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On the Job submission 

As a people manager I drive change for the good of Andrews Property Group and its people. I would be involved in all stages of the change process. These include new ways of working, developing talent, improving the culture or managing people projects, all of these require an understanding of change.
My people team and I will be involved at all stages of the change process. We support with business knowledge, business cases for the need to change, developing costings and measures and how we are going to deliver the change. When delivering the plan, I need to take into consideration the right approach that supports a change culture, involving the right people and listen to their view.
I have had a conversation with my line manager and we feel that I am in the associate level, with some aspects in the chartered member level.
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(CIPD Profession map 2021)
I use data to create a case for change, I have also used external and bench marking to develop a costed business case. I have used a chartered member approach that aligned with the culture and objectives of Andrews Property Group.
We are currently looking at monitoring continuous improvement. We are currently piloting a change that is being implemented.
We have held forum groups and listened and engaged a range of stakeholders to enable the change, along with assessing the best way to achieve and sustain change.
The delivery of the change has been planned, including the time, tasks, resources, risk and cost also planning for managing all risks due to the change.

Strength Base Recruitment
Strengths 

Currently we are using competency based interviewing. This method of recruitment employs only the candidates with experience due to asking knowledge based questions, these candidates may not have the attributes and behaviours that are also required. We have a turnover of 35% and the average leave within their first 6 months. The process of employing a candidate, which could also incur agency costs; is costing Andrews Property Group an average of 1 million per year. If we were to reduce this by 50% would return Andrews Property Group to a profit.
The strengths based recruitment is about attracting and selecting people with the right innate strengths and motivations. It’s about finding people who are a great fit for the role, who really want to do it and thrive in it. It is about putting round pegs in round holes. Strength based recruitment has been used in other organisations such as Starbucks, Saga, Aviva and the AA.
Strength are things that a person is innately good at and they will genuinely enjoy working in areas that play to their strengths and draw energy form working.

Weakness

We do not have data that strength based recruitment has been used in an organisation such as Andrews Property Group. We will be employing people that have strengths that have been built into a profile. These are made up of achieving, relationships and resilience.


[image: ]
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This data has been gathered from our very best employee within the business. The selection of employees could be thought of as subjective.
Once we have employed the people using SBR recruitment, we then need to make sure that we have a robust training and coaching plan in place as potentially these candidates will not have experience. This could fall down as the branch managers could have the opinion that they do nt have the time to concentrate on an inexperience member of the team.

Opportunity

We have the opportunity to change the current cost of recruitment, we retain our people and develop succession within the business.
We are running this change as a pilot for 3 months alongside our current recruitment process, this will allow us to gather data and measures to ensure its success. This pilot will also allow us to review regularly. We have set up bi- weekly calls to allow us to talk about what is working well, what isn’t working so well and what isn’t working at all, so we able to make changes. We will also be able to show the business SBR in live practise and the savings it is having for the business it is also allowing us to have a group of employees fully trained, which we can use as support when it is rolled out to the rest of the business 

Threat
The threat of strength base recruitment is that we have to roll the process out to the business correctly and ensure that everyone is competent in the process and believe in it. The treat is that people incorporate other recruitment styles as well as SBR, this will not be trusting the process. As a team we need to ensure that we have delivered the change correctly.



Stakeholder Mapping Worksheet
Stakeholder Influence/Interest Matrix
For each key stakeholder, characterize them using the following stakeholder influence grid.

	Influence
	High
	Keep Satisfied
	Key Players

	
	Low
	Minimal Effort
	Keep Informed

	Low
	High

	Level of Interest



Stakeholder Grouping
Using the Stakeholder Influence/Interest Matrix, complete the table below. This will help determine stakeholder’s grouping for change communications. 

	Stakeholder Name
	Influence Level
	Level of Interest
	Stakeholder Grouping

	People Team
	High
	High
	Train, inform and seek feedback 

	Regional Managers 
	High
	High
	Train, inform and seek feedback

	Directors 
	LOW
	Med
	Inform

	L&D
	High
	High
	Train, inform and seek feedback

	Recruitment Manger
	HIGH
	High
	Train seek feedback

	
	
	
	

	
	
	
	

	
	
	
	





Reference 
Andrews Property Group www.andrewspropertygroup.com
CIPD Profession map https://peopleprofession.cipd.org/profession-map#gref
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As people professionals, we drive change for the good of the organisation and
its people. Whether that's introducing new approaches to working, developing
talent, improving the culture, creating a more inclusive workplace, or
managing a people project - all our work requires an understanding of change.

And people professionals are involved in all stages of change. We need business knowledge: how to
build a case for change, develop costings and measures, and plan and deliver projects. But we also
need an understanding of how to engage people for that change to be effective. How to choose the
right approach that supports a change culture; how to involve the right people and listen to their
views; how to continuously innovate and deliver change at pace, and knowing what else needs to
be in place to enable that change for the long-term.

This area of the Profession Map covers the core knowledge needed for people professionals to
deliver sustained change in an effective way.
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