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INSTRUCTIONS:
Give as much justification as possible for every question asked.  This means, you must not limit yourself to just stating WHAT you believe is an appropriate response, but WHY.
ALWAYS provide an outline of the financial and cost imperatives associated with your report tasks.  Imagine you must be able to SELL your project idea.
Put effort into the PID and your will benefit from this when it comes to undertaking the research.  Use your skills as a “Thinking Performer” and take the “Business Partner” approach.
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	1. Name
	Joanne Thomas

	2. Organisation name:
	Ateb Group LTD


	3. Type of business:
Nature of business and customer profile:
	Housing Association. 
Ateb is a Registered Social Landlord (RSL) providing affordable housing to people and communities of West Wales. In addition, Ateb has 2 subsidiaries which supports remaining independent at home and a commercial housing developer whose profits return to affordable housing developments. 

The customer profile is wide ranging as it is anybody accessing affordable housing. This includes a wide demographic of all ages, family types, disabilities, backgrounds, employment etc. 



	4. Number employed by organisation:
	140

	5. Number employed within human resources (HR) department (if applicable):
	6

	6. List the main HR functions that are undertaken by your organisation:





	Generalist function.
The HR service areas are:
1. Recruitment
2. Learning & Development
3. Wellbeing
4. People Management
5. PR & Marketing (where applicable to HR)

	7. Your job title:


	People Partner (development capacity) 

	8. How long have you been in this job?
	8 years in total starting from HR Assistant. 

1 year in People Partner role. 

	9. Outline main purpose of your job:



	My role is in a development capacity so the level in which I do these vary depending on the task and complexity. 

1. Lead responsibility across the service areas for providing the best possible service area outcomes for our customers as effectively as we can. 
2. Lead responsibility for ensuring the team is providing support and advice to line managers to develop their skills and competencies in all aspects of recruitment, learning and development, wellbeing and people management, running/organising in house/external development sessions as and when required. 
3. Lead responsibility for reporting on the service areas outcomes performance, identifying areas for improvement as appropriate. 
4. Supporting the Department Manager with the design and implementation of strategic and operational improvement projects and initiatives across the Group. Lead and deliver improvement projects as agreed. 




	10. List the HR responsibilities within your job:





	As above

	11. Who is the person mainly supporting your report (Sponsor)?  State their job title and their relationship to you:

	Name: Anna Hicks

Job title: People Partner

Relationship to you: Line Manager





	12. Aim of report:
In no more than twenty words, state the overall aim of the report.  Here you need to compile a sentence that communicates clearly what you intend the report idea to achieve.

Aim: An analysis of talent management: will implementing talent management structures support Ateb in workforce planning? 


	13. Objectives of report:
List four objectives that are each directly related to the report aim.  Here you must ensure the objectives are SMART (specific, measurable, achievable, realistic, time bound).  Essentially, objectives are steps you need to take to achieve the report aim.  Each objective must begin with a verb that states clearly how the objective is to be undertaken.  
Objectives:
1. Complete and examine primary and secondary research in relation to talent management, workforce and succession planning, to underpin the report. 
2. Examine the definitions of talent management and methods of identifying talent i.e. exclusive vs. inclusive, in order to provide clear definitions and identify an appropriate method(s) of implementing talent management that is suitable to Ateb’s strategies and frameworks.  
3. Identify the benefits to Ateb should they implement a talent management system through the examination of completed primary and secondary research, to create buy-in. i.e. succession planning, workforce planning, leadership development, grow your own. 
4. Propose recommendations in relation to talent management to support workforce planning at Ateb. 





	14. Give an outline of the sorts of tasks and questions you want to undertake and ask that will allow you to deliver on your objectives and ultimately achieve your aim.

Objective 1: Complete and examine primary and secondary research to underpin report. 
Questions relevant to objective one: What secondary research will I be using to add value to the research report? How will I conduct the primary research? How am I choosing the participants and why? 

Tasks relevant to objective one: Explore previous research and relevant reading materials to form the literature review. Plan the primary research, for examples plan and prepare the survey questions ensuring they are meaningful and will create a valuable foundation for the research report. Identify the participants considering why the participants will add value – consider a cross-section across all directorates. 

Objective 2: Examine the definitions of talent management and understand methods of identifying talent i.e. exclusive vs. inclusive. 
Questions relevant to objective three: Why are the definitions of talent management useful to understand? What would talent management look like at Ateb? How does talent management link to Ateb’s current practices, frameworks, and strategic aims? How is talent identified in practice and how will this affect stakeholders i.e. time cost, additional training?
Tasks relevant to objective three: Assess what frameworks are already in place and how can talent management support this i.e. Achieve appraisal frameworks, award structure? Identify what impacts implementing a talent management system will have for example, will managers identifying talent need further training, will it take additional time from their day? 

Objective 3: Identify the benefits to Ateb should they implement a talent management system, to create buy-in. i.e. succession planning, workforce planning, leadership development. 
Questions relevant to objective two: Why would a talent management system be useful to Ateb? How will it support succession planning for business-critical roles? How does talent management prepare for labour market difficulties? What are management leads planning to identify and develop talent to fill business-critical roles? Are there individuals holding niche roles, if so, would talent management support in providing cover/replacements if needed? What is the age demographic at Ateb? Are there business critical individuals that will likely retire out the business in the short/medium term?

Tasks relevant to objective two: Complete primary research through questionnaires and focus groups to identify plans across directorates. Complete literate review to identify benefits to business from previous research. Analyse people data to identify demographic and areas of concern. 

Objective 4: Propose recommendations relevant to the findings of the report.
Questions relevant to objective four: What is the research telling me? Why would a talent management strategy/system benefit Ateb? How would this fit into the business? What are the costs to Ateb to implement this? 

Tasks relevant to objective four: Analyse research and understand the findings. Relate the findings to Ateb to create and cost recommendations to support the business in line with strategic aims. 







	15. What is the business case for considering undertaking the report?  Here you need to justify how achieving the report aim will advantage and benefit the business and its stakeholders. For example, savings, gaining intelligence of competitors, promoting innovation, and return on investment.  

Ateb has an aging demographic and will experience retirements in significant roles in the future. In addition, a number of postholder of varying roles and levels are legacy members holding specialised knowledge in niche roles, which processes/knowledge is not shared with others in the business. Identifying high achievers or an internal talent pool will support Ateb to recognise emerging leaders or specialised postholders, develop them accordingly, and prepare them for the potential future vacancy. This will ensure a continuity of service, skill, and experience to ensure service outcomes are met. 

Recently, Ateb has experienced significant difficulty recruiting talent into trade or surveying roles; this is due to a lack of talent in the local area and Ateb’s salaries are not comparable to commercial businesses therefore, Ateb struggles to attract this specialised talent. By identifying high achievers, development routes can be created to grow our own talent and fill these crucial vacancies. As a result of recruitment issues, Ateb has hired contractors which is a costly alternative therefore, this will likely have a positive financial outcome in the long-term. 

Lastly, a talent management system/process may introduce competition to the workplace. Whilst this comes with risk, this can increase performance as employees are more productive to be identified as a high achiever. 

From a personal perspective, my role as People Partner is in a development capacity and talent management is an area of my targeted development and area of curiosity. Therefore, embarking on this research report will expand my knowledge in this area and support this area of my development. 



	16. Identify the risks associated with the report and how these could be overcome.

a) Lack of performance data to support primary research. Ateb lacks performance data with many roles not having specific targets or KPIs. Appraisal data is also limited as the current appraisal system only recently launched; all formal appraisal activities were stopped during the pandemic in replacement for regular one-to-ones however, this is documented differently across the business. Lack of data will be difficult to evidence high-achievers to demonstrate the level of talent in the organisation to support the research. 

This could be overcome by exploring other data sources which may not typically be performance based. More qualitative data could be sought instead of typical target based numbers. 

b) There have been ongoing issues of unjustified favouritism in certain areas of the business therefore, when conducting primary research, the respondents who have management responsibilities may be inclined to answer in a manner which supports my aim of implementing a talent management system to give favoured employees an advantage/ opportunity.

Questions must be specific and will ask for examples and free text to support the answer provided. In addition, focus groups or individual interviews can be conducted to explore answers to identify or overcome concerns. 

c) The research can introduce a level of expectation amongst the respondents that action is being taken in this area. Should the research report be rejected, the respondents may feel disappointed and could possibly become disengaged or unmotivated. 

When conducting research, I will make is very clear in writing and/or verbally that this is a research project only and the recommendations may not be actioned. 

d) Reporting potential data in primary research which could breach GDPR. 

When submitting the research report, I will examine my work closely for any personal data which would then be redacted. 

e) Respondents may not be aware that their responses will form part of the research report therefore, could cause issues regarding consent. 

I will make it clear in correspondence that this forms a research report therefore, participating in the research they are consenting to the information being used. 



	




	17. 
List the resources you will need to make your report a success.  State why such resources are needed.  These may include, people, time, cash, technology, data.  Identify any constraints that you may encounter and explain how you would overcome these.

a) People & Communications Manager and People Partner (line managers) to gain buy-in and support to complete research internally. 
b) Management group – to conduct primary research
c) Selection of staff – to conduct primary research 
d) Survey Monkey – to conduct survey. No cost as I have access to an ongoing subscription. 
e) Heads of Department – to conduct primary research and to be provided access to departmental data that could support research 
Building a talent pool and growing our own is an area that Ateb has already expressed interest in therefore, I do not envisage that I would encounter resistance. 

Costings will include time only as access to tech or resources are available within the workplace. 

The difficultly would be arranging time to see certain people when conducting primary research due to busy schedules. In addition, achieving a good level of engagement with members of staff and the primary research. Ateb is primarily homeworking so I have the opportunity to engage via Teams for convenience if people are unavailable for an in-person meeting. If I experience a lack of engagement I will take a more proactive approach such as contacting people directly asking for engagement etc. 

 

	18. State what method you intend to use to collect your primary data.  For example, questionnaire, interviews, telephone surveys, focus groups etc.  Outline why a particular research method was chosen over alternatives.

a) Survey via Survey Monkey. This can capture a large number of respondents in a short amount of time. 
b) Focus groups to explore the survey data in more detail. 
c) Organisational data regarding the workforce to identify need/benefit of introducing talent management. Furthermore, to identify possible pockets of talent to underpin need to develop/grow own. 
d) I intend to avoid individual interviews if possible and focus on the above methods due to a limitation of time. I am only allocated a certain small of time during working hours to conduct the research therefore, I plan to use the time to cover as much research as possible to widen my result. 
Using a mixture of methods, I plan to explore both quantitative and qualitative data to identify trends to expand the value of the research. 

















	19. State HOW you plan to collect primary data and justify the appropriateness of your chosen research method.  Consider whether or not you will be given or denied access to personnel and why.


I will use the methodology as stated above. 

Survey Monkey – using the online platform, I will create the survey, collate, and analyse responses. I have full access to this and have authorisation to use it for the purpose of the research report. 

Focus groups – I will conduct these primarily over Teams to capture as many people’s availability as possible. However, if possible, I may conduct a focus group in person using a satellite office as I find I get more engagement and interaction in person. 

Organisational data – I will request information as needed from the owners, usually Heads of Department. In my role, I am often authorised to request and view organisational data where relevant and in relation to HR issues therefore, I do not envisage I will be denied this data. 



	20. State from WHOM you plan to collect primary data and detail any challenges you anticipate.  Outline how you plan to approach people to take part in your research and why you have chosen such individuals.  State why individuals may agree to take part in your report or indeed, refuse.


I plan to collect primary data from a variety of managers in varying levels depending on their availability. I want to use managers to understand their views around talent management – do they think it will help workforce planning, resourcing their team, is there talent already? Managers will be central to identifying talent pools in the future therefore, it is essential I understand their views. I have good relationships with many managers across the business especially in my business areas. However, I may receive more resistance from managers in my colleague’s business areas as I do not tend to work with them. 

I wish to collect primary data from staff members to understand their thoughts around talent management. Will this bring any benefits in terms of productivity, happiness, engagement etc? Will such a system cause distress and why? I will choose a variety of staff from different areas of the business and with varying lengths of service as they may have different views. 








	21. State from where you plan to collect secondary data.  This means providing an early list of alphabetised websites and a bibliography that details (using Harvard method) the books, journals, research and magazines that you intend to use.

Website addresses:
Approximately 10

Ameen, M. (2023) Why people professionals must rethink talent management. Available at: https://www.peoplemanagement.co.uk/article/1813805/why-people-professionals-rethink-talent-management (Accessed: 20th April 2023). 

Baska, M. (2020) Covid renewing employers’ focus on internal talent pools, research finds. Available at: https://www.peoplemanagement.co.uk/article/1742926/covid-renewing-employers-focus-internal-talent-pools-research (Accessed: 10th April 2023).

Evans, K. (2023) What employers should consider when managing an ageing workforce. Available at: https://www.peoplemanagement.co.uk/article/1819371/employers-consider-when-managing-ageing-workforce (Accessed: 20th April 2023). 

George, S. (2021a) Succession planning. Available at: https://www.cipd.co.uk/knowledge/strategy/resourcing/succession-planning-factsheet (Accessed: 15th April 2023). 

George, S. (2021b) Change management. Available at: https://www.cipd.co.uk/knowledge/strategy/change/management-factsheet: (Accessed: 15th April 2023).

Howlett, E. (2022) Cost of living pushes 2.5 million Brits to delay retirement plans, research finds. Available at: https://www.peoplemanagement.co.uk/article/1808368/cost-living-pushes-25-million-brits-delay-retirement-plans-research-finds (Accessed: 20th April 2023).

McKinsey (2018) Winning with your talent-management strategy. Available at: https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/winning-with-your-talent-management-strategy (Accessed: 20th April 2023). 

Mind Tools (no date) 9 Box Grid. Available at: https://www.mindtools.com/awdnkx9/the-nine-box-grid-for-talent-management-video (Accessed: 10th April 2023). 

Quilliam, G.G. (2022) Talent Management. Available at: https://www.cipd.co.uk/knowledge/strategy/resourcing/talent-factsheet#7239 (Accessed: 10th April 2023).

Ready, D.A., Hill, L.A. and Thomas, R.J. (2014) Building a Game-Changing Talent Strategy. Available at: https://hbr.org/2014/01/building-a-game-changing-talent-strategy (Accessed: 20th April 2023).

Weeks, A. et al. (2018) Workforce planning practice. Available at: https://www.cipd.co.uk/Images/workforce-planning-guide_tcm18-42735.pdf (Accessed: 15th April 2023).


Books (on topic area and associated subjects):
Approximately 10

Bibb, S. (2016) Strengths-based recruitment and development : a practical guide to transforming talent management strategy for business results. London: Kogan Page Limited.

Cameron, E., Green, M. and Davies, M. (2020) Making sense of change management : a complete guide to the models, tools and techniques of organizational change. 5th edn. London: Kogan Page.

Campbell, V. and Hirsh, W. (2013) Talent Management: A Four-Step Approach. Brighton: Institute for Employment Studies. 

Clutterbuck, D. (2012) The talent wave : why succession planning fails and what to do about it. London: Kogan Page.

Colling, D.G., Mellahi, K. and Cascio, W.F. (eds) (2017) The Oxford Handbook of Talent Management. 1st edn. Available at: https://doi.org/10.1093/oxfordhb/9780198758273.001.0001 (Accessed: 10th April 2023).

Kotter, J.P. (2012) Leading Change. Massachusetts: Harvard Business Review Press.

Kouzes, J.M. and Posner, B.Z. (2017) The leadership challenge : how to make extraordinary things happen in organizations. 6th edn. New Jersey: John Wiley & Sons. 

Pocztowski, A., Pauli, U. and Miś, A. (2020) Talent management in small and medium enterprises : context, practices and outcomes. New York: Routledge.

Taylor, S. (2021) Resourcing and Talent Management: The Theory and Practice of Recruiting and Developing a Workforce. London: Kogan Page.


Books (on research methodology):
Approximately 3

Anderson, V. (2013) Research methods in human resource management. 3rd edn. London: Chartered Institute of Personnel and Development.

Fowler, F.J. (2009) Survey research methods. 4th edn. California: SAGE.
 
Kumar, R. (2019) Research methodology : a step-by-step guide for beginners. 5th edn. London: SAGE.

Saunders, M.N.K., Lewis, P. and Thornhill, A. (2019) Research methods for business students. 8th edn. New York: Pearson.



Peer reviewed research papers:
Approximately 10
Campbell, V. and Hirsh, W. (2014) ‘Four steps to effective talent management’, Strategic HR review, 13(3), pp. 145. Available at: https://doi.org/10.1108/SHR-01-2014-0009. 

Carter, K.M. et al. (2019) ‘Managers moving on up (or out): Linking self-other agreement on leadership behaviors to succession planning and voluntary turnover’, Journal of vocational behavior, 115, p. 103328. Available at: https://doi.org/10.1016/j.jvb.2019.103328.

Edeh, F.O. et al. (2022) ‘Talent Management in the Hospitality Sector: Predicting Discretionary Work Behaviour’, Administrative Sciences, 12(4), pp. 122. Available at: https://librarysearch.uwtsd.ac.uk/permalink/44WHELF_UWTSD/igoone/cdi_doaj_primary_oai_doaj_org_article_89a1ae9d19194be89026d6ca7e77fb68 

Mahapatra, G.P. and Dash, S. (2022) ‘Round Table: Talent development in a changing world of work’, IIMB management review, 34(1), pp. 83–91. Available at: https://doi.org/10.1016/j.iimb.2022.03.002.

Ritchie, M. (2020) ‘Succession planning for successful leadership: Why we need to talk about succession planning’, Management in education, 34(1), pp. 33–37. Available at: https://doi.org/10.1177/0892020619881044.

Roy, G.S. and Devi, V.R. (2017) ‘Inclusive vs Exclusive Approach to Talent Management: A Review Agenda’, IPE Journal of Management, 7(2), pp. 77–86. 
*Library link broken, have reported a problem so currently unable to read, access or provide DOI however, I feel this may be a valuable journal in my literary review. 

Savanevičienė, A. and Vilčiauskaitė, B. (2017) ‘Practical Application of Exclusive and Inclusive Talent Management Strategy in Companies’, Business, management and education, 15(2), pp. 242–260. Available at: https://doi.org/10.3846/bme.2017.366.

Skuza, A., Woldu, H.G. and Alborz, S. (2022) ‘Who is talent? Implications of talent definitions for talent management practice’, Economics and Business Review, 8(22), pp. 136-162. Available at: https://librarysearch.uwtsd.ac.uk/permalink/44WHELF_UWTSD/igoone/cdi_doaj_primary_oai_doaj_org_article_3bea5904c7e6414cbdb7c29da5e64980



	




	22. Design a time plan for the lifetime of the report. Begin by breaking down all tasks that need to be undertaken and assess the duration of time you need to devote to each task.  Be sure to show tasks in a logical sequence.  Be further sure that you plan well enough to enable you submit your report on the deadline date.  Include any meetings that you plan to have with your report supervisor at UWTSD.  Be realistic and make your report manageable, account for holidays and other “off-days”.  
	[bookmark: _Toc323736704][bookmark: _Toc323737261][bookmark: _Toc323737382]Task
	Date to be completed

	Create research strategy and methodology
	14/05/23

	Identify primary research pools
	21/05/23

	Create primary research questions
	27/05/23

	Design survey
	30/05/23

	Get approval for survey questions from line manager
	w/c 29/05/23

	Send survey
	w/c 29/05/23 after approval

	Collate survey results
	14/06/23 (2 weeks open survey initially planned, may extend if necessary) 

	Get approval for focus groups from line manager
	w/c 19/06/23

	Conduct focus groups or interviews (if necessary) to further explore primary research 
	w/c 26/06/23 (over fortnight period)

	Explore secondary research for literacy review. 
	Ongoing to 07/07/2023

	Critically analyse and collate information from primary and secondary research, to provide analysis of findings. 
	Ongoing to 30/07/2023

	Formulate conclusions and recommendations. 
	By 25/08/2023

	Draft wording for poster
	By 10/09/2023

	Design poster 
	13/09/2023

	Proof reading, amendments, etc
	14/09/2023

	Finalise poster
	14/09/2023

	Draft wording for supplementary notes
	20/09/2023

	Proof reading, amendments, etc
	21/09/2023

	Finalise supplementary notes 
	21/09/2023

	Create slides for presentation
	22/09/2023

	Draft implementation plan
	27/09/2023

	Finalise implementation plan
	30/09/2023

	Review & submit
	By 02/10/23

	Prepare presentation
	From 18/09/23 to presentation day

	Present
	3/10/23

	Share poster, notes, presentation etc with line manager for approval to formally submit as business plan to implement talent management system within Ateb. 
	w/c 2/10/23







	23.  Make a list of questions here that you wish to ask your supervisor about your report.  Such questions could be about:  meeting dates and venues; any forthcoming events that you may have interfere with you completing your report; relevant books, journals, websites, research papers; research methodology; etc etc etc.

· How much time can I be allocated to complete primary research? Whilst study is usually in my own time, I will need an element of work time to conduct research with participants in the working day. 
· How much time should I allocate to receive approval for primary research questions from submission? 
· Are there any individuals/groups, or question areas, that I cannot include in the research report? 

My questions are limited as my line managers are fully supportive of my studies, and are supportive of this research area. The only area of concern would be working time and how they would like me to conduct that.
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