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SESSION PLAN

COURSE:			ABE Level 6 Strategic HRM
ELEMENT:			Element 4 – The use and application of a range of HR strategies to improve employee and organisational performance 


LEARNING OUTCOME 4
[bookmark: _GoBack]Assess the appropriateness of a range of HR strategies and their application within specified organisational contexts (Weighting 20%) 
4.1 Critically assess the role of HR in talent acquisition, development management and retention 
4.2 Critically assess the concept of HR development (HRD) and its relationship with organisational success 
4.3 Evaluate the approaches to managing employee relations and the factors influencing different choices 
4.4 Appraise the contribution of HR strategies in managing organisational performance
4.5 Appraise the role of HR in promoting and facilitating successful organisational change
NUMBER OF SESSIONS:	Five - approximately fifteen to twenty hours in total, plus self-study
SESSION TOPICS:	Session 1: The role of HR in talent acquisition, development management and retention
Session 2: The concept of HR development (HRD) and its relationship with organisational success
	Session3: Approaches to managing employee relations and the factors influencing different choices
	Session 4: Contribution of HR strategies in managing organisational performance
		Session 5: The role of HR in promoting and facilitating successful organisational change
Note to tutors:	This is the recommended session plan for learning outcome 4, element 4 of the ABE L6 Strategic HRM Unit. You should follow the plan, using the resources (referenced as ‘slides’ here) and activities provided. It is important to enhance all sessions with local examples and case studies, involving the learners ACTIVELY wherever possible.

SESSION 1: The role of HR in talent acquisition, development management and retention
	Duration
	Topic
	Tutor Activity
	Slides
	Learner Activity
	Formative Assessment

	3-4 hours total
	Introduction to session and learning outcomes
	Use 6USHR Tutor Presentation E4.pptx

Introduce learning outcome 4 and assessment criterion 4.1. 

Class discussion: start session off by showing this YouTube clip and asking learners if it is an example of effective resourcing. 

https://www.youtube.com/watch?v=Aq6y3RO12UQ&t=11s
	
	1-4
	Contribute to the Class discussion after watching the video clip. 
	

	
	Resourcing strategies
	Class discussion: why is selecting the right staff or the right people for the job highly important?
	
	Contribute to the Class discussion.
	

	
	Beaumont (1993)
	Beaumont (1993) identified three themes of the selection decisions.

Companies must consider appropriateness of the needs of the organisation and cost-effective when selecting.
	5
	Learners to make notes and listen
	

	
	Why plan?
	Human resource planning is the process of determining the human resource needs of an organisation and ensuring that the organisation has the right number of qualified people in the right jobs at the right time.

Slide 6 breaks down the key reasons for using HR planning.

Class discussion: learners to work in pairs and come up with five reasons organisations should plan. 
	6
	Contribute to the Class discussion
	

	
	HR planning process
	Slide 7 shows the HR planning process, and how it would look in theory.

HR planning consists of four basic steps:
1. Determining the impact of the organisation’s objectives on specific organisational units.
2. Defining the skills, expertise and total number of employees required to achieve organisational and departmental objectives.
3. Determining the additional HR requirements in the light of current human resources.
4. Developing action plans to meet anticipated HR needs.

HR planning involves applying the basic planning process to the human resource needs of the organisation.
	7
	Allow learners to come back to the group and allow them to make notes. 
	

	
	What is employee retention?
	Employee retention is a vital part of HR and strategy. Use slide to guide learners through man elements and understanding of employee retention.
	8
	Asks learners how long they think they will stay in their first job for before moving on – round robin, random numbers being shout out. 
	

	
	Retention
	When analysing retention and turnover effective HR practitioners need to have insights in terms of the strategic organisational context, including the industry and professions involved.

Class discussion: ask learners to discuss what factors would make them stay in a job role and why.
	9
	Contribute to the Class discussion. 
	

	
	How to retain talent
	· Improved induction process 
· Improve line managers' people management skills 
· Increased learning and development (L&D) opportunities 
· Improved employee involvement 

Other approaches (which all have their strengths and weaknesses) that can be considered for retaining talent include: 

· Improved pay / benefits;
· Coaching / mentoring / buddy systems;
· Improved work-life balance practices;
· Customised career paths
· Contribution and best practice
	10
	Allow learners to work in pairs again, ask them to come up with five new ways of retaining staff in the current business environment. 
	

	
	Employer of choice, branding and Employee Value Proposition (EVP)
	All employers want to attract the best employees; the employer wants to be one that employees want to work for. A lot of organisations have worked hard at developing a ‘brand’ that is attractive to employees that they want to attract. For example, the Virgin Group ‘brand’ is fun and energetic; through portraying that image they want to attract employees of a like mind.
In the same way, organisations use reward to attract the best employees. 
Some candidates may be attracted by the higher salary but a candidate will also want to know about the nature of the job, the level of responsibility, the nature of the company, the career prospects, the training and career opportunities, etc. The employer paying the higher salary will not always be the employer of choice.
Brief Activity 1.
	11
	Complete Activity 1. 

	6USHR E4 LO4 Activity 1 – Employer of choice


	
	
	The concept of Employee Value Proposition (EVP) focuses on the rewards and incentives offered by management in return for the effort and subsequent performance levels that employees can provide in return. 
Therefore, employers need to consider an employer charter that meets expectations through an employee value proposition.   

Class task: ask the class - for a business they are aware of, create an EVP slogan or phrase. Give them five minutes! 
	12
	Class task: for a business you are aware of, create an EVP slogan or phrase. You have five minutes! Share your answer with the tutor.
	

	
	Summary
	
	
	Tutor to answer any last questions
	







SESSION 2: The concept of HR development (HRD) and its relationship with organisational success
	Duration
	Topic
	Tutor Activity
	Slides
	Learner Activity
	Formative Assessment

	3-4 hours total
	Introduction to session and learning outcomes
	Use 6USHR Tutor Presentation E4.pptx
This session addresses assessment criterion 4.2. 

Facilitate Activity 2. 
	13

	Complete Activity 2. 


	6USHR E4 LO4 Activity 2 - HRD

	
	Organisational development vs. individual development
	State the difference between the two concepts and look at the importance of each. Class discussion: ask learners to say what they think the difference is between organisational and individual learning.
	14-15
	Contribute to Class discussion.
	

	
	Knowledge management

	Look at the role of knowledge management and appreciate that due to the shifts in paradigm, it has a key role to play within SHRM. It also promotes the fact that a business will wish to be as flexible as possible. 

Class discussion: learners to share benefits of having a strong culture of knowledge management.
	16-17
	Contribute to Class discussion.
	

	
	The learning organisation

	Everybody within a learning organisation fully engaged in identifying and solving problems, allowing the enterprise to continually develop and grow whilst improving performance. 

Class discussion: come up with examples of businesses which might be classed as a learning organisation. Japanese firms are good examples of this – especially via methods such as Kanban, Kaizen and Just in Time Production.
	18-19
	Contribute to Class discussion.
	

	
	Summary
	Summarise key points. 
	
	Tutor to answer any last questions
	




SESSION 3: Evaluate the approaches to managing employee relations and the factors influencing different choices
	Duration
	Topic
	Tutor Activity
	Slides
	Learner Activity
	Formative Assessment

	3-4 hours total
	Introduction to session and learning outcomes
	Use 6USHR Tutor Presentation E4.pptx

This session looks at assessment criterion 4.3. 

Start by asking learners what they know about employee involvement. 
	20
	
	

	
	Employees relations
	Employee relations refers to the management of the employer-employee relationship. These relationships can be between any employee in the organisation from CEO to front line employees and any combination thereof. No matter the issue, their mission is to resolve conflicts, provide support, and maintain a healthy morale amongst the workforce.
Facilitate Activity 3. 
	21-23
	Learners listen and make notes. 

Complete Activity 3.

	6USHR E4 LO4 Activity 3 - Employee Relations

	
	Perspectives on the employment relationship and their associated implications for HR approach

	Take learners through the theory:

· Unitarism 
· Pluralism 
· Collectivism Individualism. 
Class discussion - why are employee relations are so important to strategic human resource management? What benefits do strong employee relations bring?
	24
	Class discussion - why are employee relations are so important to strategic human resource management? What benefits do strong employee relations bring?
	

	
	Collectivism vs. Individualism
	Collectivism isn’t necessarily the opposite of individualism. For example, worker cooperatives operate on a collective basis but require the direct input of each individual member. Individualistic societies have loose ties that often only relates an individual to his/her immediate family. They emphasise the “I” versus the “we.” Its counterpart, collectivism, describes a society in which tightly-integrated relationships tie extended families and others into ingroups.
	25
	
	

	
	Employee involvement and participation strategies including employee voice strategies 

	Participation is about employees playing a greater part in the decision-making process by being given the opportunity to influence management decisions and to contribute to the improvement of organisational performance. As Williams and Adam-Smith (2006) explain, the term ‘participation’ refers to arrangements that give workers some influence over organisational and workplace decisions.

Involvement is the process through which management allows employees to discuss with them issues that affect them.  Williams and Adam-Smith (2006) suggest that this term is most usefully applied to management initiatives that are designed to further the flow of communication at work as a means of enhancing the organisational commitment of employees.

Watch the following YouTube video and ask class if this is a good example of EPI.

https://www.youtube.com/watch?v=kDBbglknn9M&t=11s

	26-30
	Watch the video and contribute to the class discussion. 

	

	
	Employee voice strategies

	As defined by Boxall and Purcell (2003: 162): ‘Employee voice is the term increasingly used to cover a whole variety of processes and structures which enable, and sometimes empower employees, directly and indirectly, to contribute to decision-making in the firm.’ They declared that employee voice was important because ‘it was necessary to recognise a plurality of interests and interest groups which would need to learn to live together and resolve their differences without the use of force’ (ibid: 164).

Employee voice covers the provision of opportunities for employees to register discontent, express complaints or grievances, and modify the power of management. It describes arrangements for a two-way dialogue to take place that allows employees to influence events at work and includes the processes of involvement, participation, upward problem-solving and upward communication. 

Direct employee voice takes the form of contacts between management and employees without the involvement of trade unions. Union voice is expressed through representatives and can be power-based.

Class discussion on employee voice. 
	31
	Contribute to Class discussion on the way in which employee voice strategies make people feel. Share ideas and experiences. 
	

	
	Employee engagement
	Take learners through the advantages of having an engaged staff. What benefits it could bring? Before showing slides ask for participation in a Class discussion and share as a group the advantages they think it will bring. Some examples may include:

· Happier staff
· Committed staff
· Lower absence
· Better retention
	32-34
	Contribute to Class discussion on what benefits could be had from a more engaged workforce. 
	

	
	Summary
	Summarise the key learning points. 
	
	Tutor to answer any last questions
	



SESSION 4: Contribution of HR strategies in managing organisational performance
	Duration
	Topic
	Tutor Activity
	Slides
	Learner Activity
	Formative Assessment

	3-4 hours total
	Introduction to session and learning outcomes
	Use 6USHR Tutor Presentation E4.pptx

This session covered assessment criterion 4.4. 
	35
	
	

	
	Performance management 
	The performance of employees is affected by the culture of the organisation. Organisations that have a culture which rewards high levels of performance and offers support to employees (e.g. through training) who want to improve their performance, are likely to have overall higher standards of performance.
Of course, there are some people in an organisation who are lazy and do not want to work hard. However, they are usually the minority. Most people want to do well, and want to do their best for the organisation. It is the responsibility of the organisation to facilitate them in achieving their potential.
It is important to note that performance management is not a process that HR owns and manages. It is certainly true that the performance appraisal is a key part of the performance management process, and this is often managed by the HR department. However, the effective performance management of people is something that involves everyone in the organisation and is something that is a key responsibility of line managers.
Facilitate Activity 4. 
	36
	Complete Activity 4. 
	6USHR E4 LO4 Activity 4 -
Performance management

	
	Scope
	This is the degree to which performance management is carried out in a business. It is often contingent on:

· Size
· Culture
· Leadership 
· Management
· Strategic long-term view

The scope of the performance management will be different in each business. 

Class discussion on experience of employee feedback. 
	37
	Class discussion for those in employment or with past employment experience:

How is feedback given in your organisation?

Are employees told when they have done something well?

Where improvement is needed, how is this explained to the employee?

What improvements could be made to the way feedback is given in your organisation?
	

	
	Planning
	The key stages of performance-managing the business are:

· Planning – where aims, goals and objectives are set for the coming year
· Monitoring – this is about keeping a regular, ongoing check that the business is on target with set plans
· Review – where the above monitoring checks are examined, together with a review of the original objectives. This allows objectives to be changed, or new ones set, for example, as a result of unforeseen circumstances.
· Evaluation –a more ‘root and branch’ review of performance, and identifies reasons why the elements of the original planning process have, or have not, worked. These findings are then used to improve future planning processes.

Business planning and review is therefore a continuous process of performance management. The stages involved in managing individual performance are similar.
	37
	Learners to listen and take notes, asking questions where necessary. 
	

	
	Mentoring
	Helping employees with somebody who has more experience and work shadowing this person. Gives the employee a chance to see how others do a similar job and generates new ideas about how to do the role. 

Class role play. Ask the learners to go into pairs. One is the Manager and one is Bobbi. Bobbi hasn’t done very well in the first two months of his bank call centre job. He made two mistakes that cost the bank $25 and customers report that his knowledge and customer service standards are poor. Act out the role play to help Bobbi to improve his performance.
	37
	Take part in the Class role play. 
	

	
	Developing
	The degree to which an employee is developed during the performance management process. What options are they given as development routes and how can this be achieved?

Class discussion drawing on learners’ experience in the workplace. 
	38
	Take part in Class discussion using current or past employment experience:

· How does your organisation manage poor performance?
· Can you think of an example where poor performance could have been handled better?
· What went wrong and why?
· How would you have addressed the problem?
	

	
	Rating
	An important output from the performance management process is data which describes the performance as it has been assessed. For example: data relating to performance levels 

One output from the appraisal process can be a numerical assessment of performance. This is typically from 1 to 5, with 1 being very poor performance and 5 being very high levels of performance. It is useful to gather this data together, so that any wider performance problems in the organisation can be identified.

Facilitate Activity 5. 
	38
	Complete Activity 5. 
	6USHR E4 LO4 Activity 5 - 
Appraisal 

	
	Rewarding
	Financial incentives
 
There is a perceived link between performance management and financial reward. Many people have discussed whether there is actually a direct link between the two – for example, should someone receiving a certain grade on an appraisal be given a certain level of bonus or salary increase?
Those against this idea argue that individuals might be less willing to be honest in any performance management discussions and admit to any difficulties that they might be having, because they might think that this will impact on their pay.

Non-financial Incentives 

Incentives such as a word of praise, highlighting an employee’s work as being particularly good, mentioning an achievement in a newsletter or on the intranet, are all examples of non-financial reward. All of these can be very motivating to employees.

In 2009 McKinsey and Co carried out a survey into non-financial rewards and found that people rated praise from the boss, commendation from immediate managers and the opportunity to lead projects as the best non-financial incentives.
	38
	Learners to listen and make notes 
	

	
	Culture management
	Talk about what culture is and how it impacts on a business. Class discussion: ask learners what behaviours they would not accept or deem suitable, owing to their culture.
	39-40
	Contribute to the Class discussion. 
	

	
	Summary
	Summarise key learning points. 
	
	Tutor to answer any last questions
	





SESSION 5: The role of HR in promoting and facilitating successful organisational change
	Duration
	Topic
	Tutor Activity
	Slides
	Learner Activity
	Formative Assessment

	3-4 hours total
	Introduction to session and learning outcomes
	Use 6USHR Tutor Presentation E4.pptx

This session covers assessment criterion 4.5. 

Facilitate class discussion. 
	41
	Class discussion: Think about changes that have occurred in organisations where you have worked, or changes that you have read about. What was the reason for those changes? 
	

	
	Organisational change
	A certain amount of change is essential if organisations are to grow and develop rather than stagnate, as otherwise they will find it difficult to survive. However, there are some who argue that change is taking place too rapidly and too frequently and that the modern organisation is ill-equipped to deal with it. There are a number of reasons why change is needed, such as: 
· Meet customer's changing requirements and/or
· Compete against others in what is becoming an increasingly global marketplace.
· Comply with changes in legislation/regulatory requirements
· Survive changes in economic/political conditions, whether at a local, national or international level
· Keep pace with developments in technology.
Facilitate Activity 6. 
	42-44
	Complete Activity 6. 
	6USHR LO4 E4 Activity 6 -  Organisational Change

	
	Transformational change
	Can be down to:
1. Triggers
2. Interdependencies 
3. Conflict and frustrations 
4. Time lags 
	44
	Learners to listen and make notes.
	

	
	Incremental change
	Small scale changes. These are often associated with Japanese companies that do not believe in rapid changes (these are typically associated with US companies for example). 
	44
	
	

	
	HR roles in change
	Bandura emphasises the importance of the environment in terms of how people respond to change. His theory is based on three main assumptions:

· People make conscious choices about their behaviour
· The choices are based on information drawn from their environment
· The choices are based on things which are important to them, the views they have about their own abilities to behave in certain ways and the expected consequences of choosing certain behaviours.

According to Armstrong, this has the following implications for the change management process:

· The closer the link between a specific behaviour and a specific outcome, the more likely we are to engage in that behaviour
· The more desirable the outcome, the more likely we are to engage in behaviour that will lead to that outcome
· The more confident we are that we can assume a new behaviour, the more likely we are to try it.

Facilitate Class discussion. 
	45
	Class discussion – come up with ideas for ways in which HR can be part of organisational change and development.
	

	
	Manging individual responses
	Not all organisations view change in the same way. This is reflected in differing approaches to change. Some organisations embrace change due to the opportunities it can unleash and adopt a proactive approach which not only welcomes but even initiates change. Others have a more passive attitude to change, where change occurs only if some event provokes it.
	
	Learners to listen and make notes, asking any questions.
	

	
	DREC Model of Change
	The first stage in the process is usually shock and surprise in response to the event or change – ‘I can't believe it!’

This is usually followed by denial of the change and finding ways to prove that it isn't happening. Sticking your head in the sand and reassuring yourself that it will pass – ‘I've always done it this way – these new ideas will blow over.’ or ‘it’ll never happen. 

As a result there is a temporary ‘high point’ as people refuse to accept what is happening and consequently remain quite optimistic. This optimism soon gives way to anger and frustration. There is often a tendency to blame others and lash out at them but still no acceptance of the change.
This leads in turn to depression where individuals hit rock bottom and experience depression and apathy. Everything seems pointless and there is a lack of self-confidence – ‘I'm ready to give up – what's the point?’

The previous stage is so depressing that most of us start to pull ourselves out of it. This is where you start to try new things – ‘I think I'll have at go at this.’ A period of trial and error follows as individuals decide what works and what doesn't, accepting change and beginning to feel more optimistic and enthusiastic – ‘This isn't so bad after all – it actually seems to be working!’
At this stage, the change becomes integrated and becomes the norm – ‘Life goes on’.

Facilitate Class discussion. 
	46
	Class discussion. Stop for a moment and think of the way in which you react to change. Do you recognise the stages identified in this model?
	

	
	Communication during change
	Despite the fact that change is now commonplace it would appear that many organisations fail to ‘get it right’ as far as managing the change process is concerned. One of the reasons most often quoted is the lack of effective communication regarding the reasons for change, the stages of implementation and the likely consequences for individuals who are affected by the change.

During the change process, the rules of communication change and it is often necessary to communicate:

· More frequently
· More informally
· Often with incomplete information.

Facilitate Class discussion. 
	47
	Class discussion: why do you think so many people complain about communication during change? Why are people so poor at it and how can it be improved?
	

	
	Managing contractual and political issues

	· [bookmark: OLE_LINK1]Identify who has the power and influence in the business
· Understand who controls essential functions such as budgets and finances
· Understand and appreciate who the key stakeholders are
· Create a list of product knowledge champions
· Keep other departments updated on how SHRM adds value to them and the wider business
· Build an action plan 
· Communicate strongly
· Build relationship and trust amongst others

Facilitate Class discussion.
	48
	Class discussion: can you think of any other ways to manage politics within organisational change? Are politics and conflict good or bad for a business?
	

	
	Summary
	Summarise the key learning points for the session and LO4. 
	
	Tutor to answer any last questions
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