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LEARNING AIM(S)

· By the end of this module you will have a deep, critical understanding of how resourcing and talent management contribute to individual and organisational performance.  
· You will learn how to influence performance through the effective strategic positioning of your organisation in the labour market and effective resourcing and talent management strategies. You will develop a critical awareness of concepts such as employer branding, employee value proposition, employee experience and workforce planning. You will also learn how to evaluate the impact of artificial intelligence and other advances in technology in the area of recruitment, selection and performance management. 
· It will equip you with the knowledge required to operate at CIPD Chartered Member level, by exploring topics covered in the core knowledge areas of People Practice and Digital Working and the specialist knowledge areas of Resourcing and Talent Management. 
· The assessment of this unit will include developing resources for managers and creating a video to showcase your organisation to potential recruits. 
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By the end of the module you will have a critical understanding of:


1. How resourcing and talent management activities influence performance.

2. How to use technology to support the delivery of people practices, and improve the worker experience. 

3. The importance of strategic workforce planning.

4. The importance of employer branding to resourcing activities.

5. Different approaches to candidate pipelines and how to assess the value of different sourcing channels.

6. How to design and select assessment approaches for all levels in the organisation.

7. The importance of effective onboarding in setting standards of performance.
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1. How resourcing and talent management activities influence performance.

The employee lifecycle, associated people practices and how to design them in an integrated way. The performance cycle. High performance work systems. Links between people practice and employee outcomes (satisfaction, commitment, engagement, well-being, retention, absence). Talent management strategies. Identifying and tracking talent. Career management for all life phases. 

2. How to use technology to support the delivery of people practices, and improve the worker experience. 

Use of technology to aid collaboration, improve the delivery of people practices and reorganise work. Use of pulse surveys and social media. Platforms to support engagement, wellbeing and access of benefits. Chatrooms, chat-bots. Ethical debates surrounding use of artificial intelligence in people practice. Inbuilt bias. 

3. The importance of strategic workforce planning.

Elements that make up workforce planning (succession, supply forecasting, skills gaps). The impact of external forces on workforce planning. Tight and loose labour markets. How workforce planning data can be used to improve other people practices. Current and future trends in working patterns and how work is organised. Concept of good work. Job design and job roles. Operating on global scales. 

4. The importance of employer branding to resourcing activities.

How to integrate an organisation’s brand and values into people practices. Positioning your organisation in the labour market. How to create a unique employer brand aligned to culture, mission and values. Models such as employer of choice. Ways to enhance your brand. Linked concepts such as employee value proposition, employee experience. Use of websites such as Glassdoor. 

5. Different approaches to candidate pipelines and how to assess the value of different sourcing channels.

Value of different methods and techniques. Sourcing passive candidates. Integrating sourcing approaches into the overall resourcing strategy. How to tailor approaches to appeal to different candidates. Widening your talent pool – for example working with veterans, ex-offenders. Use of social media and consistent communications. Creating long term supply of candidates through work experience and liaison with local and national organisations. Use of apprenticeships and other sources of supply. 

6. How to design and select assessment approaches for all levels in the organisation.

Validity of different methods. Cost-benefit analysis. Links with culture and other forms of assessment in the organisation. 

7. The importance of effective onboarding in setting standards of performance.

Evaluating and designing different approaches to onboarding. Value of gaining feedback from new recruits. Use of buddies and mentors. Role of HR and line managers. Use of technology. Engaging new recruits before their start date. Onboarding as an extended process. Communicating culture and expectations. Shaping employee behaviour. 

The allocation of teaching to deliver the module is:

	Activity type
	Hours
	Percentage

	Scheduled learning
	30
	20%

	Independent learning
	120
	80%

	Placement learning
	0
	0

	TOTAL
	150
	100%
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Assessment Component 1
(Tick one)
	☐
	Written exam
	☒
	Coursework
	☐
	Practical



	Mode of assessment
	Volume
	Weighting

	Report and Video
	A critical analysis of the current challenges facing an organisation, with specific focus on recriuiting, promoting and retaining talent (3500 words).

A video showcasing your organisation for future recruits, with commentary (5 minutes).
	100%





Assessment Summary
	Activity type
	Percentage

	Written exam
	

	Coursework
	100

	Practical
	

	TOTAL
	100%
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READING LIST


	Module Code
	BMHR7015

	Module Title
	Resourcing and Talent Management

	Classification
	Reading List entry
	Electronic*

	Essential
	Taylor, S. (2022) Resourcing and talent management: The theory and practice of recruiting and developing a workforce. 8th edn. London: CIPD Kogan Page.

	☐

	Further
	Mattox, J.R., Parsky, P. and Hall, C. (2020) Learning analytics: using talent data to improve business outcomes. 2nd edn. London: Kogan Page.
	





You will find further reading recommendations on the module Moodle page.
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