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Presenter Notes
Presentation Notes
So I want to start with a story. This isn’t a story from defence, but I think tells such a powerful story of untapped potential.
Sam – who you can see here– is a former police officer for the UK Metropolitan Police. She was 24 when she was diagnosed with a neurological disorder that impacted her movement. One of the greatest impacts of Sam’s disability, was of course on her employment, as she was no longer able to perform as an operational police officer. 
As you can imagine, for a young woman who had always been very active and who dreamed of a life of service – this was a crushing realisation. Samantha was placed on back-office duties doing admin work, so while she still had a job – she was being underutilised and feeling undervalued. Her sense of worth and happiness, understandably plummeted during this time as well.  
WithYouWithMe was first introduced to Samantha through one of our Not for Profit disability partners in the UK, who knew our mission was to solve under employment – and Samantha was the perfect example of someone with potential to do more. 
Samantha had never worked outside of law enforcement, but we saw her potential to apply the same skills and expertise she had honed through eight years as a cop, to an entirely different context. We worked with Samantha to map her skills, aptitude and personality style and identified she had a high propensity to excel as a software developer. She had obviously never worked in software development or even technology before, but she had the natural intelligence and abilities to learn the technical aspects of the role quickly – as well as the leadership and life experience from her law enforcement days. Samantha did around 130 hours of self-paced online training and got her accreditation as a full stack java developer.
But that was only part of the solution. We also needed to find an organisation that was willing to look at skills-based hiring – and we found that with Northrop Grumman. For those of you who don’t know NG, they’re a global aerospace technology company. 
So for their part to this story, Northrop Grumman was facing a digital skills deficit and just couldn’t find the tech talent they needed – which we can all relate to. They saw the skills Samantha had, took a leap of faith by throwing out the traditional recruitment requirement they had for their technologists to have degrees or prior experience – and they placed her into the team in an entry level developer role.
Samantha’s been at NG for just over a year, and has been promoted during that time to now lead a team of developers. Northrop Grumman have since brought in an additional 8 skills-based hires, like Samantha, to their tech team– with plans for more to come. 
Now while this story is focussed on recruitment and hiring diverse talent with potential, rather than the benefits of skill-based talent management,  I wanted to start with it,  because it’s a great example of how an individual’s hidden or unexplored skills are potentially an organisation’s greatest untapped resource.  People are often so much more capable of what their resume or job description outline – and acknowledging this – and even operationalising it – is how we can solve a slew of workforce challenges, from filling skills gap, to reducing churn. 
The idea of uncovering latent workforce talent isn’t ground-breaking – nor is this notion of have transferrable skills. 
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I put some stats up for you to look through,
Currently estimated around 52k in the UK. Prediction of several million needed by 2025 due to the fast pace of tech
 I suspect none of these are a shock to you and many of you will be struggling to get the right people into and stay in your organisation.
But I do think the skills shortage is only partially to blame. It may be an unpopular opinion but I think most organisations aren’t clear on where their genuine gaps exist, what their digital needs really are, and what abilities their workforce already possess (outside of their job descriptions of course). 
This latter point is a really important one as many employers don’t realise that the capabilities they’re seeking in market are often lying dormant within their own workforce. Without a clear understanding of where your organisation currently stands and where you need it to be when it comes to workforce skills, it’s almost impossible to accurately identify and fill critical voids – no matter the state of the labour market. 
Of course, I am not telling you anything you don’t already know, and if it were simple we would all be doing it…. 
But my own experience in various senior roles was its actually really bloody difficult to get an organisation to do anything that isn’t what it is used to doing – and the more the thing involves people the harder it become.



Step 1:
Understand the skills in
your workforce
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I came across WYWM as I was leaving the military, what really struck me was their desire to improve the lived experience of individuals whilst solving the digital skills gap. I now work almost exclusively in helping organisational leaders become more inclusive, helping organisations get the best out of their workforce by creating a space where individuals can excel. To me this is the only way we will build organisations with the resilience, skills, imagination and brilliance to succeed in our ever more rapidly changing world.
What WYWM does is it has developed an approach which solves the first  part 1 
 
How do we know what skills we have, what potential we have and utilise people better.
What has always struck me is the brilliance of individuals, their ability to learn and surprise. Yet too often we put people into a pigeon hole, and keep them there. After all its much easier to manage the single pipeline of talent. Only that is not working – we have people under employed (Sam), people who are unemployed and people who are bored.
 
But how do we know what skills we have, 
WYWM uses a mix of proprietary and widely used profiling tools that have been scientifically tested to creates an accurate assessment of an individual's potential to be successful in ​a role. 
Through this process, we remove the biases inherent in a CV and prevent us getting trapped in an experience loop – this enables us to recognise where talent is and unlock it  for a truly diverse and inclusive workforce
[CHANGE SLIDE]
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Step 2:
Establishing a skills
framework for your organisation
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That is the second part of my technical reflection on what needs to be in place. We can spot the people using testing, but how do we then mobilise and make that work in our organistaion.
This is about skills mapping,. It is about having a framework in place that allows skills to be mapped and managed. I enables us to know where our skills are within the organisation.
As I left defence, it was getting to grips with this. If we can visualise our individuals as a bundle of skills and potential then we have the basic building blocks to enable us to do proper workforce planning. It allows mapping of people into practical applications in the workplace
Now developing a skills framework for complex organisations is not easy and is a major investment. But within the world of digital skills much already exists. It needs to be simple and not reliant on individuals completing it themselves. 
Also need to design it – fortunately in digital a framework exists,
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the Skills Framework for the Information Age (or SFIA as it’s commonly referred to as). 
For those who haven’t, SFIA is an industry-standardised global skills and competency framework. 
The thing I like about SFIA is it provides a common language and structure for defining the skills required by business and technology professionals at every level to design, implement, manage and protect data and technology.



Step 3:
Leadership to overcome

organisational inertia
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So we have a tool that allows us to accurately predict the hidden digital competences of our workforce, and we have an existing international framework that allows us to understand the totally of digital skills in a way that we can use, and manage our people.
So we can solve our problems of not enough digital talent, individuals feeling under employed and moving to other orgainsations. Saving us money and time, improving business outcomes and paying for itself many times over. What is stopping us.
 
This is my final piece of the triad - slide
Leadership. In my experience, leadership is the greatest enabler to change and the greatest hindrance to change. Alas, it is nearly always the latter that wins out. 


How many of you have been involved with change programmes where you have a clear vision, budget, resources, burning platform, plan, communications and it still fails. 
The reason is generally about leadership, not just at the top but throughout the organisation. People may all nod and agree with the problem and may even like the solution. But change is hard, change is a process which despite what many tell you is rarely a win win, it almost always invoplves individuals having to do things differently – it may introduce a sense of loss of power or status. It may introduce a degree of risk. People do not like this, through evolution we are wired to avoid change. Even by using the word change I may have thrown many of you into a protective mindest, your creativity cut out as you find reasons why what I am saying is not true.
This is entirely normal in any orgainsation. But we rarely account for it when we want to do something different.
People will say to me – great idea Jim, but here are a million reasons it wont work.
Or agree with me, then drag me into the details knowing that I will never win, and if I do, you will create a new hurdle for me
I once tried to do some work – sort out data. Mike wanted to help me. 2 years in it was clear Mike was the issue. I hadn’t looked at what was driving him.
So as leaders we must be prepared to take risks, push the perceived normal, try things in small pilots and trials to build evidence and convince. Recognise that people are emotionally driven decision makers who rationalise what they have already decided.
 



To identify and develop the
skills in your workforce

3 Test for potential
3 Establishing a skills framework

3 Lead through pilots / trials / convince
through action and results not logic
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We need 3 things
1 – an ability to spot that talent. WYWM has a proven way to do that easily and quickly
2 – define and understand the workforce skills we need and track that. That technology is already in place
3 – leaders who are prepared to do something new, to buck the status quo and trial things, to understand not just the business case for this, but also how individuals will react to the introduction of new approaches



Thank you
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So in summary, we all know digital talent is a problem which is going to get worse.
Unfortunately do ing what we have always done is going to get us what we always got – and we get the added bonus of wage growth and increased costs in an ever more expensive merrygo round.
 
Looking at the problem differently can give a very different answer, and not only do you get more skills in a shortage area, you reduce orgainsational churn, reduce costs, increase employee engagement and all that drives into a better bottom line.
It can be done, my challenge is for you to resist the “here are a million reasons it wont work for us” and think about “how might we undertake a small trial or pilot to see if it can helps us”
 
Thank you


Methods to increase skills within
the workplace

» Blended learning
* Quiet hiring
 Management training
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After Jim has handed over to Victoria


Victoria - Thank you Jim, and good morning everyone.  So to follow on from Jim, I’m going to talk about 3 ways to increase skills within the workplace

First of all blended learning

Then what is meant by the phrase quiet hiring 

And finally, management training
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But first we are going to begin with polls

So we have a few live polls today – we find using polls to be a really good way to interact with each other, and with so many of you on today’s webinar, you’ll hopefully find that it provides you with a good insight into how other organization’s are dealing with skills in the workplace


So when you see this slide we’ll; have a poll

The polls are confidential, and once we launch it you will see the poll question come up on your screen, and you simply select your answer

Please note that to participate you cannot be in full screen mode on your system

So over to our first poll



1) Are you struggling to have the right skill set in your business to respond to current and future business challenges?
Yes
No



2) What is your biggest challenge when it comes to talent? 
Retaining skills/talen
Attracting
Competition for talent
Budget
Understanding and identifying the skills gap




3) Do you have a training and development strategy in place for addressing the skills gap in your business?
Yes
No
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What is blended learning and why is it important?


Combining more than 1 method in which to develop the skills and capabilities of your workforce


And it is valuable for many reasons





The benefits of blended learning

Blended learning can

Increase flexibility and accessibility
Improve cost effectiveness
Provide a personalised learning path

Develop a more inclusive approach to
skills development

Enhance engagement and motivation

Enhance knowledge sharing and
collaboration

techUK
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By Using a more holistic approach to how you teach new or refresh skills and knowledge can for example bring 

greater flexibility and accessibility to developing new skills by allowing employees to access learning materials and activities through various sources rather than the one, especially utilizing working online where it can happen anytime, anywhere. This is particularly beneficial for employees with busy schedules or those who work remotely.

Using other methods of training can be more cost-effective as it can can reduce training costs.  You can become less reliant on the need for lengthy in person trainer led training sessions and travel expenses by using alaternative methods such as ELearning modules and other online resources.  Which can then be reused and updated efficiently, ensuring cost-effectiveness over time.

Using a variety of methods to develop skills and knowledge also gives employees Personalized Learning Path because it is tailoring the training experience to individual needs and skill levels meaning employees can focus on specific areas of development, leading to more targeted and effective skill enhancement.

And following on from this point, offering a more tailored approach to how you support a person’s development leads to a more inclusive approach to employee development. particularly for those who may have neurodivergent conditions such as dyslexia, ADHD for instance.  You can work with the person to understand how they best learn and adapt accordingly.  So it helps to ensure everyone has the same opportunities.,  

Blended learning also provides a more varied and engaging learning experience, catering to different learning styles and preferences. It allows employees to learn at their own pace and revisit materials as needed, leading to increased motivation and retention of knowledge

Blended learning also provides opportunities for knowledge sharing and collaboration among employees, both online and in face-to-face settings. This fosters a culture of continuous learning and promotes teamwork.  So if you think about secondments, or project work, these can be valuable development opportunities whilst at the same time develop collaboration and team working.



Ultimately blended learning offers a comprehensive and effective approach to developing and enhancing the skills of the workforce.  By combining the strengths of traditional trainer lead training, with the flexibility and accessibility of other types of learning, it can create a more personalized, engaging, and cost-effective learning experience that leads to a more skilled and productive workforce.



O
Ways in which to develop skills and knowledge

* On the job training

« Mentoring

» Coaching

« Job rotation

« Secondments

« Shadowing

« E-learning

« Distance learning

« Webinars and reading/research
» Apprenticeships
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Here are other ways organsiations can build the skills and capabilities of its workforce, and if I just pick up on a few of these - 



Mentoring -  Coaching – 

coaching and mentoring whilst sharing similar techniques and skill set, are very different.  Coaching is a form of development where help and support is given to someone in order to learn, develop that leads to greater performance and in meeting specific objectives and goals.

Mentoring on the other hand , whilst it is another development tool it is different in that it is about a more experienced member of the workforce is able to pass on their skills, knowledge and experience to those who are less experienced.


Job rotation – is about moving people between jobs in an organisation, often temporary and generally lateral moves.  It allows a person to gain exposure to various departments whilst learning and developing their skills.  This will have its place and time but there are many benefits that it can bring especially on employee engagement and skill development


Apprenticeships - allow organisations to hire either someone new or upskill an existing employee to grow and develop talent.  For the individual, it enables them to earn whilst learning skills and are an effective way to encourage people to enter or return to work whilst gaining a qualification, with the potential to secure long-term employment.   For an employer, the apprentice has tailored on-the-job training to suit the organisation's requirements securing future business promote diversity and inclusion in the workplace, increases staff retention and employee engagement and creates a culture of continued learning.



So as you can see, skills development doesn’t just have to be through the tradition teacher led in a class room, you can build skills through many informal ways, some are really cost effective, crucial at a time when businesses are operating in a volatile environment
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And so, our 2nd method for building skills in the workplace is through Quiet hiring 



Quiet hiring = is when an organisation acquires new skills without hiring a new employee


This has been discussed a lot over the year because it is seen as an effective tool for businesses to address recruitment challenges


Relying on your existing workforce allows the business to address immediate business needs without disrupting the organisation's overall structure  or adding to its payroll or increasing operational costs through the recruitment of new employees, which can be a management intense and lengthy process.  You then have the initial months of a new employee joining where they are having to learn about the business on top of learning about the job.

So quiet hiring can be a valuable strategy for companies that want to be more flexible and efficient in their hiring practices.



Benefits of quiet hiring

 Cost savings

« Greater flexibility

* |Improved morale

* Reduced turnover

techUK
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There are many benefits to it for example,e

Bring cost savings to the business as there is you are saving money on recruiting, onboarding, and employee benefits.

 It can also bring  greater flexibility to the organization  because it allows the business to  respond quickly to changing business needs without being tied to traditional hiring practices.

Furthermore, Employees who are given opportunities to develop their skills and take on new challenges are generally more engaged and satisfied.

And because you are investing in your own workforce and their upskilling and development through exposure to other roles, it can lead to a more engaged individual and thus reduce staff turnover.





O
Challenges of quiet hiring

» Perceived lack of transparency
« Burden on existing staff?

« How do you identify and devel
the right skill?
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However, there can be challenges and so it is important to carefully consider these and how to address them first.   Consider, 

Can it present a perceived lack of transparency? – how can you ensure the approach gives opportunities to everyone,
Or could it place a burden on existing staff – so if you are moving someone from one team to another,  can you also be sure of backfilling their post?  What if there are budget restraints, or you simply can’t resource for the replacement..

Furthermore, how do you identify and develop the right skills?

These are all valid challenges that should be thought through when seeking to increase skills from recruitment within
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And now’s a good opportunity to run a couple more short polls

4) Do you provide line management training
Yes Technical training
Yes Soft skill training
Yes Both technical and soft skill
no


5) How do you resource managers of the future?
- recruit when there is a vacancy – externally only
- recruit when there is a vacancy – externally and internal
- through succession planning framework
- through management development training programme





O
Methods to increase skills within the workpla

Management training
» Leadership development
 Management training
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so when it comes to management skill development, It is important to separate and distinguish between leadership development and line management training.






Methods to increase skills within the workplace

Leadership development

Some people are born leaders
Others need to be nurtured and developed

Management training

Effective management of people

Protect the business from the risk of a
tribunal claim

Regular line management training
throughout their career

Technical and soft skills

techUK
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If we consider leadership 

- Some people are 'born leaders' whilst for others this skill needs to be nurtured and developed. 

- leadership is more about motivating and influencing, winning the hearts and minds of others, and getting others to follow where you want to go,, or simply inspiring and influencing other people. 

So the skills needed to operate at quite specific to these behaviours


And When it comes to line management, then every organisation must have line managers that can effectively implement the company policies.  policies are in place to help managers deal with managing their teams, in a consistent and fair way  yet it takes a skilled manager to get them right.   Because Polices protect the organisation from the risk of a tribunal claim  ensuring your line managers have the right skills and capabilities is vital and should form regular line management training throughout their career, and not just as a one-off exercise at the outset.  This training is more about the ‘doing’’, so the technical skills of being a line manager, however line managers do need more than technical skills they also need to have the right soft skills in being able to carry out the many employment practices, interviewing, carrying out appraisal, holding probation meetings, and so soft skill training should form an integral part of a line managers development within your organisation.




Methods to increase skills within the workplace

« Systems that identify and develop
talent

Performance Management
Systems

Appraisal process

Training needs analysis

360 feedback

Succession planning framework

Management development
programme

techUK


Presenter Notes
Presentation Notes
So having sound systems in place to help you identify talent is vital

Key systems for any organisation, including 

Having an effective Performance management systems in place

These systems should cover:
methods by which you can improve the performance of employees to optimise effectiveness.
Employee development plans so that staff can develop their skills and capability in areas which will benefit the organisation.
a process for managing poor performers.


Secondly is having an effective Appraisal process - 

Because appraisals are a fundamental part of any performance management process 
An appraisal process helps you to set targets and provide direction for your employees, to improve their performance and ensure they understand how they contribute to the organisation's performance and objectives.  Importantly from a skills development perspective, then it facilitates discussions around training needs

Which leads us nicely on to a Training needs analysis 

Training needs doesn’t just apply to an individual, it arises at both departmental and organisational level.  For example, new legislation may affect the industry in which your organisation operates which in turn leads to training needs within the business in order to legally comply.    Or, the business may wish to introduce new technology such as the use of artificial intelligence, therefore creating a new training need on its ethical and lawful use

It helps the business to fully assess training needs and build up a training and development plan that ultimately can support in the delivery of the business goals


And there are then other ways too in which to identify and develop skills, such as developing a structure that allows succession planning, creating management development programme for new and potential managers, 
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6 ) If we think of systems for identifying and developing talent, which of the following do you have?


Performance Management Systems (includes Appraisal process)
Training needs analysis
360 feedback
Succession planning framework
Management development programme


Handover to Ed?


ILM and other management techUK
development training

 Effective Communication Skills
* Leading the Team

* Managing Conflict at Work

» Effective Appraisal Skills

« Managing Performance

« Recruitment and Selection

» Holding Difficult Conversations
* Equality, Diversity & Inclusion
« Managing Grievance

« Managing Disciplinary
 Employment Law

* ILM Level 3

* ILM Level 5

24
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Effective Communication Skills 
Leading the Team 
Managing Conflict at Work
Effective Appraisal Skills
Managing Performance 
Recruitment and Selection
Holding Difficult Conversations
Equality, Diversity & Inclusion
Managing Grievance
Managing Disciplinary
Employment Law
ILM Level 3
ILM Level 5



Upcoming free webinars

« The HR year ahead — what are the key trends to watch?
14 December

HR

- Apprenticeships — a solution to your recruitment challe Solutions

11 January 2024

 Menopause in the workplace — how to support your en
« 30 January 2024

« Tools for effective performance management at all le
* 15 February 2024

 Why we're seeing an increasing need to support long
14 March 2024

« Virtual Employment Law Seminar
- 28 March 2024
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The HR year ahead – what are the key trends to watch?
14 December
Apprenticeships – a solution to your recruitment challenges
11 January 2024

Menopause in the workplace – how to support your employees
30 January 2024

Tools for effective performance management at all levels
15 February 2024
Why we’re seeing an increasing need to support long term sickness
14 March 2024
Virtual Employment Law Seminar
28 March 2024
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And this brings us to our question and answers

Sue has been monitoring all of your questions coming in.


Jim, Victoria and Sue
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If you would like to hear more about any of the services available through our partners today, please let us know and they will follow up with you after today’s event:

HR Solutions – HR services including payroll and Health and Safety
HR Solutions –  HR training
techUK serivces
WithYouWithMe - services



Further Information?

HR SOLUTIONS
0844 324 5840
www.hrsolutions-uk.com

HR

Solutions




Thank you

m@ @techUK
, @techUK
° @techUK
W @techUK.org
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