	
                                                                 
[image: A close up of a logo

Description automatically generated]

     [image: A blue and black logo

Description automatically generated]

The New Talent Economy
MA/PGDip in Strategic People Management
Resourcing and Talent Management
BMHR7015
Victoria Jeffreys:1303685

          Word Count: 3815





For reference throughout the assignment
Ryburne Windows Ltd will be referred to as Ryburne – acquired company
The Highridge Group Ltd will be referred to as Highridge – acquisitions company



Executive Summary
This business report examines the talent management challenges at Ryburne Windows, a key player in Yorkshires uPVC industry, following its strategic acquisition by Highridge. The specific focus is on the intense competition for talent as outlined in the CIPD report (2022) and examines the broader implications within the UK home improvement/ uPVC sector. This acquisition represents a pivotal shift, not only in ownership but in strategic direction with significant implications for talent management. The aim of the report is to assess how Ryburne Windows can effectively navigate and respond to this competitive landscape, with a re-evaluation of its talent management strategies to enhance its market position.
Industry Analysis and Talent management Context
The CIPD report (2022) highlights a 70% increase in competition for well-qualified talent across various sectors, impacting the uPVC sector. The report further reveals that 77% of organisations have experienced difficulties in attracting candidates, especially for senior and skilled roles. For Ryburne, this environment is further complicated by the recent collapse of industry giants, Safestyle UK, based in Yorkshire and UK Windows and Doors. These events have reshaped an already competitive environment and released a wave of talent into the market, creating both opportunities and challenges in attracting, recruiting, developing and retaining talent.
Methodology
The reports research is founded in an extensive literature review including the CIPD report and other academic and industry sources. It examines the factors influencing talent management. Including talent acquisition and retention challenges and opportunities particularly in the UK uPVC sector with specific relevance to Ryburne post-acquisition
Key Findings:
Intensified Competition for Talent: The CIPD report highlights a fierce competition for skilled talent in the market. This competition is influenced by various factors including economic trends, social shifts and technology advancements, all of which have a direct impact on Ryburne Windows’ talent management strategies.
Economic and Social Trends: Economic fluctuations and changing workforce demographics are reshaping the talent landscape. Ryburne Windows must adapt its talent management practices to these evolving conditions to attract and retain the right talent.
Technology Advancements: The rapid pace of technological changes demands that Ryburne Windows not only keep up with these advancements but also ensure that its workforce is equipped with relevant skills, further identifying the competition for technically adept talent.
Internal Challenges Post Acquisition: The acquisition by Highridge has introduced additional complexities in talent management, necessitating strategic alignment and integration of new HR systems and practices.
Evaluation of HR Systems and Practices: The current HR practices at Ryburne show significant areas for improvement, particularly in strategic alignment, recruitment and onboarding processes, brand awareness and technology integration, requiring a strategic overhaul of existing HR systems and processes, to align with the Highridge Groups objectives for growth and innovation.
Implications for Ryburne 
Ryburne is at a crossroads, facing significant challenges in its recruitment and onboarding processes and needing to adapt to technology advancements and improve its employer branding. Its unique employee value proposition (EVP) of preferring direct employment over subcontracting present both benefits and challenges in managing a larger workforce, requiring robust HR systems for effective recruitment, training and retention as well as competitive benefits packages and career development opportunities. With industry stalwarts existing, Ryburne must differentiate itself in a talent rich market. Aligning its talent management strategies with Highridge growth goals requires a comprehensive overhaul of HR systems and processes. The report suggests a 3-pronger approach to address these challenges, incorporating research and industry best practice.
Strategic recommendations
1. Implement a robust recruitment and retention strategy that aligns with the overall business strategy. In line with the CIPD’s recommendation Ryburne Windows should engage in strategic workforce planning. This involves analysing critical skills and roles and the development of agile recruitment and retention strategies Understanding what motivates the modern workforce, such as work-life balance, employee well-being, career development and opportunities has a significant impact on a positive company culture.
2. Integrating advanced HR technologies: Reflecting the CIPD’s insights on technology’s growing impact, Ryburne Windows is advised to invest in advanced HR technologies. This will streamline talent management processes and improve overall employee experience. Technologies like AI for talent acquisition and digital platforms for employee engagement, cater to a workforce that is increasingly tech savvy and expects digital proficiency in their workplace.
3. Strengthen the Ryburne Windows Brand: Echoing the CIPD’s emphasis on employer branding Ryburne Windows needs to actively enhance its employer brand. This involves effectively communicating the brand to a diverse talent pool and adopting inclusive recruitment practices. A strong employer brand is essential in today’s market.
Implementation and ROI
The implementation of these strategies requires a concerted effort across Ryburne Windows with strong support from Highridge. The return on investment should be assessed through improved employee retention, increased productivity and enhanced market positioning. A detailed cost-benefit analysis is included and will be crucial to ascertain the financial feasibility and expected returns on these initiatives.
Conclusion
The report concludes that Ryburne, under the leadership of Highridge is at a pivotal crossroads. By embracing the recommended strategies, Ryburne can effectively address its current talent management challenges and capitalise on future opportunities. This proactive approach, aligned with industry best practices will position Ryburne for sustained growth and competitiveness in the dynamic uPVC industry.
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Introduction
Context and background
In the rapidly evolving landscape of the UK home improvement and uPVC industry (Barbour ABI, 2023), Ryburne stands at a pivotal moment of transformation and opportunity. The Company’s recent acquisition by Highridge signifies a strategic shift, heralding a new era of growth, innovation and organisational change (The Highridge Group, 2023). This report delves into the talent management challenges and opportunities that have emerged in this context, particularly focusing on the increased competition for talent as highlighted in the CIPD report 2022 (CIPD, 2022).
The acquisition has created significant changes for Ryburne including organisational restructuring, rebranding and the integration of advanced processes and technologies (The Highridge Group, 2023). These developments are set against the backdrop of a shifting industry landscape, notably marked by the administration of major competitors such as Safestyle and UK Windows and Doors (The Construction Index, 2023) (Vaughan Gething MS, 2023). Such industry dynamics have altered the competitive environment and significantly impacted the talent pool within the sector, presenting both challenges and opportunities for Ryburne Windows in talent attraction, recruitment, development and retention (Umar & Cross, 2018)
Purpose of the Report
This report aims to provide a comprehensive analysis of the talent management challenges and opportunities that have emerged in the wake of these industry changes and the acquisition by Highridge. It focuses on evaluating the external and internal factors affecting talent management at Ryburne, including the impact of the recent industry shake-up on talent competition, as underscored in the CIPD report (CIPD, 2022).
Scope of the Report
The report is structured to provide an in-depth evaluation of the various factors affecting talent management at Ryburne. It includes a critical analysis of the organisations current HR systems, processes and practices, assessing their capability to meet the challenges of the future of work. (Marchington, et al., 2021) The report culminates in strategic recommendation aimed at enhancing Ryburne talent management approach. These recommendations are designed to align with the company’s new strategic goals and the evolving perceptions of work and jobs ensuing that Ryburne is well positioned to thrive in the competitive uPVC industry (Taylor, 2022)
The report is underpinned by a comprehensive literature review, drawing insights from the CIPD report 2022 (CIPD, 2022) and a range of academic and industry sources. It critically examines the external and internal factors influencing talent management at Ryburne, particularly in the wake of the industry’s recent upheavals and the strategic redirection under Highridge’s new ownership. The research focuses on the competitive nature of talent acquisition and retention exploring how these dynamics play out in the current business environment (Marchington, et al., 2021).
Literature Review
The CIPD report underscores the increasing competition for talent, noting that 70% of organisations report heightened competition for talent over the last year (CIPD, 2022). This backdrop sets the stage for examining how Ryburne, amidst industry changes and evolving market dynamics can effectively compete for and retain top talent (People Management, 2022). Recent surveys and Reports have highlighted a significant increase in competition for talent across various sectors (Allas, 2023). In the context of Ryburne this trend highlights the need for more strategic recruitment approaches to attract the right talent in the competitive uPVC industry (Breaugh, 2009) (Workhuman, Gallup, 2023)
Overview of the Talent Market in the uPVC Industry:
The uPVC industry, a vital sector of the UK’s home improvement industry, faces unique talent management challenges. (Betterworks, 2022) A critical issue is the industry’s perception, often seen as less innovative, and ‘glamorous and can also be viewed as an unstable industry, which can deter potential talent (Insight Data, 2023).  The technical nature of roles in this industry demands specific skills, intensifying the competition for skilled labour. The CIPD report (CIPD, 2022) highlights the importance of understanding these sector specific challenges for effective talent management.
Economic and Social trends significantly impact the uPVC industry. Economic downturns, for instance, can reduce consumer spending on home improvements, affecting industry growth and employment opportunities (Global Concengic Research, 2023) (Industry Reserach Co., 2023). Socially, changing work-life balance expectations in accordance with the (Flexible Working Regulations 2014) job security concerns, especially among the younger generation, present challenges for traditional industries like uPVC companies. Companies must adapt to these changing norms to remain attractive employers (Warwick University, 2023).
Technology advancements are reshaping the uPVC industry. Innovations in manufacturing processes and digitalisation are changing job role and skill requirements, requiring a workforce that is technically proficient and adaptable (Taylor, 2022) (Hempsall, 2021). The lack of structured apprenticeship programmes for fabricators is a notable gap, making it challenging to attract and retain new talent (Swaffield, 2022)
Ryburne’s acquisition by Highridge, reflects a proactive approach in addressing these industry specific challenges. Ryburne’s strategy of directly employing installers sets a precedent in the industry, ensuring quality and consistency (Insight Data, 2023). However it requires robust HR strategies to manage the complexities associated with direct employment (Marchington, et al., 2021)
Overview of Talent Management Challenges at Ryburne 
Post-acquisition, Ryburne faces increased talent management challenges. The integration of different organisational cultures, systems and processes following acquisition can lead to employee uncertainty and affect morale (Engert, et al., 2019). Ryburne must manage this transition effectively to retain key talent and maintain operational efficiency. (Sciriha & Debono, 2017)
The company’s direct employment strategy, while ensuring better control over quality and service delivery, presents unique challenges in talent management. This approach demands robust HR systems for recruitment, training and retention of a larger workforce in line with the (Equality Act 2010) and (GDPR) and (Data Protection Act 2018)  (Gallup, 2023). Additionally, aligning talent management with Ryburne’s growth strategy is essential for organisational success (Pocztowski, 2020) (Marchington, et al., 2021)
Ryburne’s growth strategy under Highridge’s ownership influences its talent management approach. The company’s expansion plans may require new skill sets and competencies, requiring strategic workforce planning (CIPD, 2023). Furthermore, creating a positive, inclusive and engaging work environment is crucial for employee satisfaction and retention (Herbert, 2023). In response to these challenges, many organisations are increasing their recruitment and talent management budgets (CIPD, 2022).
Understanding and effectively managing these internal factors is essential for Ryburne to develop a vigorous talent management framework that meets business objectives, and creates a motivated and committed workforce as discussed in ‘The war for talent’ which highlights that talent is the most important resource for organisations. (McKinsey & Company, 2023) (Michaels, et al., 2001)
External Factors affecting Talent Management at Ryburne
Economic Trends
The economic landscape significantly influences talent management strategies at Ryburne. The future of work trends post Covid-19 report by Deloitte (Deloitte, 2021) provides a comprehensive analysis of the pandemic transformative impact on the workplace and its implications for talent management. The Mercer report is a key source that provides global insights into talent management trends, the report’s findings are relevant to Ryburne to understand changes in how unemployment rates and wage patterns, directly impact the availability and cost of skilled labour. In the uPVC industry where Ryburne operates, these economic shifts can lead to varying levels of talent availability, affecting recruitment and retention strategies (Mercer, 2023). For instance during economic downturns, while there may be an increase in available talent, budget constraints could limit salary and benefits offerings. Ryburne must therefore strategically develop competitive compensation packages and proactively anticipate future talent needs, aligning them with market conditions (Guadagni, 2022). Leveraging Beckers Human Capital Theory, the company could focus on enhancing employees’ skills and productivity through targeted training and development programs, particularly in times of economic uncertainty (CIPD, 2017)
The Gig Economy and OTE present unique external factors for Ryburne in the uPVC industry, while these trends offer a pool of flexible talent, they contradict with Ryburne’s strategy of direct employment. The company must navigate these trends carefully to maintain its USP for quality and consistence through direct employment, the flexibility brought by the Gig Economy (Johnston & Land-Kazlauskas, 2019) (Prassl, 2018) could be leveraged for non-core activities, allowing Ryburne to remain agile in a dynamic market (Storey & Davis, 2018). However the ethical implications of Gig work must be considered to ensure it aligns with Ryburne’s brand values and culture. The Gig economy offers scalability, but the company must balance this with its USP of direct employment (Stefano, 2016) (Simon, 2020)
The recent administration of large industry competitors such as Safestyle and UK Windows and Doors has significantly altered the competitive landscape in the uPVC sector (The Construction Index, 2023). This development has led to an influx of talent in the market. For Ryburne, this presents a unique opportunity to attract experienced workers who may bring valuable skills and industry insight. However, it also poses challenges in terms of selecting the right people who align with Ryburne’s culture and strategic goals (Sethi, et al., 2022).
In light of these industry changes, Ryburne needs to reassess its recruitment and retention strategies. While there is an opportunity to tap into a larger talent pool, the company must be cautious not to compromise on quality. This situation calls for a more nuanced approach, ensuring that new employees possess not on the technical skills but also fit into the culture of Ryburne (Taylor, 2022) (Deloitte, 2013).
Social Trends
Changing workforce demographics and evolving attitudes towards work significantly impact talent management at Ryburne. The rise of millennials and Gen-Z in the job market brings new expectations, such as a desire for a work-life balance, flexibility and purpose in their careers (Parmelee, 2023). Adapting to these generational shifts is essential for Ryburne to attract and retain a diverse talent pool. The change involves developing the company’s culture, enhancing diversity and inclusion initiatives in line with (The Equality Act 2010) and focusing on employee well-being (CIPD, 2022). Additionally the perception of the uPVC industry among potential employees is essential. As an industry often perceived as traditional, Ryburne must actively work on improving its brand to appeal to a broader demographic, focusing on career development, training and innovation (Anglian Water, 2020).
Technology Advancements
Technology is reshaping talent management practices and Ryburne must adapt to remain competitive. The integration of new tools and platforms has transformed recruitment, development and retention strategies. Embracing new technologies for operational efficiency and ensuring that the workforce is skilled in these advancements is essential (Guerra, et al., 2023). The use of AI in recruitment processes for example, offers more efficient talent acquisition methods. However, this also requires ongoing training and development to ensure employees are equipped to work alongside these new technologies, plus the legal and ethical implications of using AI in hiring (Talent Insight GRP, 2023). In the uPVC industry where technology can lead to more efficient production processes, Ryburne can gain a significant competitive advantage by adopting advance HR technologies like competitors such as Everest (Everest Windows, 2023). Investing in technologies can streamline Ryburne’s operations and reduce costs. The investment is crucial for enhancing efficiency, improving customer service and maintaining competitiveness in the uPVC industry (Madgavkar, et al., 2023) Pocztowski provides practical case studies that Ryburne can learn from including leveraging technology to streamline processes (Pocztowski, 2020).
Internal Factors Affecting Talent
The acquisition of Ryburne by Highridge has ushered significant internal changes and unique challenges, altering the talent management landscape (The Highridge Group, 2023). Taylor’s (2022) emphasis on strategic alignment can be applied to Ryburne’s need to integrate its talent management strategies with the broader objectives set by Highridge (Taylor, 2022). This transition phase is critical, as it involves integrating diverse organisational cultures, systems and processes. Such integrations as noted by Denison (2021), often bring about employee uncertainty and anxiety, which can impact morale and productivity. For Ryburne, effectively managing this transition is vital to retain key talent and ensuring operational continuity. This requires clear and consistent communication and a strategic approach to aligning values and cultures whilst maintain Ryburne’s unique identity and strengths (Hancock & Schaninger, 2020).
The decision to employ installers at Ryburne rather than the industry norm of subcontracting reflect both an economical choice and a cultural and ethical stance by the company. It enforces Ryburne’s values regarding workforce management, quality control and employee relations (University of Birmingham, 2020). This differentiation strategy can impact the company’s culture and how it is perceived both internally by employees and externally by the market. It should be leveraged in marketing and branding strategies to highlight the company’s commitment to quality and ethical employment practices (Global Marketing Insights, 2022). With the availability of skilled workers from these defunct competitors, Ryburne has the opportunity to strengthen its workforce with directly employed professionals. This approach can offer better control over training, quality of work and employee engagement, setting Ryburne apart from competitors who rely on subcontractors, and enhancing Ryburne’s reputation and appeal in the market (CIPD, 2021). 
This strategy requires careful consideration of the costs and benefits (CIPD, 2022) Direct employment typically involves higher overheads compared to subcontracting (Indeed, 2022). It also requires a holistic approach, encompassing effective onboarding, career development and competitive salary packages to attract and retain a skilled workforce. Ryburne must critically evaluate whether the benefits of direct employment such as improved quality control and employee loyalty, outweigh the potential increase in operational costs (PwC, 2023). 
A notable gap in the uPVC industry is the lack of structured apprenticeship programmes for fabricators and installers, making it challenging to attract and development new talent, enhancing these programmes, working with local colleges and developing an in-house apprentice programme could significantly mitigate skill shortages at Ryburne and in the industry as a whole (International Labour Organization, 2020)
The growth strategy at Ryburne under Highridge’s leadership, have a profound impact on its approach to talent management. The company’s ambitious growth plans require strategic workforce planning to acquire new skills and competencies. Aligning talent and management with business strategy is critical for success. This not only involves identifying future talent needs but also nurturing internal talent and recruiting externally to bridge gaps in the workforce. (CIPD, 2023) (Saunders, et al., 2007).
To sustain growth Ryburne should consider expanding its market reach beyond the local community, the expansion can be achieved while maintaining the direct employment model, ensuring the company’s core values and quality standards are upheld (Katz & Krueger, 2019). 
The culture at Ryburne is a cornerstone in its talent recruitment and retention efforts. A positive, inclusive and engaging work environment is essential in increasing employee satisfaction (Deloitte, 2023) . The CIPD report (2022) highlights the significance of organisational culture in attracting and retaining talent in competitive markets. For Ryburne creating a culture that values employee contribution and supports professional growth is essential for a successful talent management strategy (Baumgartner, 2020).
Review of Ryburne’s HR Systems, Processes and Practices
Following Ryburne’s acquisition by Highridge, the company’s HR systems are undergoing a significant transformation. This period is pivotal, it involves adapting to a new organisational structure and strategic direction. Insights from Stobierski, (2019) and McKinsey & Company,(2023) emphasise the importance of using data driven approaches to understand the effectiveness of talent development strategies, especially during periods of significant organisational change. The integration of HR systems in such scenarios, is a complex process (SHRM, 2022). Ryburne’s existing HR functions, require enhancement to effectively manage the complexities of a growing and changing organisation. Key areas needing attention include workforce planning, recruitment, onboarding, development and performance management systems (Johnston & Land-Kazlauskas, 2019). The Mercer report is a benchmark for global best practices in HR and Ryburne could improve its HR practices based on insights from the report (Mercer, 2023).
Ryburne’s recruitment strategy historically focused on direct employment, by word of mouth, it now faces new challenges in the current competitive labour market, particularly in the uPVC industry. The CIPD report (CIPD, 2022) demands a more strategic and proactive recruitment approach. Enhancing employer branding and actively engaging with diverse talent pools are essential steps towards strengthening Ryburne’s recruitment strategy (mcGuire, 2023).
Development and retention strategies at Ryburne also require significant refinement, the absence of structured employee development pathways and continuous learning opportunities can lead to skill gaps and decreased employee engagement as outlined in the Mercer (2023) report (CIPD, 2020). Investing in employee development as Durth, et al.( 2023) suggest, is vital for skill enhancement and a key factor in retaining employees.
A notable gap in Ryburne’s HR practices is the absence of a cohesive talent management strategy that aligns with the company’s post-acquisition growth objectives, set by Highridge (The Highridge Group, 2023). The HR systems need to evolve into more agile and data driven models such as enabling better forecasting of recruitment and development needs and development of effective training programs including an apprenticeship program (CIPD, 2022) (International Labour Organization, 2020). A stronger emphasis on diversity and inclusion is imperative. As the modern workforce increasingly values diverse and inclusive workplaces, this is an essential focus for attracting and retaining talent (Tynes, 2022).
Paczkowski’s (2020) work emphasises the unique challenges faced by SMEs in talent management, such as limited resources and a need for more flexible HR practices. For Ryburne this means developing strategies that are tailored to its skill and resources, including more agile HR processes and leveraging internal resources for talent development, to ensure that the strategies are not only effective but feasible (Pocztowski, 2020).
Conclusion
This business report has undertaken an extensive investigation of the talent management challenges at Ryburne, particularly in the context of the competitive UK uPVC industry and following its acquisition by Highridge. The findings are grounded in a critical evaluation of both external and internal factors, as well as a thorough examination of the company’s HR systems, processes, and practices.
Key insights
· The external landscape, marked by the administration of major competitors like Safestyle and UK Windows and Doors, has significantly altered the talent market dynamics. This change presents Ryburne with both challenges and opportunities in recruitment and retention.
· The company’s commitment to direct employment over subcontracting, while setting it apart in the industry, also demands a more distinctive approach to talent management, balancing quality with operational costs.
· The internal changes post-acquisition, including organisational restructuring and the integration of new processes, require Ryburne to align its talent management strategies with Highridge’s broader objectives for growth and innovation.




Strategic Implications
· Ryburne must adopt a proactive and strategic approach to talent management, taking advantage of the newly available talent pool while ensuring alignment with the company’s long-term goals and culture.
· The company needs to enhance its HR systems and practices, embracing best practice, such as leveraging HR analytics, establishing development programmes, and prioritising diversity and inclusion.
· These improvement are necessary for Ryburne to navigate the competitive talent landscape of the uPVC industry, ensuring the company’s growth and success under Highridge’s leadership.
The insights from this report lay the groundwork for strategic recommendations aimed at enhancing Ryburne’s approach to competition for talent. The following recommendations will support Ryburne in developing a talent management framework that is responsive, agile, and aligned with its evolving business objectives and the specific challenges of the uPVC industry.
Recommendations
The report recommends a 3-pronged approach for Ryburne Windows
1. [bookmark: _Hlk152238290]Implementing a robust recruitment and retention strategy that aligns with the overall business strategy. In line with the CIPD’s recommendation (2022) Ryburne Windows should adopt a strategic approach to workforce planning, focusing on critical skills and roles and integrating both recruitment and retention strategies. This aligns with the report’s emphasis on the increasing difficulty in retaining talent and the need for proactiveness 
2. Integrate HR Software. The CIPD report (2022) highlights the importance of leveraging technology in talent management. Ryburne should integrate HR technologies to streamline processes and enhance the employee experience, reflecting the industry’s shift towards digital solutions. 
3. Strengthen the Ryburne Windows Brand: Consistent with the CIPD’s (2022) findings, enhancing Ryburne window’s employee brand is crucial for attracting a diverse pool of candidates. This involves proactive communication of the brand and adopting inclusive recruitment practices.
These strategies are aligned with industry best practices and are supported by empirical research 

	Recommendation
	Action
	Cost
	Benefit

	Implementing a robust recruitment and retention strategy that align with the overall business strategy-
	Develop a comprehensive recruitment plan including recruitment channels, social media and professional networks. Implement employee retention program that focuses on career development, competitive compensation and a positive work environment
	Estimated £50,000 for recruitment, marketing and tools and developing and implementing retention programmes.

	Improving employee retention by 15%, reducing turnover costs and enhancing productivity and company culture


	Integrate HR Software
	Adopt HR software for talent management, including applicant tracking systems, performance management and employee engagement tools.

	Estimated £40,000 for software implementation and training.
	Streamlining HR processes, reducing manual workload by 30% and improving data-driven decision making. Anticipated increase in efficiency could lead to a 10% reduction in operational costs related to HR management. The Highridge group are currently looking after this at a cost to Ryburne of £3000 per month

	Strengthen the Ryburne Windows Brand
	Launch an employer branding campaign, focusing on Ryburne’s culture, career opportunities and employee testimonials. Enhance online presence through a revamped web site with a careers page and active social media engagement and industry end recruitment events
	Estimated £25,000 for branding campaign development and execution
	Increased visibility in the talent market, leading to a 20% increase in high quality applicants. Improved brand position will also enhance customer loyalty and market position.



					Total Cost:	£115,000



Implementation and ROI
The successful implementation of these recommendations requires a collaborative effort form all levels of the organisation, with support from Highridge. The return on investment should be measured through improved employee retention rates, enhanced productivity and a stronger market position. A cost benefit analysis should be conducted to ensure the financial viability of these initiatives (CIPD 2022) Highridge has secured an investment package from an investment bank in Yorkshire for £250,000, funds from this investment pot are dedicated to ensuring that these recommendations can be met to drive forward the business
Continuous Improvement
Looking ahead, Ryburne must remain agile and responsive to the evolving demands of the industry. Continuous monitoring and adaptation of talent management strategies will be key to sustaining growth and competitiveness. Further research into emerging trends and ongoing evaluation of HR practices will support Ryburne in maintaining its edge in the talent market (Mercer, 2023). The qualitative approach of Scullion & Collins (Scullion, et al., 2018)  in understanding the complexities of talent management can inspire Ryburne to adopt similar in-depth, methods for evaluating its own talent management strategies. Even though Ryburne does not have the same scale or global reach as the MCN’s studied by scullion and Collings, the company can critically analyse its own talent management practices, the emphasis on aligning talent management with business strategy is universally applicable. Pocztowski’s work on Talent management within SME’s offers valuable insights into the unique challenges and practices within this context. (Pocztowski, 2020)
In conclusion, this report underscores the importance of strategic talent management in driving organisational success. For Ryburne Windows, embracing these recommendations offers a pathway to not only overcome current challenges but to also capitalise on future opportunities, in the dynamic uPVC industry.
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