
Interview at Cylex 

A bolt out of the blue – I did not expect to receive an email from Cylex inviting 
me to participate in an interview.  Although the questions were based on 
extracts from our marketing products, and a variety of related published 
articles, they were still thought provoking.  This has provided Specialist Human 
Resources Limited with an excellent opportunity to review, not only the 
services that we provide to the client, but also the way in which we deliver 
those services.  We are proud to be able to publish the transcript of the 
interview (the original can be found at  https://www.cylex-uk.co.uk/company-
interviews/specialist-human-resources-limited_25833721.html) 

Interview Transcript   

Cylex:  What is your workforce planning arsenal? 

Specialist Human Resources Ltd:   The workforce planning ‘arsenal’ is actually 

the way in which we practice as human resource consultants.  Although my 

associates and I, together, have amassed over forty years of experience of 

working within a HR role, we also have a wider knowledge of business 

administration and management which is backed up by our experience of 

working in roles out-with HR.  It is not unusual for HR Business Partners to be 

excluded from the business planning process, only to be handed the business 

plan at a later stage in order for them to make their own interpretation when 

drafting a HR strategy.  Some companies do not even have a HR strategy 

document, relying on their HR department to react to situations, rather than 

undertaking pro-active planning.  By including the HR Business Partner in the 

overall business planning process, the HR strategy can be written directly into 

the business plan, with the HR requirement being itemised against each 

organizational goal.  In this way the HR Business Partner will have been 

included in inter-departmental discussions, and will therefore have a better 

understanding of the planning process.  The heads of department will have had 

an input to the HR Strategy, thereby giving them a better understanding of 

how this has been thought out.  When each of the goals are reviewed or 

changed, the HR Strategy attached to them can also be reviewed, thereby 

reducing the risk of error.  It is advisable to cross refer the HR requirement to a 

separate Appendix within the Business Plan, showing actions and timelines to 

be followed by the HR Department.     
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We are also adept at supporting business scenarios.  These are internally 

consistent views of the future that focus on discontinuity and change, and 

involve exploring how the under-lying systems in the business environment 

may generate change; they also take into account how competitive players 

(existing and new) might behave.  They are not: mere forecasts, projections 

from past trends, fixed or rigid world views, complete in all detail, or static.  

Used in conjunction with uncertainty-importance grids, known certainties and 

anticipated uncertainties that may dictate change, can be mapped out.  The 

next stage is to look at whether the organization would be able to react to such 

changes in an expedient manner and, if so, how it would do so.  The use of 

scenarios also has the effect of encouraging management to keep an eye on 

internal and external business environments, and to look to the future.  

Needless-to-say that in the HR environment there would be a number of 

certainties, and uncertainties, that may need to be taken into account. 

Cylex:  What sort of audit are you able to perform; could you offer us some 

examples? 

Specialist Human Resources Ltd:   We can perform two different audits: 

• Strategic audits are carried out to ascertain whether or not there is 

redundancy in hours when comparing the hours required to undertake 

tasks against those available in the workforce.  A recent example being 

in aircraft maintenance where a major fault was found that would 

require a significant number of hours of rectification, and there was a 

tight deadline for the work to be completed.  The company involved still 

had to keep their fleet in the air in order to deliver a service to their 

customers.  By undertaking a strategic audit, and then using one of our 

workforce planning guides (a copy of which can be found at 

http://www.specialisthumanresources.co.uk/free-planning-matrix.html), 

we were able to advise the client as to how many additional technicians 

would be required to facilitate a contract for the use of agency 

personnel.     

• Skills audits are carried out in order to ascertain the skills currently being 

utilised by an organisation, and then looking at tacit knowledge, skills 

and experience in order to identify skills available to the client that are 

not currently being utilised.  The skills that are currently being utilised 

are fairly easy to find, as they are normally outlined in job descriptions.  

This information can, and has been, utilised in order to ensure that staff 



have not only received the training required for their post, but that they 

have also undertaken continuous professional development in order to 

keep their skills updated (in other words, to ensure that there is no skills 

fade).  The tacit knowledge is not as easily identified.  It is often 

necessary to work through their applications for employment, or to have 

them undertake a survey in order to identify hidden talent. 

By combining both audits may be possible to redeploy staff if these hidden 

talents are required in the future.  This could save on the cost of 

recruitment, and also on salary costs.  The value of this to the client would 

easily be quantifiable.  We have used this when assisting organizations with 

undertaking business scenarios when planning in uncertain times or 

circumstances.  

Cylex:  How are you determining the HR actions that would be required to 

secure a favourable outcome? 

Specialist Human Resources Ltd:  There is no straight-forward answer to this 

question as we treat every situation, and every organization as being unique.  

There is no one process that will fit all.  To secure a favourable outcome we 

need to ascertain, from the client, what the organization is trying to achieve.  

In determining the HR actions to secure a favourable outcome for the client, 

we strive to find ways of adding value to the organization through the use of a 

value management work plan.  This management tool provides the basis for 

gathering and analysing information, recording any innovative actions that 

could be utilised to bring about a favourable outcome, carrying out an 

evaluation of the findings following completion of the analysis, and preparing 

the content to be reported to the client.  If the client wishes to proceed with 

the changes put forward, then the work plan can also be utilised to set out a 

detailed structure for the implementation of change together with any follow-

up action that may be required. 

Cylex:  You mention that you offer various training; when and how is this 

done? 

Specialist Human Resources Ltd:  We offer training covering all aspects of our 

consultancy services, and this can be delivered in two ways.  The preferred 

method is to deliver the training as part of an ongoing planning process.  In this 

way the trainee(s) can actually have first-hand experience of the actual inter-

departmental discussions that form a part of the planning process and, by 



actually undertaking the work with guidance of one of our consultants, they 

will gain experience as well as knowledge.  The second way in which we 

provide training is in a classroom environment (more normally when 

undertaking work for training establishments).  Because of the extensive 

business skills that we possess, we are able to design courses that include all 

the elements of business planning.  As part of the training we set up 

workshops, during which the trainees play an active part in the role-play.  As 

part of our consultancy practice we offer a retention contract where a 

company can pay a retainer, and whereby we provide advice and updates to 

the trainees, once they have completed the training, at no additional cost to 

the client.  This method will save the client money in the long-run, as we are 

not being called in every time the client is going through a planning process, 

and the cost of the retainer is considerably less than our consultancy fees.  

Cylex:  What’s involved in a succession plan? How often should a succession 

plan be updated? 

Specialist Human Resources Ltd:  Succession planning involves an integrated, 

systematic approach for identifying, developing, and retaining capable and 

skilled employees in line with current and projected business objectives.  There 

are five main steps to succession planning: 

• Identify key areas and posts that are critical to the organisations’ 

operational activities and strategic objectives. 

• Identify the selection criteria, focus on employee development, set 

performance expectations, and determine capabilities required by the 

incumbent. 

• Determine which employees might be interested, and consider their 

potential to fill these key posts. 

• Incorporate strategies for knowledge transfer (learning, training, 

development, and transfer of corporate knowledge). 

• Evaluate the effectiveness of the selection process and knowledge 

transfer – this should be ongoing, and should be a two-way conversation 

between the individual and line management, in order to ascertain line 

management’s views on progress, and for the employee to raise any 

issues whereby s/he requires coaching and/or mentoring. 

There needs to be a constant review of the succession plan, as there are a 

number of elements that bring about change including: a decision by the 



employee to leave the organization, or the employee is struggling to fulfil the 

requirements of holding a particular post (i.e. everyone learns in different 

ways, it may just mean changing the way in which the knowledge transfer 

process is being delivered, so as to suit the individual). 

Cylex:  How does someone know when it’s time to seriously consider a HR 

specialist? 

Specialist Human Resources Ltd:  There is no definitive answer to this 

question.  Sometimes people know that a problem exists, or that there is a 

potential problem in their planning, but they cannot quite put their finger on 

where the problem lies, or the extent of the problem.  Some people do not 

realise that there is a problem until things start to go wrong.  Other people do 

not realise that they have a problem at all, and it is not until they talk to other 

people (or ourselves) that they realise that a problem, or potential problem, 

exists.  If they are unable to find the source of the problem, or are unable to 

find a solution, then that is the time to call in a HR specialist.  Strategic HR and 

skills audits can be both intricate and time consuming which is why HR 

specialists are often called in to complete them.  They may also consider calling 

in a HR specialist to assist in the use of business scenarios and uncertainty-

importance grids (mentioned above). 

George Kemish, Director 

 


