


Executive Summary
This report contains an evaluation of the external and internal factors affecting talent management in USE as well as a critical analysis of the HR systems, processed and practises currently in place within the organisation and how they are capable of meeting the challenges of the future of work. 
Finally, it will include recommendations on how USE can improve their talent management approach by increasing the use of technology in the recruitment process including costs of technology and AI systems and how these can be implemented within the organisation. 
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1. [bookmark: _Toc97804537]Introduction
Unit Superheater Engineering Ltd (USE) is an engineering and manufacturing organisation based in Swansea, it is part of the parent company UnitBirwelco Ltd which has 2 other separate entities.
Part of USE HR strategy is to ‘Identify key positions, plan for succession and recruit, maximizing our HR capabilities’ (Wilkinson, 2019), looking to increase the use of technology used in the recruitment process would assist with maximizing the HR capabilities by taking away the everyday, time-consuming tasks that come with the recruitment process.

2. [bookmark: _Toc97804538]External and Internal Factors 
2.1 [bookmark: _Toc97804539]External Factors
The biggest external factor that has recently had an influence on organisations is the COVID pandemic, this has had a major impact in the recruitment process and companies have had to alter the way in which they recruit. Organisations have had to revise their recruitment strategies and they have had to move to virtual recruitment which has mainly focused on; driving innovation, dynamic hiring, offering remote working and promoting better working relationships. To assist with these factors the majority of companies have put in place recruitment software, it is seen that 94% in companies have said that having a recruitment software in place has had a positive impact in their hiring process (1PS, 2021).
Virtual recruitment has had a boost for organisations and it is found to have many advantages of using a virtual process, the main advantages are; an improvement in diversity hiring and hiring better talent due to being able to search across different and wider geographical areas (Maurer, 2021). Organisations have had to implement new technology to help with the process, it is found by (Faragher, 2020) and written in an article in People Management that 86% of organisations now use technology to conduct virtual interviews during the pandemic and 85% of organisations are using new technology for onboarding. 
As demonstrated in the (Capita, 2021) case study they introduced the use of a behaviour-based assessment tool to assist with and speed up the recruitment process and boost the number of new-hires. In an example of 28,180 candidates 91.1% found completing the assessment enjoyable and 87.8% thought it positively boosted the firm’s band. They found that this technique allowed them to recruit more diverse talent while it was a very time efficient way to conduct the process. Another case study by (Advanced, 2021) which also put in place digital tools for the recruitment process during the pandemic are now considering if returning to face-to-face processes would be beneficial to the organisation as they have had feedback about the candidate experience and have found that it has been improved since this process has been virtualised.  
According to the (CIPD, 2021) survey it is seen that during the pandemic organisation’s recruitment is on average 62% of developing more in-house talent, 41% are recruiting from a wider geographical area and 41% are recruiting a more diverse workforce. As 62% of employers are now seen to be developing skills in-house instead of recruiting externally this is putting an impact on the number of new employees joining organisations. Although this can be seen as an advantage for organisations as it is keeping costs down in terms of recruitment, initial training requirements for new employees and the requirement for the need for new technology to assist with the process it can be argued that there is a disadvantage of not having new employees within the organisation Hiring new employees develops a diverse workforce, brings new ideas to departments and it can also provide a new forward thinking approach which can grow an organisation (Newton, 2019).
Another external factor that is having an impact on organisations are skills shortages. This has been found in a number of organisations across the UK and it has been revealed by (Winfield, 2021) 86% of employers have noticed a skills shortage in the last year, this has risen from 77% during 2020. This is having a negative impact on organisations as it is affecting productivity as well as employee morale.  
(CIPD, 2021) has found that 39% of employers have ‘hard-to-fill’ jobs, with a short fall in staff of 47% in the manufacturing industry. They are proposing for the three key measures to be introduced to improve with issues;
1. A temporary job mobility scheme for EU nationals to be introduced by the Government.
2. An Apprenticeship levy to be introduced to assist with training. 
3. An investment from the Government of £60m a year to assist with business improvement consultancy. 
(Hartland, 2021) has states that there are seven main points organisations can look at to assist with the skills shortage within their organisations. Organisations could focus on training in house. This can be facilitated with internal and external training, sharing the skill set around departments could be valuable to the organisation as well as time and cost saving. As well as creating positions and external training opportunities which can be costly, it can also be an incentive to employees as they are seen to be providing greater opportunities to their staff as well as valuing them within the organisation. Another point by (Hartland, 2021) to facilitate with this issue is to evaluate the current recruitment process it is found that instead of looking for an employee who is 100% right for the role, if organisations look to employ candidates who have 70-80% of the requirements they could then be training in house to have the necessary requirements to suit.

2.2 [bookmark: _Toc97804540]Internal Factors
The main internal factors that are currently affecting talent management within USE are technology and budget. These seem to come hand in hand in USE as without an increase in the company budget it will be a challenge to improve the technology that the company could have to assist in the recruitment process. However, as mentioned by (Sangani, 2022) the IT industry is setting a push on budgets for technology within companies and start-ups to shape the required technology for the next decade. 
It has been found by (CIPD, 2020) that 50% of employees feel that more skills and knowledge are required to sufficiently carry out their job role. However, (CIPD, 2020) also found that 80-93% of employees don’t agree that an increase in the use of technology has improved company performance. It is believed that if employers consult and introduce in the early stages of the new use in technology employees are more likely to have a positive outlook to it being implemented which will in turn have a bigger impact on the organisation and any concerns will be raised and improved solutions can be made before the roll out (CIPD, 2021). 
As mentioned in the (CIPD, 2021) factsheet although technology and the use of AI is going to reduce the number of everyday tasks, it can also create new job roles and improve the quality of existing jobs within an organisation. With an enhanced use of AI for recruitment it would assist with the beginning of the recruitment stage and attract the correct candidates for the role and reduce the number of irrelevant applications received (TalentAdore, 2021). As confirmed by (Windley, 2021) it is found that up to 40% of a recruiter’s time is spent going through CV’s and applications and entering this data into a tracking system. AI can be used to go through the applications and pick out keywords required for the job role. Using AI can also improve the candidates experience (Lee, 2020) it is seen to be more efficient for the candidate and they will be able to have access to answers when they require it instead of waiting for the recruiter to get back to them as well as having a more helpful guide through the process. 
With the positives of using AI above it is also argued that there are many implications when putting in place, (Tan, 2022) states that employers can easily breach UK data protection and anti-discrimination laws. To overcome this there must be some form of human intervention in the process, it can not be solely based on AI decisions otherwise this will not be meeting UK GDPR, which states that candidates have the right for decisions to be made based solely on automation processes. As AI is programmed to know what to look for it can not pick up on ‘soft skills’, such as personality or tone of the candidate (Council, 2019), this can be seen as a negative as recruiters and employers not only require the skills and knowledge that AI can establish from an interview of the candidates but not pick up if they would fit into the team, which is something the USE do look for in their interviews as we have specific departments that work together on a daily basis and if the candidate doesn’t have these skills it would not benefit their work. 
The budget in the recruitment process can have a major effect on organisations as it will determine how long the recruiter can spend on every step of the process as well as any external recruiter involvement that can be used to assist. These elements are only some of the processes in the budget for many other organisations, there are seen the be seven main elements (Bika, 2019) also states that using technology to analyse the budget would be beneficial as this will help determine what the main part of the budget is used on during the process, this would assist in the long term to establish what parts of the process can have a bigger focus on as well as identify realistic budget for the next year. It is also thought by (Wade, 2016) that an increase in technology in the recruitment process improves costs of recruitment, time as well as the quality of applicants.  
Using external recruiters can have a vast impact on the recruitment budget, although external recruiters have a specialized knowledge base and large networks it be a major part of the budget, it is known that recruitment companies, on average, cost between 15%-25% of an employee’s salary (Perrotte, 2019). 

3. [bookmark: _Toc97804541]Findings
There are two objectives within the organisation strategy in place in USE that would point towards putting in place an increase in technology in the recruitment process, these are.
Increase use in IT and digitalisation to streamline processes and maximise efficiency.
And;
Identify key positions, plan for succession and recruit, develop and train to ensure continual development and retention of skills, maximizing our HR capabilities.
Referring to the external factor of COVID that was discussed in 2.1 it has been found that USE has had to adjust the way the recruitment process has been completed. To officially carry out the recruitment process we have had to increase the use of certain technologies, one of the main technology we have increased the use of is Video software such as Teams, Skype and Zoom. This type of software has not only had an increased use in USE but it many other organisations during the pandemic, Zoom had an increase in sales in the last three months of 2020, up to 370% compared to the same time period in 2019 as found in the BBC article with information from Zoom founder Eric Yuan (BBC, 2020). 
The other external factor that has brought an issue to the recruitment process in USE is skills shortages, especially within our Engineering department. As USE completes bespoke projects for our clients it is difficult to find candidates that are suitable for specific roles with the skills that the roles and organisation requires. one of the main points that USE could focus on is to train existing employees another way to overcome this issue is to evaluate the current recruitment processes that is in place within the organisation. 
With reference to the internal factor of technology, in USE we have noticed that the most time constraint of the recruitment process is going through all applications received and reviewing them, we can receive a lot of applications that have no relevance to the job role advertised and this can be seen as a point-less exercise. Several roles in USE require special skills and knowledge, therefore when time is a constraint third party recruitment companies are used, this uses a big part of the budget for recruitment as these companies can be very costly. Using a form of AI for this stage would be beneficial to allow only relevant applications through to the second human review and keep budget costs down in the long term.
The main recruitment budget for USE is broken down to job adverts, external recruitment, salary of the job role as well as the time spent by the recruiter to go through all the relevant recruitment processes. For USE it has been common practice for the Engineering and Quality department to go straight to external companies as it is less time consuming as they will provide the appropriate candidates for the role, however, with the cost being so high it is putting pressure of the rest of the recruitment process to achieve final elements of the process. Having technology in place to minimize the requirement to use external recruits could, in the long term, reduce the recruitment costs on average and therefore be justified for implementation.
With both external and internal factors being analysed it has become apparent that within USE there is no official structure in place within the HR department. Everything is carried out as part of a manual process and apart from the recent change in storing documents on the server it has been a very paper-based process and no records were stored electronically. There are many benefits to moving to a digitalized system, some advantages to organisations as discussed by (D'Arcy, 2017) are; better collaboration, everyone can access required documents at the time needed, given now that security measures can be put on certain folders / files / documents this increases the security of the documents with out allowing certain employees the access needed. Another main benefit as stated by (Sherman, 2019) space saving, having everything electronically stored frees up office space and cabinet storage, this will allow for office space to be reduced significantly, have a big impact on their cost savings or allowing extra space for more employees. Given the recent government guidelines, stated in (Government, 2021), of promoting social distancing within office spaces due to the COVID pandemic, this has now become a crucial component for organisations to implement.
With the above being identified USE recently reviewed three companies for an HR Information System one of the main reasons for this was to assist with the recruitment process, although as this will be utilised not only for the recruitment process but for other HR elements the review contained an evaluation of the whole system. At present there is currently no system used for HRM and everything is completed as a manual task. This is very time consuming and puts a time constraint of the rest of the process as well as using a big proportion of the budget. 
Table 1 - HR System Review
	HR System Review

	Company
	Monthly Cost
	Annual Cost
	Positives
	Concerns

	HR Pulse*

	£695.00
	£8,340.00
	· Good labour profile layout.
· Good Holiday Calendar.
· Letters, contracts and handbooks can be created and stored on system.
· Absence Management.
· Performance Management.
	· Doesn't allow creation for employment / assignment history
· No movement in holidays, e.g. add any holidays carried over from previous year.


	Breathe HR*
	£219.00
	£2,365.00
	· Applicant tracking software with the ability to set up system to directly work with website to import / export data and save in one location.
·  Dashboard to produce reports including KPIs for Board and Management meetings.
· Recording of holidays and sickness.
· Ability to import pay slips.
· User friendly for employees to use as well as HR professionals.
	· No ability to customized to suit NAECI.
· Requirement of ‘Sites’ needed to facilitate with off-site work.

	Sage HR

Additional charge for recruitment section
	£640.00

£150.00
	£7,680.00

£1,800.00

	· Absence Management
· Document / Policy Management including E-Signature sign off.
· Process Management – onboarding tasks & automated workflow triggers.
· Recruitment – create job adverts, manage applications & schedule interviews.
· No charge for implementation of the system.
	· Additional charge for recruitment section.

	*Costs based on number of licenses required



Unfortunately, at the time the budget didn’t provide enough means to facilitate with the purchasing of a HR Information System as the organisation wanted to boost employee numbers in each department and a heavy focus was put on this. The implementation of a new system has now been moved to end of 2022 where a revalidation of the companies will be carried out, with a deeper analysis of costs and benefits for the system for a final decision to be made.
Through an analysis of the internal technology factors, it has become apparent that the use of AI could benefit the recruitment process within USE. As mentioned previously there is currently no technology used in this process within the organisation. Below is a brief overview of three AI systems that could be utilised within the organisation. This can be used as a standalone software and doesn’t need to be used in conjunction with the HR systems mentioned previously.
Table 2 - AI Technology for Recruitment Process
	AI Technology for Recruitment process

	Company
	Positives
	Concerns

	Bamboo HR
	· Accessible via;
	Web
	iPhone
	Android
	Windows
· Phone, chat and email support
· 4.5 star review based on different features out of 1,581 reviews. 
· User friendly
· Ease of Use
	· 

	Pinpoint
	· Accessible via;
	Web
	Windows
· Phone, chat and email support
· 5 star review based on 53 reviews
	· Not accessible via:
iPhone or Android – will not be able to be used by all employees who do not have access to a windows desktop.

	Recruitee
	· Accessible via;
	Web
	iPhone
	Android
· Phone, chat and email support
· 4.5 star review based on 160 reviews
	· No accessible via;
Windows App.



As an official HR department has only recently been introduced within the organisation it has been found that line managers have taken on the recruitment process as part of their job role. This is now a routine for most managers, and it has been a battle to move this process away from them. However, USE HR department is looking to put in place a recruitment policy which will move the initial recruitment stages away from department line managers. 

4. [bookmark: _Toc97804542]Conclusion
After an analysis of the current external and internal factors and accessing these against what is currently in place within USE it has been identified that there is a requirement for an increase in technology within the recruitment process. As identified by (CIPD, 2021) the use of technology has many benefits, improved candidate experience as well as the time saving for the recruiters. (McCartney, 2020) identified that although technology is not going to resolve all the recruitment issues it is considered as a beneficial and cost-effective approach to improving the process. 
Identified in the analysis of the HR system and AI technology that could be used, including the costs it is demonstrated that there are many benefits to using such systems and they will bring great benefit to the organisation, the employees, and the candidates within the recruitment process. 
A more in-depth explanation on these technologies and the recruitment process policy and how they can be implemented within the company can be found below in 5. Recommendations.  

5. [bookmark: _Toc97804543]Recommendations
Based on the previous findings in the report the recommendations that could be implemented to provide an increase in technology in the recruitment process as well as address the issue of the recruitment process and practices and have a beneficial impact on the organisation are;
1. HR System
2. AI Technology
3. Recruitment Policy

The first recommendation would be for USE to implement a general HR system which would have an initial focus on holding application and candidate data for all roles advertised. After the initial analysis it has become apparent that the most effective system would be Breathe HR. This system has many benefits, but the main benefit for the recruitment process, as stated in (HR, 2022) and demonstrated in the trial versions of the software when completing the review process is that the system has a dedicated applicant tracking element where the user can create job descriptions, advertise roles and arrange interviews from with the software. This will assist with digitalising the initial process of recruitment with everything stored in one location making ease of use and less time consuming. 
Another benefit the Breathe HR system demonstrates is the ability to link the system to the organisation website, from here it will automatically post job vacancies, with the addition of a built-in application form which will be available for candidates to complete, they will have the ability to attached cover letters and CVs to the application form with this going directly to the HR system and being stored in one secure location. 
As shown in Table 1, the cost of the system per month is £219.00 with an annual cost of £2,365.00. Although this would be an added cost to the organisation it will provide valuable in the long term as the HR department will have a focus on other priority tasks instead of carrying out administration duties related to the recruitment process. 

The second recommendation would be for AI technology to be implemented to complete the initial stages of the recruitment process; the first stage would be to go through all job applications using key words to find a mix of candidates which would be suitable for the role. The key words would be picked up from the job advert and job description that is used to advertise the role, this would be less time consuming and would be able to obtain relevant applications. Once this has been complete the manual process could start and initial interviews to be conducted by the HR department to find suitable candidates, which would be passed on to the line managers to go through the information obtained by AI and the manual selection. Having the manual selection process still in place at the second stage of recruitment would mean having the human intervention that can focus on the soft skill requirement that every role should also focus on. The soft skills that would be an essential requirement for the majority of roles in USE and that could not be picked up by using AI are, strong communication skills, interpersonal skills and professionalism. Although there are many soft skills that organisations should focus on, it is said by (VITA, 2020) that soft skills, also known as core skills and transversal skills should be one of the main focuses for HR when carrying out the selection process of job applications, while line managers focus on the job-specific skills and technical knowledge of the role. 
There are many AI technologies in place that can focus on this stage of the recruitment process that USE could use. As identified by (Tyfting, 2019) the use of technology reduces the work for both applicants and recruiters and enhances the employer brand. As demonstrated by (McDonalds, 2019) with the use of the Snapchat platform, job seekers were able to apply direct through the app for a job in McDonalds. Having carried out an evaluation of three systems USE would having a greater benefit from using the Bamboo HR system, this system can be accessed on a variety of systems, including web, windows, iPhone and Android. This would be beneficial as it would not put any limitations on who can access the system. Another benefit to using this system allows timely, professional and auto generated documents to be sent. The system allows for custom document templates which auto populates for each candidate, job role and any other requirements that are set in the system. It also allows ease of use for candidates to sign their offering, contracts etc. with an electronic signature feature, therefore making the move to digitalisation more streamline. 
Another benefit which would assist with the monthly management reports is the feature of reports and analytics which measures a variety of different elements, including (HR, 2022) the time it takes to hire for each job role, the cost of the recruitment process per role, any inconsistencies that have been recognised within the system and identifies any bottlenecks.  

The third recommendation is for USE to implement and enforce a recruitment policy which will put more structure in place across departments and put in place a rigid structure that line managers will be required to follow. The policy should include the consistency and practices that should be applied in the recruitment process to ensure effective and consistent recruitment across the organisation. 
There are many benefits to an organisation by having a recruitment policy in place, five main points raised by (Kaushiki, 2015) ensures all legal aspects are followed, will bring consistency to the organisation as well as the applicants, transparency of steps across the organisation, credibility of the organisation to the applicants and others as it will be seen to be following good practices and ensures the suitability of the job role is relevant to what is being advertised. 
That being said, the main points the policy should include are;
Recruitment Authorisation - Any vacancy must be authorised by the Finance Director before any attempt is made to fill the role. In making the request, consideration should be given to whether the role could be absorbed amongst the rest of the team or elsewhere in the Company.
Job Descriptions and Person Specifications - Once authorisation has been obtained, the manager recruiting must produce a brief job description for the vacancy which provides a fair and accurate representation of the role. This will be passed onto the HR department to ensure it follows the format which is laid out in the Job Description Form. The job description will include a clearly drafted person specification.
The job description will describe the duties, responsibilities and seniority of the post and the person specification will describe the qualifications, knowledge, experience, skills, and competencies needed for the role to be carried out effectively.
Advertising of Vacancies - All vacancies must be advertised within the Company to all members of staff prior to external methods of recruitment being used. Wherever possible internal candidates will be considered in preference to external candidates and reasonable training and coaching will be provided to enable employees to achieve career advancement.
Where it has not been possible to recruit within the Company, then external methods of recruitment may be considered. These may include approaching approved employment agencies or advertising in suitable press. This process will be carried out by the HR department. 
Where the job is to be advertised, the proposed advertisement must be submitted to the relevant manager for approval. An advertisement must not show any intention to discriminate unlawfully and should follow the Equal Opportunities Commission recommended code. 
Recruitment Interviews- The interview will focus on the needs of the job and skills needed to perform it effectively in accordance with the guidance and procedures set down in the Company’s Interview Guidance Notes.
Managers conducting recruitment interviews will ensure that the questions that they ask job applicants are not in any way discriminatory or unnecessarily intrusive. A record of every recruitment interview will be made and passed to the HR Department to be retained for a suitable period of time.
In certain instances and for certain job roles the requirement of a two stage interview maybe applied where the initial interview is conducted by the HR department and second interview conducted by the manager of the department. 
Having the above in place will ensure a streamline process and will ensure the mundane tasks of the process are taken away from the manager and passed onto the relevant employee in the HR department, this also ensuring that the correct policy, procedure and processes are followed. 
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