








Talent management is the systematic attraction, identification, development, engagement, retention, and deployment of those individuals who are of particular value to an organisation. This may be through their high potential or because they fulfil critical roles.

(CIPD, 2021d, 
https://www.cipd.co.uk/knowledge/strategy/resourcing/talent-factsheet)




Executive Summary 

This report will evaluate and analyse Wall Colmonoy’s current recruitment processes and the challenges facing Wall Colmonoy in the current labour market. A review of internal and external factors affecting the talent management of Wall Colmonoy, including attraction, recruitment, development and retention. 
The report also analyses the increasing use of technology in the recruitment process. 
Recommendations have been made to improve Wall Colmonoy’s talent management strategy in order to meet the current and future challenges facing the organisation. 
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Wall Colmonoy are a global engineering group engaged in the manufacturer of precision castings, brazing products, coatings and engineered components across different industries and sectors (Wall Colmonoy Ltd, 2022a). 
Wall Colmonoy melt, coat, join and cast metals to make them perform better and enhance components to make them last longer for clients and their specific needs (Wall Colmonoy Ltd, 2022a). 
The complexity of the business and the need to innovate means the employee skillset at Wall Colmonoy is integral organisation strategy. 
To achieve the 30% sales revenue uplift in 2021-2022 (Wall Colmonoy Ltd, 2021d), Wall Colmonoy will need to recruit talent in the correct roles and retain the skillset already in the organisation. Ultimately staff retention needs to be a focus for Wall Colmonoy and not just recruitment (Churchill, 2022).
Wall Colmonoy currently have 8 open vacancies varying from operative level to a managerial position (Wall Colmonoy, 2022c). Turnover in the rolling 12 months is 9.96%, consisting of 11 Direct (Production based) and 5 Indirect (Staff) leavers (Wall Colmonoy, 2022b). This figure is below the UK average turnover of 15% (Monster, 2021), with the manufacturing industry being slightly higher at 19% (Office for National Statistics, 2019) – Wall Colmonoy’s turnover falls beneath both. 
This report will evaluate and analyse Wall Colmonoy’s current recruitment processes, the challenges facing Wall Colmonoy in the current labour market, the increasing use of technology within the recruitment process and the strategies needed to employ to ensure recruitment and retention through recommendations.

[bookmark: _Toc94657457]1.1 UK Labour Market 	

The UK is currently facing the tightest labour market in decades (Faragher, 2021), which could impact Wall Colmonoy attracting the right people and retaining current  skillsets (Blake, 2022). 
Hays Recruitment recently found that hiring intentions were at an eight-year high yet employees who are intending to move are at an eight year low (Blake, 2022). Hays Recruitment also found that only 50% of professionals surveyed were planning on moving roles in the next 12 months, compared to 80% of companies who planned to recruit in the next 12 months (Blake, 2022). It is currently a ‘jobseeker-friendly’ market (People Management, 2021).
The CIPD (2021c) reports that “We are now seeing a growing crisis in hiring, with very significant skills and talent gaps across many roles”. The tight labour market highlighted by Hays Recruitment and the CIPD emphasises the need for the adjustment of talent management strategies to help attract, recruit, develop and retain talent – Wall Colmonoy can no longer rely on the ‘usual’ strategies (CIPD, 2020b).
While wages can be a main tool  to help attract and retain candidates (Churchill, 2022), The CIPD has found 47% of organisations have raised wages over the last 6 months (People Management, 2021), meaning other strategies are needed alongside wages to attract candidates. 
“To meet challenges of attracting and retaining talent, we must do more to create positive and supportive cultures, great places to work that are truly inclusive, and support growth and progression for our people” (Cheese, 2021, p.5)
Whilst recruitment is a critical operation, Wall Colmonoy will have to utilise and embrace the increasing use of technology within all four stages of the recruitment process (Nikolaou, 2021, p.1).
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Employee Turnover is the rate employees leave an organisation over a given time (Indeed, 2022). Employees resign or leave for many reasons, this could be due to ‘pull’ or ‘push’ factors (Monster, 2021). 
Pull-type resignations occur when there is a positive attraction of alternative employment, this could be due to career opportunities, a higher rate of pay, better benefits or less pressure (Taylor, 2019, p.319). Push-type resignations occur when a person is unhappy with their current organisation, this could be due to a dislike of organisational culture, personality clashes or structure changes (Taylor, 2019, p.320). 90% of Wall Colmonoy leavers were due to ‘Pull’ factors and 10% of leavers were due to ‘Push’ factors, this was highlighted through their Exit Interviews (Wall Colmonoy, 2022b).
Unavoidable turnover is outside an organisation’s control as the resignation isn’t directly related to the organisation but is due to external factors, for instance retirement, illness, relocation or career breaks (Taylor, 2019, p.320).  Involuntary turnover is initiated by the organisation, whereby the organisation asks that person to leave, examples include redundancy or dismissal (Taylor, 2019, p321).
Whilst a high employee rate can be problematic due to disruption and expense of replacing employees (Indeed, 2022), natural turnover is organic and necessary to inject new ideas and prevent the company becoming stale (Monster, 2021). 
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2. Literature Review 

This Literature review considers the current recruitment process in Wall Colmonoy and how the increasing use of technology within the recruitment process can improve Wall Colmonoy’s recruitment strategy. 
Strack (2014) stated that People Strategy consisted of four elements, forecasting supply and demand of labour, attracting ‘great’ people, educating and upskilling employees and retaining talent in the organisation. 
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Internal factors or factors controlled by the organisation when recruiting and attracting talent usually consists of recruitment policy, Human Resource planning, size of the company, cost of recruitment, growth/ expansion of an organisation (Kapse, Patil and Patil, 2012). 
[bookmark: _Toc94657461]2.1.1 Recruitment Policy

Wall Colmonoy’s recruitment current policy was last updated in 2016 and currently consists of all vacancies being advertised internally so it allows current employees to apply for roles (Wall Colmonoy, 2022c). The company vacancies are advertised on Indeed and shared in memo format on notice boards, via email and text message. This allows everyone to see the ‘open’ roles and have exposure to the job description attached to these roles. While this allows employee development - an element integral to the Human Resource strategy, it must be ensured that the right people are within the right roles.  
Since 2016 word of mouth and Indeed has accounted for 100% of all Direct (Production) positions (Wall Colmonoy, 2022c), this is predominantly due to individuals not needing specific skills and the roles offering on the job training. This underpins Hartley (2015) that the best candidate may not have the best CV, as some of our recent production employees haven’t worked in an environment like Wall Colmonoy’s but had essential core and transferrable skills (Cheese, 2021, p.5) – This strategy has proven a success. 
Dependent on the type of role recruitment agencies are also instructed, predominantly in niche roles where specific skillsets are needed to help attract and recruit candidates. However, while there can be some substantial costs associated with using agencies, the current labour market may mean agencies may need to be considered or instructed for all roles/ open vacancies (El-Hadidi, 2015).   
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Effective human resource planning helps determine gaps in an organisation, which helps identify employees needed and the skillsets they need to possess (El-Hadidi, 2015). However, as Peter Cheese (2021, p.5) highlighted, “We cannot expect to recruit every skill we need”, so part of planning also has to include development of skills. Wall Colmonoy has recently upskilled some employees and moved employees internally to fill roles based on their developing skillset.  
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The size and growth of Wall Colmonoy will affect recruitment processes (El-Hadidi, 2015). While word of mouth has worked in recent years for Wall Colmonoy, this may not always be the case, particularly if there are any future requisitions or expansion beyond Pontardawe and the smaller communities where there are strong links. The smaller communities could not provide personnel for such an expansion. 
Using and utilising technology to help secure and promote vacancies (Churchill, 2022) could help attract and recruit employees. Recognition that Line managers are crucial within the recruitment, development and retention of key talent also needs to be addressed (CIPD, 2021c). 
A SWOT analysis can also identify Strengths, Weaknesses, Opportunities and Threats to an organisation, which can be tailored to Resource and Talent Management (CIPD,2020b). 
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Gompertz, (2015, p.60) wrote “Passion and enthusiasm triggers employees imagination to come up with ideas, which lead to experiments and eventually the production of a recognised idea”. Wall Colmonoy’s Work’s Council is indicative of this. 
The Works Council has provided suggestions on how the recruitment process can be improved from a different perspective on how Human Resources and managers views the process. Suggestions from the Works Council include reducing wording on adverts on Indeed to make them more visually attractive and less intimidating (Wall Colmonoy, 2022d) and erecting a notice board outside the factory with vacancy announcements on to take advantage of the site location falling next to  a communal playing field (Wall Colmonoy, 2022d). 
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External factors are impacting the attraction, recruitment, development and retention of talent. A PESTLE analysis allows us to examine key external factors which impact an organisation (CIPD, 2021a) and highlights the many aspects impacting recruitment and talent management. 
The CIPD (2020b) notes that current methods employers are using to attract, recruit, develop and retain employees are no longer fit for purpose due to an ageing workforce, globalisation and legislative changes. Strack (2014) suggests there will be a global workforce crisis by 2030, therefore companies needs to adjust their talent management strategies to the changing environment with talent strategies needing to have the same focus as overall business strategy (CIPD, 2020b).
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2.2.1 Labour Market: Supply and Demand

All organisations report difficulties in recruiting and retaining employees at all levels in the organisation (CIPD, 2020b). 
There were 1.17 million vacancies in the UK between August – October 2021, making competition for qualified talent more combative over the last year, with employers struggling to attract suitable candidates (Blake, 2022). Ultimately this will mean that Wall Colmonoy will struggle to attract the right people and also retain current skillsets, particularly with a skill mismatch and workforce shortage predicted by 2030 (Strack, 2014).
Labour shortages are due to many factors (Faragher, 2021), some tightening of the market is due to an existing skill shortage, migration post Brexit, resurgence of the UK economy and changes in people’s participation (Faragher, 2021; Jacobs, 2021,p.33)
Currently older people are either withdrawing from the market or considering their options and younger people are either entering further education instead of the job market or those in the job market are becoming even more mobile (Faragher, 2021;Cheese, 2021, p.5).
As a business, adaptability, resilience and sustainability is crucial in response to the current labour concerns (Cheese, 2021, p.5). Wall Colmonoy now need to focus on their wider practices and adapt them as doing so can impact attracting, recruiting, retaining and developing talent long-term. 
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Attracting candidates involves wider technological activities that influence recruitment this includes employer branding, candidate experience and online engagement  (Nikolaou, 2021, p.2). 
There is fierce competition for candidates, with less people looking for each available job (Churchill, 2022). In a candidate-driven market, employer branding can make the difference (Jacobs, 2021, p.35). Wall Colmonoy now need to utilise employer branding to recruit and retain staff (Taylor, 2019, p.182). 
If Wall Colmonoy develop employer branding further it could become an ‘Employer of Choice’, which will attract candidates and also reduce staff turnover (Taylor, 2019, pp.188-189). However, the culture portrayed through sites like LinkedIn and social media platforms needs to match the reality of the culture in the organisation (Jacobs, 2021, p.35). 
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A quarter of companies expect the number of ‘hard to fill’ vacancies to increase over the next six months (Faragher, 2021). Employers have previously carried out recruitment drives on social media. Could social media be a solution?
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In 2017 McDonald’s launched ‘Snapplications’, a virtual event which allowed people to apply for jobs at McDonald’s directly through the Snapchat app (Tyfting, 2019). Snapchat users could watch a 10-second video advert and then swipe and apply through a webpage on the social network (Calfas, 2017). 
McDonald’s believed it was a great way of engaging with job seekers, with the average age of who applied being 16-24 years old (Calfas, 2017). 
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In the summer of 2021, Travis Perkins used TikTok to target students for summer placements. Travis Perkins received over 10,000 applications through the social media platform, which included 40% female applicants – Opening up industry awareness and potential careers to a wider network (Faragher, 2021). Travis Perkins has retained some of the applicants for seasonal work or given them a permanent contract (Faragher, 2021). 
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CIPD, (2020a) states that the aim of incorporating technological advances is to increase business efficiency and performance through cost savings and quality advances.  CIPD (2021c), states that 37% of employers believe the use of technology can help reduce unconscious bias. 
[bookmark: _Hlk94211442]Technology is changing the workplace and the manner in which we work and this includes the attraction, recruitment, development and retention of candidates and employees (Tyfting, 2019).  Technology advances are also changing roles within organisations across industries, economies and societies (CIPD, 2020a).
Traditional recruitment hasn’t become irrelevant but is becoming heavily impacted by technological advances (Nikolaou, 2021, p.1; Tyfting, 2019). Wall Colmonoy now need to redesign recruitment and talent management so it is viewed as outlined in CIPD (2020b) “in a strategic way from recruitment through to development, progression and retention”. 
[bookmark: _Toc94657472]3.1 Social networking, social media platforms and online job sites 

Job sites are becoming heavily used and are perceived as highly effective from both organisations, recruiters and candidates (Nikolaou, 2014).
[bookmark: _Hlk93768560]Social networking and internet recruitment have changed how candidates are attracted, with online job sites offering both employers to advertise their job openings and candidates to post their CV (Nikolaou, 2021, p.2). Technology can reduce efforts for both applicants and Wall Colmonoy but also allow access to a wider talent pool (Blake, 2022). 
Videos dominate social media and are now being used for recruitment, with leading companies using recruitment videos to achieve their acquisition targets. A recruitment Video is seen as a ‘must-have’, as it promotes the employer brand, culture and company benefits (Zojceska, 2018). Job postings which include a recruitment video have a 34% greater application rate and are seen as an important part of a successful recruitment strategy (Zojceska, 2018). 
Social media platforms offer a far reaching platform to advertise vacancies, however, caution needs to be applied when choosing what sites. While platforms like Tik Tok have allowed an increase of females getting involved in a ‘male dominated’ industries, sites like Facebook could lead to discrimination claims, as the platform filters job postings based on protected characteristics - like sex  (Powell, 2021b). 
LinkedIn (2022) allows an employer to ‘Attract, engage, and manage the best candidates’ through its professional network, these types of sites have facilitated the targeting of passive jobseekers with traditional approaches including job advertisement in newspapers and in Jobcentre’s dropping drastically (CIPD, 2020b; Nikolaou, 2014; LinkedIn, 2022). 
However, while technology can make the recruitment process more efficient and accessible to candidates, this accessibility can make an influx of unsuitable candidates as well as suitable ones (CIPD,2021c). Accessibility to the internet and forums can also mean employees and candidates can share experiences of an organisation and  its recruitment process online – Including Glassdoor (Nikolaou, 2021, p.4).This can impact the image of an employer and its recruitment process without immediate experience and influence prospective candidates. 
While organisations are increasingly using technology to recruit candidates (CIPD, 2020b). Wall Colmonoy aren’t using these platforms to their full potential. Wall Colmonoy currently only share vacancies on LinkedIn and Indeed and recruiters when applicable. Wall Colmonoy use LinkedIn daily to promote products and events but not for all vacancies and employer branding (LinkedIn, 2022). 
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“All employers and all employees are affected by AI” (Powell, 2021a, p,9). 
AI can reduce manual activities Human Resources have to do. Automated tools can source, screen, administer assessments, schedule interviews and provide updates to candidates (Gray, 2022, p.39;Tyfting, 2019). Yet there have been mixed reviews with some reporting issues with bias which could prevent a fair and inclusive process (Gray, 2022, p,37) but others stating AI offers candidates a simple, user-friendly and unified journey with real-time feedback (Gray, 2022,  p.40)..
In 2018, Amazon was forced to scrap a AI Hiring programme after algorithm data taught itself to screen out female candidates (Gray, 2022, p.38). The male programmers assumptions and beliefs were transferred and reflected into the algorithm, which was unavoidable due to human involvement (Gray, 2022,  p.39).
As Powell (2021a) suggests that 88% of employers actually believe qualified candidates can be filtered out of the process by screening software. AI can or should be used  to enhance process rather than replace (Gray, 2022,  p.40).
Digital interviews, online assessments, Gamification or Games-based Assessment (GBA) can reduce the candidate pool during the initial stages of recruitment (Nikolaou, 2021, p.3) Research suggests gamification can be a reliable selection method (Georgiou et al, 2019) but its appeal is to younger candidates (Nikolaou, 2021) who raised positive reactions isn’t transferred onto older candidates, which could discourage them from applying (Nikolaou, 2021, p.3-4). Some online assessments can also feel impersonal with candidates unable to influence outcomes as in the traditional interview process (Nikolaou, 2021, p.4).
Technological developments have meant recruitment platforms have created applications to reduce administration tasks. Applicant Tracking Systems (ATS) reduces screening process times through storing and key word search of CV’s (Nikolaou, 2021, p.3). LinkedIn offers ‘LinkedIn Recruiter’ which allows a company to connect and manage candidates. The platform allows personalised messages and analytic tools to help manage candidates (LinkedIn, 2022). While Indeed offers a virtual assistant which helps screen and filter, provide job post improvements, automated candidate messaging and call scheduling (Indeed, 2022b).  What is evident is that tools must enhance and support the human function of the recruitment process and cannot fully replace it, to ensure a positive impact on the applicant (Tyfting, 2019), as collaboration can led to surprising discoveries (Gompertz, 2015, p.66).
At present Wall Colmonoy doesn’t use any of the AI options, with Human Resources posting, filtering and interacting with candidates. Wall Colmonoy doesn’t use any form of online assessment or recruiter aids provided by the platforms Wall Colmonoy uses. This would greatly help the recruitment process both now and in the future (in conjunction with the Human Resources department), as candidates could be informed if unsuccessful, ensuring all applicants have feedback, which is not the case currently.
3.3 Recruitment Process Outsourcing (RPO)
Recruitment Process Outsourcing (RPO) is a recruitment outsourcing function (Tyfting, 2019). A RPO provider can introduce new technologies, aid talent-driven strategies and also help access new talent markets, which can shorten time to fill vacancies (Tyfting, 2019). However, data security could be a challenge, alongside relinquishing control of recruitment and moving it out to an external company (BasuMallick, 2021) Although a RPO provider could be an option in the future, at present it wouldn’t be tenable to bring in an external provider -  There isn’t the scope to recruit high volumes with constant recruitment required. 

[bookmark: _Toc94657474]4. COVID-19 and its impact on Recruitment 

COVID-19 seen a shift in the working environment and a change in behaviours. COVID-19 resulted in a high increase in homeworking (CIPD, 2020b), with 60% of organisations increasing homeworking as a result of the pandemic (CIPD, 2021c) - with this likely to continue in the future. Employers not offering hybrid- working as part of a role may not attract applicants (Blake, 2022). The objective for Wall Colmonoy to recall all employees back to the office full-time, has meant the company have already lost 3 members of staff whose personal circumstances meant they could not return full-time (Wall Colmonoy, 2022b) – Could there be more? 
Another impact of COVID-19 has been a greater utilisation of technology throughout the recruitment and onboarding of employees (CIPD, 2020b). This has pushed the growth of technology. This growth within recruitment means 54% of organisations are conducting video interviews, 27% using online tests and assessments and 28% using online induction processes (CIPD, 2021c). 
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Figure 1: The use of technology in the recruitment process (CIPD, 2021c)
CIPD (2021c), also found that the 12 months up until May 2021, the most effective methods of attracting candidates were 54% of organisation were using their corporate website, 46% used professional networking sites like LinkedIn, 41% Internally advertised in their own talent pool and 41% used recruitment consultants. Wall Colmonoy doesn’t utilise its website for recruiting which is something that could be a detriment to the organisation. 
Onboarding has also advanced due to technology with formal training, company information and mentoring/ coaching taking place through apps, intranet and online courses (Nikolaou, 2021, p.4).While this isn’t the case at Wall Colmonoy, this could be implemented to reduce the hours spent inducting candidates by Human Resources and Health and Safety, particularly with ad hoc recruitment. 
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The CIPD (2021c) reports that “We are now seeing a growing crisis in hiring, with very significant skills and talent gaps across many roles”.. The UK is facing the tightest labour market in decades (Faragher, 2021), which could impact Wall Colmonoy attracting and retaining skillsets (Blake, 2022). 
While the increasing use of technology can reduce efforts for both applicants and Wall Colmonoy and make the recruitment process more efficient and accessible, this accessibility will result in an influx of unsuitable candidates as well as suitable ones (CIPD,2021c). The use of technology including an AI system could help sift and reduce demand on the Human Resource function, as currently all candidates who apply via online platforms aren’t informed if their application is unsuccessful. However, AI in recruitment at Wall Colmony needs to be a collaboration to ensure that ‘Good’ candidates aren’t overlooked, particularly those with transferrable skillsets. 
Upskilling and recutting core skills now need to be a focus with Human Resource planning needing to include  development of skills in the recruitment strategy as this could be a way to navigate the national skill shortage as well as increasing retention.   
Redesigning Wall Colmonoy’s website to make it more interactive and a platform for potential candidates, who could review the company and apply for positions in one place. It could also be the first steps in creating a more digitalised recruitment and onboarding programme and progress with online recruitment which started due to COVID-19. 
 Wall Colmonoy can still utilise current processes, however, long term this will not be sufficient, word of mouth and Indeed needs further support through other platforms, creating media like videos showcasing the organisation would support recruitment, along with using additional platforms like LinkedIn, Instagram and Facebook. 
The development of  employer branding will not only attract candidates but reduce employee turnover (Taylor, 2019, pp.188-189). However, alongside technological and strategy changes, Wall Colmonoy still need to utilise skills and ideas in the workforce presented through Works Council (like simplifying job adverts), as the employees involved are the same as those Wall Colmonoy are trying to recruit. 

.  6. Recommendations
The recommendations from this report are:
· Create a recruitment video which can be shared across social platforms, including LinkedIn, Instagram, Facebook and the Company Website. 
· Use social media to advertise vacancies.
· Reduce wording on vacancy adverts as per Works Council suggestion.
· Redesign the careers page on Wall Colmonoy’s website to make it more interactive and a platform where job descriptions can be uploaded and roles described.
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Making Metals Work Harder Since 1938
Task 2 – Recruitment Video
Recruitment Video Link:   https://youtu.be/2dWt7wGmLYg 
Sign In Details:
Email Address: Nicoledsmith304@gmail.com
Password: Nantyffyllon30
Back up Video link: Dropbox: https://www.dropbox.com/s/4s38li108fx76s3/WCL_Video.mp4?dl=0
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Figure 18: Use of technologies in the recrt
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