the labour market is fundamental when it comes to resourcing and talent management and very much depends on supply and demand. CIPD (2021) states that demand measures the number of people employed and the hours they work, versus the number of job vacancies. In contrast, supply considers the number of those currently employed and then the number of those unemployed. 
	Labour market conditions vary overtime across different employment sectors. A tight labour market is highly competitive whereby employers compete to secure the skillset needed from potential employees. Tighter labour markets usually derive from too many jobs and not enough applications therefore demand overtakes supply. Another issue here is the tighter the market, the more money that needs spending on recruitment and wages to attract a respectable number of decent applicants should a position arise. (Taylor, 2016). 
	The labour market has been affected by the recent economic downturn brought on by the pandemic. CIPD (2021) states that economic conditions help to provide the background to the everyday business of HR as it determines how many recruits’ organisations need to take on, retain and develop to be able to meet customer demand. Recessions or economic downturns happen when people or businesses stop demanding things and the Economic Observatory (2021) say that most firms respond by releasing workers and halting on recruitment. They would rather pause on these expenses than to sell off tangible assets, especially when a downturn is set to be short term. BBC (2021) in contrast, believes that an economic downturn can be the right time to start a business with both Uber and Airbnb being established during the last recession of 2007-2009. Entrepreneurs have been recognising the opportunities the pandemic has presented such as allowing them to “do their bit” to combat the virus and developing PPE solutions and setting up firms to assist in the supply shortfall such as Arnold Thorstad who decided to manufacture PPE when his mother’s hospital couldn’t source it (Forbes, 2021).


[bookmark: _Toc96528908]2.2.2	External Factor – How does the market competition affect businesses?

Higgs (2004) suggests that a business should ‘segment’ its employment markets and position itself strategically. Jobs of a high calibre are critical to promote social inclusion and bolstering a competitive economy and the European Commission have labelled this need as a key future priority (European Commission, 2001).
One emerging attraction that promotes good work is the introduction of flexible working.  HR Magazine (2021) recently explored the realities of hybrid work and an ever-changing workplace culture. They believe the changes have added complexity to the recruitment process with Catherine Schlieben, chief people officer for talent at the National Grid, believing HR have a good advantage with this new culture as now they “can actively foster a culture that will help them to recruit diverse talent.” (HR Magazine, 2021).
	Forbes (2021) believes that diversity and inclusion are a priority for companies recruiting in these times and they must act and embrace the change. Workplace diversity means that an organisation comprises of different identities, genders, and nationalities. Inclusion means that everyone no matter what their background has the same opportunities in terms of recruitment. 
	The other important and competitive factor in today’s labour market, is the ability to offer a hybrid approach to working. CIPD (2021) reports that this new concept is a blend of office and home working and Forbes (2021) stress that workers feel they are more productive in a remote-work environment., but equally feel that new policies promoting a hybrid approach will need to strike a delicate balance between to enable employees to have “healthy level of in-person office interactions”. 

[bookmark: _Toc96528909]2.2.3	Internal Factor – How does the expansion and growth rate of a business affect resource and talent management?

According to Forbes (2021), a company needs to expand to be able to increase their profits and gain new customers. Offering incentives to new managers are particularly important when they are recruited into a company and a substantial advantage is necessary to entice outstanding senior management away from comfortable and low-risk jobs (HBR,1996). The functions and strategies of HR departments are said to have changed during the pandemic as, whereas pre-pandemic, the HR strategy tended to lean towards buying people resources, it is now a higher priority to build capabilities, a concept known as talent strategy (McKinsey and Co, 2019). Another report by CIPD (2014) collaborated with several companies to determine what they felt was important in terms of recruitment and development. The CIPD research discovered that providing opportunities to develop and learn increases job satisfaction and drive, enabling better engagement and increasing the chance that they will stay with the company.
	Frey and Osborne (2013) already felt that the growth and expansion of companies was at risk from computerisation as more industries looked to replace people by AI. They state that market conditions will determine the types of jobs on offer with tighter markets only providing opportunities for the highly educated whereas loose market conditions will attract the lower skilled who will go on to chase the already diminishing jobs available.
	CIPD (2021) argue that although AI does pose a threat to industries, the increased use of technology in recruitment has sped up talent resourcing processes and improved the quality of hires. Especially now, due to the pandemic, virtual interviews have become a necessity as traditional face to face interviews and assessment processes are inappropriate. CIPD (2014) found that there were two main themes with securing future talent. The first was to home grow the workforce, and therefore attracting young people and developing them in house, but they stress that for this to work, recruiting younger people needs to be seen as a long-term investment and not a cheaper option with a plan in place to develop the recruit. The other approach is succession planning which is a procedure where existing employees are scanned to see if they can be passed the leadership role within a company. This enables a company to continue to operate competently without the needing to retain those who were previously holding important positions due to retirement for example (Economic Times, 2022).
[bookmark: _Toc96528910]2.2.4 	Internal Factor – How does a recruitment policy affect resource and talent management?

Recruitment strategies and policies are fundamental to enable a business to pitch a powerful and persuasive campaign for a job opportunity. When recruiting potential candidates, Picardi (2020) compares the recruitment process to both an art and science as wording, placement, timing, and the importance of striking the balance of the job description can alter the outreach to potential job candidates.
	Taylor (1998) believes that the recruitment process is heavily influenced by the labour market state at that time which in turn can affect costs, management time and organisational success with a tighter market for example promoting higher recruitment activities. CIPD (2021) discusses a few different methods of recruitment, such as internal where current employees are redistributed into different roles and by upskilling employees. They also mention the opportunity to reward current employees by introducing employee referral schemes. Externally, CIPD (2021) state that employers can go via a recruitment link on their website, recruitment agencies, networking sites such as LinkedIn, or more old school methods such as the job centres and advertising in newspapers, and colleges or universities.
	LinkedIn (2015) have listed five reasons to having a good recruitment policy in place. These are 
· Suitability – Therefore putting together a job description that is in line with the aims and objectives of the business to ensure they will attract a candidate to compliment those aims and objectives and fit the job description.
· Consistency – Equal opportunities during the recruitment and selection phase must be the same throughout all processes.
· Legality – Fair and transparent process avoiding discriminatory behaviour.
· Creditability – By portraying good practices, a potential candidate will view a business as reputable.
· Transparency – Keeping potential employees informed of their application from start to finish to allow fairness throughout the process, enabling a business to secure the best candidate and allowing those who weren’t successful to find out reasons for unsuccessfulness
[bookmark: _Toc96528911]3.	HR Systems, policies, and procedures

[bookmark: _Toc96528912]3.1	The current talent profile

	GES operates under 3 different divisions and these divisions are supported by 5 departments – product, development, marketing, commercial and infrastructure to include finance, IT and HR. GES employs around 380 staff around the UK with the majority currently being hybrid.  
	The HR department in GES has 4 people comprising of 1 in Payroll and 2 in facilities, plus a HR contractor working on projects.  The main HR functions are overall people strategy, recruitment, restructures, payroll, T&C collation and transfers and acquisition.
	GES does not currently hold any recruitment tools that stores online talent profiles.  A talent profile can be beneficial to a company as they allow companies to monitor its “labour pool” by identifying employees that may be able to assist with future employment requirements (SHRM, 2021).  The talent profile within GES consists of data spread out in a few locations, whereas a proper recruitment tool would store these in one place, current employee details in GES are spread amongst payroll with salary information, HR information systems (HRIS) storing employee’s personal data and job title, and some may have learning management systems to store employee courses.   
[bookmark: _Toc96528913]3.2	The current HR systems for rsource and talent management at GES.

	A HRIS is software based and usually cover everything HR related for resource and talent management, including recruitment and onboarding, performance management, learning and development, compensation management and succession planning (SHRM, 2022). CIPD (2021) found that SMEs with no HRIS to be common with 4 out of 13 businesses used in case studies having systems that did not support their processes effectively. Systems were in place where data was paper based or spread across multiple spreadsheets and no system in place for employees to book holidays, record sick days or request 1-2-1s.
	GES has a HRIS in place which is still going through its trial stage. The fairly basic system allows employees to request leave, record sick days, view policies, request 1-2-1 bookings, view organisational charts, and claim expenses. It is completely self-serviceable with employees having personal logins and linked to line managers for approvals. It may be useful for GES employees to receive information on how to use its chosen HRIS during the onboarding procedures. Employees should be provided with credentials during their first week, however there is no employee handbook available, only via the HRIS, meaning employees aren’t aware of the procedures for holiday or sickness leave with this being reported several weeks into their employment

[bookmark: _Toc96528914]3.3 	The current HR policies for resource and talent management at GES 

	LinkedIn (2016) stresses the importance of having HR policies in place to ensure there is structure, control, consistency, equality, and fairness in in the workplace. It also provides peace of mind to both employees and employers to show that there is compliance with employment legislation. A study by Halogen Software (2014) proved that solid onboarding experiences can ensure you retain new employees. Breathe HR (2021) believes the best way to think of policies as an instruction manual for employees. They compare it to a new mobile phone without instructions whereby although you would be able to work out how to do things, without guidelines you won’t get the best out of the new phone.  Employees and policies are the same, a new employee will be able to get by without reading policies, but by having these in place from the get-go and showing employees these HR policies so they can follow the guidance, employers and their employees are more likely to succeed.
	GES has a multitude of policies in place, and these are available instantly on the HRIS. There are policies in place to assist with resource and talent management including the employee handbook, performance review guides, internal training evaluation, disciplinary and grievance policies and most current is the hybrid working policy for the new way of working since the pandemic.
 	GES states that it uses appraisals and performance reviews so employees can understand where they fit in to the organisation as well as how they can effectively contribute towards the company. The vision the company uses that links the overall vision to an individual team members role can be seen in figure 2.
[bookmark: _Toc96456459] Figure 2:	 The vision of GES vs the employee goals
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GES uses goals and key performance indicators (KPIs) to assist in reviewing and measuring performance throughout the organisation. Senior leadership teams will provide performance reviews and departmental team meetings throughout the year to inform you about how the employees role, team goals and the overall vision relate to each other. Figure 3 shows how GES delivers a review throughout the year. Following the review, line managers will follow an outline plan for each meeting covering important points such as recognising SMART (specific, measurable, achievable, realistic & timely) factors and generating a moving forward action plan to develop the employee.
[bookmark: _Toc96456460][image: P133#y1]Figure 3:	The schedule of reviews for employees








	Where GES appears to fail with this is that employees have mentioned they haven’t received any sort of appraisal, even after supposed probationary periods are over with line managers struggling to juggle workloads and don’t feel they have the time to mentor their team.  Forbes (2020) does state that performance reviews have been around for a long time and around 91% of business still conduct them on an annual basis, however they feel they can cause problems and they are inefficient and could potentially cause a divide between employees,  However, any review or general catch up is better than no catch up at all which can lead to employees feeling unappreciated and sourcing that better employer.

[bookmark: _Toc96528915]3.4	The current HR procedure for resource and talent management at GES.

	Taylor (2018) looks at the term ‘strategy’ as taking a planned, well thought-out, evidence-based approach to the various HR practice areas. He believes that actions should not be reactive, unprepared, or rash and that there needs to be a clearly defined consistency and purpose, and naturally some formal evaluation too GES recently put together a training webinar to demonstrate consistency in recruitment within the company to ensure that due to the cost implications of recruitment, team leaders have an acceptable rationale for a new hire.  They want leaders to think about the reasons behind their hires to prevent a knee-jerk reaction to simply fill a gap, and instead consider if there are other skills which would be more useful.  Figure 4 is a small snippet from the webinar telling managers to really consider their hire.	CIPD (2021) believes recruitment to be a critical activity. The HR department play a key role in assisting and supporting the process and line managers are increasingly involved in selecting the right candidate, so appropriate knowledge and skills to make effective and fair recruitment decisions is vital. 





[bookmark: _Toc96456461]Figure 4: "Before you begin" GES 2021
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Employees have fed back that onboarding processes are not as thorough as they should be with some waiting longer than they should to receive logins to HR systems, and other team members not being introduced to their respective team. Other employees have reported feelings of isolation during the first few weeks of employment, particularly during these “new normal” times of working from home.




[bookmark: _Toc96528916]4.	Conclusion

GES is a young SME which is growing rapidly during very unprecedented times. Times are continuously changing in the wake of Brexit and the pandemic and GES appears to be adapting by introducing policies and strategies to compliment these changes. 
GES already has solid policies and procedures in place with a strong HR team at the helm. All the guidance is available on each employee HRIS portal and employees receive a weekly email to notify them of any changes, enhancements, or systems that may be in the pipeline.
GES uses recruitment sites such as Indeed and LinkedIn to source employees and provides guidance to line managers to ensure the recruits are valid and justified. 
GES as a young company which would benefit from the following recommendations to enhance its already strong HR strategies.
· Enhancements to the onboarding process
· Enhancements to employee appraisal processes
These recommendations will enable GES to provide the best advice and guidance to its existing employees and to ensure it always delivers a positive message to future employees, that is, as stated in its handbook “Compassion to colleagues and remaining present in interactions within the company departments.”







[bookmark: _Toc96528917]5.	Recommendations

[bookmark: _Toc96528918]5.1	Enhancements to the onboarding process.

	Effectively onboarding new team members enables an employer to provide claritytransparency, confidencetrust and connectedness compatibility to new recruits enabling them in turn to positively fit in to their new role. These three objectives are key when it comes to retaining employees (Scienceforwork, 2017). When an employee starts their first day at a new position, they seek a fresh start or blank canvas and when given the chance and when provided with a positive experience on day one, effective onboarding can lead to improvements in performance, commitment, job satisfaction and retention (Bauer et al, 2007).
[bookmark: _Toc96456462]Figure 5 Effective Onboarding (Bauer et al 2007)
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	GES would benefit from the introduction of a simple onboarding checklist which highlights what they need to do from the first day and followed through to the third month of a new employee’s employment. This will ensure complete transparency for both the employee and employer so that all parties know where they stand, what the aims and objectives of employment are and what is expected of each party. It also provides a solid foundation to build on for appraisal purposes as it could outline how the employer would like the new employee to progress in terms of targets and what the employee would like to achieve from their employment. Figure 5 shows and example of a potential checklist that can be uploaded to the HRIS so both employer and employee can access and review progress. This checklist can be rolled out at no cost to the company except for administrative time to put the list together, however, the implications of not having a solid onboarding process in place can have cost implications. Hireology (2021) found that it can cost an employer average of 16–20% of that employee’s salary to replace an employee due to poor onboarding with approximately one third of new hires looking for new employment in the first 6 months.
	HR could develop a survey and roll out to staff and managers to find out how they feel their onboarding experience went and what they would improve on.

[bookmark: _Toc96456463]Figure 6 Onboarding Checklist example (ICIMS, 2021)
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[bookmark: _Toc96528919]5.2	Enhancements to employee appraisal processes via the HR systems.
	
	Forbes (2021) sense that employee appraisals are outdated and that they require a revamp. New models that monitor and measure employee performance on a continuous basis to assist with boosting engagement, confidence and promoting a better workplace culture overall is viewed as being long overdue.
	GES has set out a timescale for employee appraisals as seen in figure 3, however many staff have reported to HR of their feelings of isolation and being overwhelmed with workloads, particularly during these times of working from home. Deloitte are one example of a company who has reinvented the way in which it appraises its employees and one of the key objectives for the company has been transparency which it feels is the root of talent management, the need to recognize, see, and fuel performance (HBR, 2015).
	GES already uses a well established HRIS BreatheHR which is designed for smaller businesses of around 250 employees. Reviews on Capterra (2021) reveal that it is great for start-ups but maybe lacks some features that a slightly higher priced solution might offer.  BreatheHR (2021) does allow reviews and appraisals to be logged under the individual employee members tab and provides a notification to line managers a month beforehand on their dashboard. A drawback for GES with Breathe is that it is designed for SMEs of <250 employees meaning that if they surpass that, each additional HR licence is £5 per month per business. GES is already above capacity for this system and is open to alternatives so now may be an opportunity to source a new software system that enhances what GES already has in place. GES introduced a performance management system in July 2021, and HR state they are still assessing its effectiveness with some departments using it more effectively than others.
	Capterra (2022) is a one stop comparison site where software systems, features and prices are available. The following table shows a selected handful of software available on the market with the majority offering similar features and varying in price per business or per HR record. All offer free trials, there are solutions that are free, however developers report that the interface is not as user friendly. 

The subscription that GES has with Breathe is a more affordable option as the software is priced per person not HR record as with many other market leading software.    This software is designed for businesses of 250 employees or less, but additional HR records are still exceptionally less expensive than other software with £5 per additional three records. 
	It may be worth GES trialling some other software to see if there is a better way of implementing new ways of conducting and monitoring performance management and appraisals. HR could roll out one piece of software per department to each line manager for feedback over 2 weeks with one department using Breathe to monitor effectiveness. HR could also speak to the developers of Breathe to see if any features can be enhanced or upgraded and gather feedback from line managers and staff on current systems to see what can be improved.  A selection of potential software for trial can be seen in figure 7 of this report.
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	Software
	HR
Records
	Cost
	Total Cost for 400 HR Records
	Free Trial
	Features
	Currently using / used by

	Breathe HR
	250 
	£241.00 (plus £5 per additional 3 HR Records)
	£491.00 plus vat per month
£5892 + vat per annum
Current plan Premium 400 plan
£3920 + VAT per annum
	
	Staff Holiday Planner
HR Database
Document Storage
Sickness & Absence Tracking
Performance Management
HR Dashboard & Reporting
	

	Access People
	Unlimited as price is per record
	Starting price of £4 per employee per month for professional up to £8 per employee per month for elite
	400 x 4 = £1600 per month



	
	Mobile app
absence management
Workflow Software
Recruitment Software
Create useful HR Reports
Manage shifts and timesheets
Easy to use Appraisal Software that improves engagement Training Management
	Virgin Money,
Cineworld

	Citrus HR
	Unlimited as price is per HR record
	£2.50 per HR Record 
	2.50 x 400
£1000
	
	Streamline new starter onboarding
Calculate, book, and manage holidays, record working time, record and manage absences
Performance management
Powerful reporting

	Crimson Publishing

	HR.My
	FREE 
	$5 per month to the tool’s crowdfunding campaign. You’ll also receive an additional 3500 MB file storage when you make this contribution.
	$5 per month only if you want to avoid ads
	   X
	Employee Database
Employee Profiles
Payroll Management
Self Service Portal
Time & Attendance
	N/A



[bookmark: _Toc96456464]Figure 7: Table of alternative software (Capterra, 2022)
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Key Elements of Appraisals & Performance Review

We use appraisals and performance reviews so everyone can understand where they fit
and how they can make an effective contribution within Juniper. This means
understanding the links from the overall group vision to your team, through to your own
role, and knowing what effective delivery of your own role looks like.
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Throughout the year there will be updates from the senior leadership teams and department
team meetings, which will inform you about how your role, team goals and the overall vision
relate to each other.

Supporting this should be your up-to-date job description. If you don't have one please let your
manager and HR know so that we can quickly get this in place.

Performance reviews and reviews at Juniper will follow this format throughout the year:

3 | Whathappens? | When? ____| ____ Who? ____| Howlskrecorded? |
Probation reviews, At3and 6 months after  New employee and line  Probationary Review
setting objectives and  start date Manager forms in BreatheHR
targets

12-1.and supervisions  Regularly throughout  Staff memberand line  Live data, review

meetings the year. Can be Manager paperwork and
requested via personal notes in
BreatheHR BreatheHR

Quarterly review Every 3 months Staff memberand line  Update the Quarterly
Manager Review form, record
objectives in BreatheHR

Annual review Review period April Staff memberand line  Performance
annually Manager Management record.
Objectives, deliverables.
and notes recorded in
BreatheHR

Al parties should prepare carefully for an appraisal - keeping information up-to-date and
“live’ will make this process both easier and shorter. Use the technology provided and
aim to collate bullet-point information on what and how you have done.

1752
13/02/2022

P Type here to search O H WiW ™ m oo ®f o 3 § Rain. A D)o@ =%





image5.png
[a) Fle ~ Home Insert Draw  Design v  OpeninDesktopApp @ Search

aciiy

Dy Flv 8 NewSide v EHv @ viz v A A B Av - g~

&

Teams.

[-]
cnax
Hiring a new employee is a costly process - it's therefore
o=, really important that you've thought about the rationale
for the hire.
o If it's due to a resignation in the team, don’t be reactive...
() before you hire ‘like for like’, think about whether that’s

e

what you actually want? Are there other skills which
Before you would be more useful? Is there someone in your existing
n i 2
begln...... team that you could upskill and develop?

If it's the creation of a new role - ask yourself the same

type of questions. What do you really want? What's the
scope and purpose of the role? You'll need to work out a
business case to get budgetary approval from Finance, '
so this is a good opportunity to really think about what

you need, not just now but for the future. /
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