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Introduction 
This report as human resource director of a company is going to focus on three most vital segments of human resource management such as recruitment and availability of skilled labour, retention strategies, and learning and development. This report will also concentrate on different models of human resource planning process and how an organization can adopt models to recruit, retain and develop their employees and make them feel valued and cared. Dyson, a technological company, mainly famous for their vacuum cleaners also develop other techlogical product such as hair dyers, air purifiers, etc has been chosen for developing this report. In the next section brief introduction regarding Dyson has been described. 
Introduction of the company 
Dyson machines are selling in over 65 countries around the world. Dyson has developed from one man to a technology company with over 1000 engineers worldwide. Dyson has employees all around the world. England based Dyson has moved their vacuum production to Jahore, Malaysia due to high cost and regulation to lower cost region. This will allow firm to improve quality and cost effectiveness and help to expand production significantly. According to a report (2017), due to move to lower cost region, Dyson was able to launch bag less cyclone cleaner and that sold over 3000 across America.    

Dyson needs to recruit their engineers and scientist all over the world to make future design of vacuums. In addition, to run business, all over the world, they need best people and their best skills to understand respective cultures. Therefore HRM has to play a significant role to gather best people for the business of Dyson. 

For developing this report as Human resource director of Dyson Company, this will outline recruitment and availability of skilled labour, retention strategies, and learning and development of Dyson.  

Staffing : Recruitment and availability of skilled labour

According to Pilbeam, (2011), “organizational objectives are achieved through the development and implementation of a human resource strategy” and this need to be ensured by Human resource planning. There is numerical approach often termed as hard approach and usually referred as workforce planning primarily focus on the number of staff in the organization. “Workforce planning approach seeks to identify numerical shortfalls or excess, or gaps and quantitative corrective action”, (Pilbeam, 2011). Supporting that notion, Armstrong, (2014) also elaborate definition of CIPD “workforce planning as a core process of human resource management which ensure the right number of people at the right place at the right time to deliver short and long term organization objectives”. Workforce planning identifies numerical shortfalls or excesses, or gaps and demand quantitative corrective action. However, there are difficulties on work force planning quantitative approach due to impact of change and attempt to predict future. Here is a model human resource planning process which consists segments of resourcing and its planning. 

he main difficulties faced by those involved in quantitative (hard) workf


Source : Pibeam, (2010). Workforce planning process 
Explanation of model relating Dyson recruitment 

This model of human resource planning illustrate for recruiting people, first step to analyse internal, external labour market. Dyson has demand for hundreds of the brightest minds in science, health, electronic and engineering. This UK based company has its headquarters in Singapore and recruit people from diverse background to match with their skill demand. They have strong team of software and engineering personnel, it their research and contribution that Dyson can offer unique and modern feature technological product to the market. To resource, Dyson needs to analyse both internal and external market. Singapore labour market is slack market where ample of skilled and professional personnel exits but in UK, 59000 engineers are supply gap exists in the market. 
To make available engineers, Dyson has open Dyson institution of Engineering and technology, where Dyson Undergraduates undertake their studies for engineering degree while working on real dyson technologies, without paying any tuition fees and earning a full salary. Dyson has proud of their innovation hub centre where they have 4000 people, represents 59 nationalities and majority of them are engineers and scientist. In Singapore, they have 1400 people work for their product development, advanced manufacturing and supply chain operation. Such diverse numbers of people in Dyson team represent how HRM of dyson planning continuously to put the right people in the right place. 
Before moving their headquarters to Singapore, Dyson has analysed labour markets to resource people and thus follow procedure of Attraction, reduction, selection and transition, (Pilbeam, 2011). This is sub-system of recruiting people in the organization. Dyson is big name in technological product; hence young engineers are keen to work for Dyson. In addition, their attractive compensation package with numerous other benefits such as flexible work life baliance, Bupa healthcare, Gym, good annual bonus, free food and coffee on site in working hours makes it more desirable for people to work for.  Thus, second phase of the human resource model supply of available workers can balance with demand for Dyson. 
Retention strategies 
According to Thite, (2004), there are no HR strategies that “can succeed unless the organization has a comprehensive HR philosophy that assures its employees that they are working for a caring, nurturing, trustworthy organization” and where employer considers their employees as social relationship than a contract. Employee retention strategies need to be effective enough for an organization for developing further. Dyson is operating in 65 countries and it means Dyson needs to be strategic enough to attract best skilled people and retaining them. As Dyson is producing technological product, they need to employ mostly engineers and scientist who are innovative and able to response to demand of future change and therefore, their human resource policies and procedures need to be competitive enough for prospective employees. 
To be successful in implementing HRM strategies, employers and employees need to have trust and treat each other fairly. Due to diverse reason, employees may have ups and downs in their expectations and thus it make ‘people management’ more sensitive, personalised and context-oriented and cannot be managed through a set of predefined set of techniques, (Thite, 2004)
Dyson has already moved their head quarter from UK to Singapore. Therefore they need local skilled people to run their day to day operation and also to make strategic decision. Host country, home country and third party recruitment needs different sourcing, training and compensation. In addition, there are significant cultural difference in the different regions and countries. When a firm become global, its human resource department needs to focus on things like local regulations on sourcing, modification on training, language, culture, local compensation trends. On that note, Hugh, (2010) addressed that there are centralised and decentralised approach on human resource management to manage global talent pool. 
According to Hugh, (2010), “centralised human resource function do a wide range of activities and key role of managing development, succession planning, career planning, staffing, and managing the mobility of international managers and this need coordination and integration of international activities”. Thus centralised human resource has power of controlling and allocating and mobility of expatriates all over the world. On the other hand, decentralised firms focus on multi domestic international strategy which needs lower degree of co-ordination and integration. 
For Dyson, as they have to accumulate people from different regions to run their operation, they have to develop and deploy employee retention strategies to keep their turnover cost low and turn their employee as an asset. 

Hugh, (2010) has mentioned about four roles that employer needs to play to retain their employees. Dyson can adopt these roles for their employees globally to make them feel involved and valuable towards company. 
Retention strategies for Dyson 
· For retaining employees, organizations need to be flexible rather than having rigid approach of human resource management.  As a global firm, Dyson needs to understand expectation of employees and reasons that drive them to lead leaving the company. Holbeche, (2009) addressed that it is better to give effort on prevention on employee turnover than crisis management. Clear conversation or dialogue between Dyson employees and Dyson HRM can help to understand priorities of employees and their expectation. Holbeche, (2009) mentioned employees those have tendency of leaving can be categorized and can given special attention to understand reason behind employee’s leaving thoughts and what impact will organization has to face due to departure of the employee.  
· Dyson is a global firm and operating in different market around the world. Therefore they need both local and international people to run their business. As Hugh, (2010) mentioned about centralised human resource approach can help Dyson to control mobility of the skilled staff across different markets Centralised HRM policies or approach will also provide a framework which then can be employ by local HRM department to identify more closely the sorts of human capital that constitute talent. 
· By using HR information systems and monitoring talent management, Dyson can do strategic workforce planning, 
· Dyson can help to their employees to understand their own career distraction which will help staff to make their decision right related with careers. Such as, employees can be distracted sometimes by perusal or professional reason, in such situation Dyson HRM needs to strategic enough to make their employee feel valued and cared. 
· Dyson also need to help their employees to identify their own strengths that can make them unique. This will make their employee feel that they are been identified and valued due to their hard work. 
· Dyson need to ensure that selection and promotion procedures equivalent the capacities of individuals to the demands of the work that an employee needs to do. Turnover can result when there is poor selection or promotion decisions happen. 
· Job needs to be designed as that can match and maximise employees’ skills and has opportunities for learning and growth. 

· Armstrong, (2016), mention as employee retention strategies that, it is important to improve work-life balance by developing policies, flexible working hours and understanding of personal life of employees outside work. 
· Dyson needs to ensure pleasant working for their employees as much as they can and need to concentrate on developing manager’s managerial skills because sometimes employees don’t leave the organization, they leave their managers. In that instance, it is important for Dyson make their manager flexible, co-operative, understandable, well-mannered, and easy to communicate at any matter. 

· It is also require maintaining policies and procedure to tackle harassment and bullying in the organization and ensure employees that they will get fair treatment if anything happens. 
Learning and development 

Dyson needs a coherent and comprehensive framework for developing their employees by creating a learning culture and articulating organizational and individual learning strategies. A comprehensive framework of L&D can increase employee’s capabilities and can turn into a major source of competitive advantage. By considering, employee’s needs and their thrust to develop, Dyson can tailor their learning and development strategies to gain intellectual capital that is necessary for the organization and also will ensure right quality are available to meet organization’s present and future need. 
According to Armstrong, (2014), “Learning and development is defined as the process of ensuring that the organization has the knowledgeable, skilled and engage workforce it needs and it involves helping the acquisition by individuals and team of knowledge and skills through experience, learning, events and programmes provided by the organization”. Supporting that notion, Harrison, (2009), described as organizational process is to support goals, and develop individual potential through collaborative, expert and ethical simulation and facilitate learning and knowledge. Learning and development activities make a contribution to the successful attainment of the organization’s objectives and investment in it benefits all the stakeholders of the organization. Therefore, it is essential for Dyson to construct L&D strategies to support their employees to develop their skills and knowledge to the maximum of their capacity. L&D strategies need to be related with employees’ performance to achieve specific improvements to contribute in the dyson’s objectives. 
Components of learning and development
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Source: Armstrong, (2014)

Learning and development for Dyson 
· Dyson needs to define learning and development goal, vision and objectives. 
· need to consult with stakeholders and can identify key areas of team development based on organizational needs considering individual competitiveness 
· Dyson needs to analyze the gap between current learning and development activities and try to minimize that gap by providing essential training. 
· Dyson can empower employees by providing supported autonomy which has been address by Armstrong, (2014). Thus they will give their employees opportunities to manage their work within certain boundaries but with organization support. 
· Dyson can develop personal development plan that will focus on self-managed learning and will be supported by coaching, mentoring and formal training.
· Coaching is key component for developing employees’ capabilities which will encourage employees to identify available opportunities and seek their own solutions to problems. As a global company, Dyson must need to ensure coaching their staff to 
· Dyson is currently offering education where people can work three days with Dyson’s engineers and also can attain degree that eventually helps Dyson to get best talents from the pool of talent for their organization. They have their own institution where they nurture young talents who can work for them later. 
· Armstrong, (2014) also address guide employees through their work challenges and give access to time, resources and feedback. These strategies also can be used by Dyson as it’s a technological company and they need to face challenges from their product development to make product available in the market.  
· Collaborative social learning also can be used as L&D development strategy for Dyson which will enhance supportive peer relationship by understanding each other job and different part of the organization. As Torringtion, et al , (2020) as mentioned about peer relationship most often develop on an informal basis and provide mutual support and it consist of information sharing, skills, job related feedback, also share career planning. 
· In addition, Dyson ltd can also use ‘communities of practice’ which will be technology based and where group of professional will do online discussion to extend networking and learning and that will create a platform for uploading videos, text or Podcast to share knowledge and skills. 
· Like coaching, mentoring is the vital component for any organization for learning and development. According to the definition of CIPD, mentors share their greater understanding of the workplace to support the development of junior staff and it takes longer than coaching. Mentors can offer diverse range of benefits for the development of mentee. Mentoring gives mentee a longer time to adopt learning and focus on the things that they are not efficient enough to do. Such Mentee or junior staff can learn things and devlope further.
· Dyson also can use global software and professional service firm to increase personalized approach for development. There are psychometrically rigorous assessments that are linked to suitable and efficient computer adaptive testing which gather data overtime and then used to chart individual performance line of development to personalise further development needs and opportunities, (David & Patricia, 2017). 
· Organization across different industries such as social media, online retailers and digital new providers all use mathematical algorithms to personalise data, (Buckingham, 2012). Such algorithm links personalized assessment, artificial intelligence, and expert coaching within a mobile application and thus promise to contribute to an exciting future for the science and practice of talent development in organization. 
Conclusion 
This report on Dyson as their human resource director has highlighted their recruitment and availability of skilled labour, retention strategies and describes how Dyson can work on their employees learning and development to be competitive in the market. 
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