WEEK 2
Case Study & Group Activity Pack
LCMB7023 • Human Capital Management
Use this pack alongside the Week 2 activity-led slide deck. Each case is designed for groups of 3–4 students, followed by a short consultancy-style presentation. Cases are fictional teaching scenarios created to apply the theories in the supplied lecture.
How to work
Read the case and evidence before choosing a solution.
Use the named theory as an analytical lens—not as decoration.
Make a decision and state the assumptions behind it.
Prepare a concise 3-minute presentation; every group member should contribute.
Expect one challenge question from the lecturer or another group.


ACTIVITY 1
The Hypergrowth Workforce Decision
NexaCloud
NexaCloud is a UK-based B2B software company that has doubled sales in 12 months after winning several European clients. Headcount has grown from 420 to 610, but the organisation is struggling to convert commercial growth into reliable delivery. Voluntary turnover has reached 24% in product and engineering. Average time-to-hire for specialist roles is 74 days. Managers complain that new recruits are productive too slowly, while employees report inconsistent development and promotion decisions.
The CEO wants another 30% revenue growth next year and is considering entry into two additional European markets. The CFO argues that HR should simply “recruit faster”. The COO believes the deeper problem is that NexaCloud has no coherent workforce strategy.
Case evidence
	Indicator
	Current position

	Engineering turnover
	24%

	Specialist time-to-hire
	74 days

	Internal fill rate for critical roles
	18%

	Employees with documented development plans
	41%

	Planned revenue growth
	30%


Group task
Diagnose the workforce problem: what is symptom and what is cause?
Use Schuler’s 5P model to identify where alignment is breaking down.
Use Guest’s model to explain how HR practices could affect behaviour and performance.
Choose a 90-day portfolio across build, buy, borrow, redeploy and/or automate.
State one assumption that could invalidate your strategy.
Presentation brief
Present your 90-day workforce strategy. Defend the first investment you would make and one metric you would track.
Tutor debrief prompts
Avoid treating recruitment speed as the whole problem.
Look for coherence across policy, development, progression and management practice.
Challenge groups to distinguish short-term capacity from long-term capability.


ACTIVITY 2
The Capability Gap Map
CareBridge Health
CareBridge Health operates hospitals and community services across three regions. It plans to expand remote monitoring and digital outpatient services over the next 18 months. However, it faces persistent nursing vacancies, high burnout in several units and a retirement risk among experienced clinical supervisors.
A recent internal audit found that digital confidence varies sharply between teams. The executive board has approved investment but cannot fund every intervention at once. HR must identify which capability gaps are strategically critical and how to close them.
Case evidence
	Indicator
	Current position

	Registered nurse vacancy rate
	13%

	Clinical supervisors eligible to retire within 3 years
	28%

	Staff reporting high confidence with new digital tools
	46%

	Annual agency staffing cost
	£18.4m

	Target increase in digitally delivered outpatient activity
	35%


Group task
Map current workforce capability against the future service model.
Rank the three most critical gaps using strategic criticality, scarcity and time-to-build.
For each priority gap, choose recruitment, reskilling, retention, redesign, redeployment, partnership or automation.
Identify one demand-side and one supply-side assumption in your forecast.
Choose 3 measures for the next 12 months.
Presentation brief
Present your capability-gap map and explain why your number-one gap deserves priority.
Tutor debrief prompts
Push students beyond headcount into capability and succession risk.
Ask what happens if the demand forecast is wrong.
Explore whether international recruitment solves or relocates a workforce problem.


ACTIVITY 3
Design the Role Before You Recruit
Orion Foods
Orion Foods is creating an “AI-enabled People Analytics Partner” role after investing in a new HR data platform. The HR Director imagines a strategic adviser who can influence executives. The CIO expects a technically strong analyst able to work with data models. Business-unit leaders want someone who can rapidly produce dashboards and answer operational questions.
The draft person specification currently asks for ten years’ HR experience, advanced coding, a postgraduate analytics qualification, prior food-sector experience and line-management experience. Recruitment has not yet started.
Case evidence
	Stakeholder
	Priority

	HR Director
	Strategic influence and workforce insight

	CIO
	Data quality, analytics and technical credibility

	Business leaders
	Fast, usable operational insight

	Employees
	Responsible and transparent use of people data


Group task
Write a one-sentence role purpose and 5–6 core accountabilities.
Define essential versus desirable person-specification criteria.
Apply all five Job Characteristics Model dimensions.
Remove at least one requirement that is not demonstrably necessary.
Identify how you would conduct job analysis before finalising the role.
Presentation brief
Pitch the redesigned role. Explain one job-design decision expected to improve motivation or performance.
Tutor debrief prompts
Challenge “wish-list” specifications that shrink the talent pool.
Distinguish job analysis evidence from stakeholder preference.
Ask whether autonomy and feedback are designed into the role or merely promised.


ACTIVITY 4
The Algorithm Goes to the Board
GlobalHire
GlobalHire is a multinational professional-services company using an AI screening tool to rank applicants for graduate and experienced-hire roles. Six months after implementation, HR analytics show that women and applicants returning after career breaks progress from screening to interview at lower rates than comparable applicants.
The vendor states that the tool does not use gender and describes the model as objective. Recruiters like the reduction in screening time, but several managers admit they rarely override the ranking. Employee representatives are asking for an explanation of how the system works. The board wants an immediate recommendation.
Case evidence
	Indicator
	Before AI
	After AI

	Average screening time
	18 days
	6 days

	Recruiter override of ranking
	n/a
	4%

	Female applicants reaching interview
	31%
	22%

	Career-returners reaching interview
	26%
	15%

	Hiring-manager satisfaction
	72%
	84%


Group task
Identify the ethical, operational and reputational risks.
Apply TAM: where could perceived usefulness and ease-of-use create over-reliance as well as adoption?
Assess validity, fairness, explainability and accountability.
Recommend whether to pause, restrict or continue the system and specify controls.
Choose one metric or threshold that would trigger escalation.
Presentation brief
Give the board a clear recommendation, governance controls and an escalation metric.
Tutor debrief prompts
The case does not prove the algorithm caused discrimination; it does create a duty to investigate.
“Does not use gender” is not equivalent to “cannot produce disparate outcomes”.
Ask who has authority to challenge or override the system and whether that process is meaningful.


Tutor timing guide
	Time
	Teaching sequence

	00–20
	Launch + strategic HR planning

	20–45
	Activity 1 + presentations

	45–68
	Forecasting + gap analysis

	68–93
	Activity 2 + presentations

	93–103
	Break

	103–126
	Job analysis + job design

	126–151
	Activity 3 + presentations

	151–166
	HR technology + AI governance

	166–180
	Activity 4 + final synthesis


Timing assumes four groups. With more groups, use simultaneous “boardroom” presentations or cap each presentation at two minutes to protect the three-hour envelope.
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