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Hi everyone,
This presentation is about recommendations for Wall Colmonoy’s Induction Process, which have become apparent since research was carried out in the summer of 2022. 
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Firstly, some background. Who are Wall Colmonoy? 
Wall Colmonoy are a global engineering group engaged in the manufacturer of precision castings, engineered components, brazing products and coatings across different industries and sectors (Wall Colmonoy Ltd, 2022a). Wall Colmonoy melt, coat, join and cast metals to make them perform better and expand the life-span of components for clients and their specific needs (Wall Colmonoy Ltd, 2022a).
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Wall Colmonoy are an American owned company with Wall Colmonoy part of the Wall Colmonoy Corporation. Wall Colmonoy Corporation was originally established in 1938 in Detroit and has had the slogan ‘Making metals work harder since 1938’ (Wall Colmonoy Ltd, 2022a).
Wall Colmonoy are based in Pontardawe, Swansea and have been since 1969.
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Within Wall Colmonoy, there are 4 departments. Aerobraze, Castings, Machine Shop which make up Components and then Alloy Products. 
Within each department there are a number of different and unique roles which is part of the manufacturing process.
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These pictures of this slide show some activities associated with the areas. 
Wax moulds, being placed onto what we call ‘trees’ which are dipped in a slurry to create a mould for molten metal to be poured into. Some of this parts are either then shipped as ‘As Cast’ parts or sent to machine shop for a more precise finish. 
The bottom pictures are from Alloy Products. They include finished atomized powder product which would be shipped to clients or turned into a brazing paste for clients. Some powder is also used in Aerobraze to coating turbines, propeller blades. 
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The UK is currently facing the tightest labour market in decades (Faragher, 2021) with a ‘jobseeker-friendly’ market (Churchill, 2022). People Management magazine note the number of job vacancies rose to 1.3 million in April 2022 (Faragher, 2022). 
The tight labour market has emphasised the need for the adjustment of recruitment strategies (CIPD, 2020) and has been a catalyst for Wall Colmonoy to evaluate its current induction process.
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It’s a fact of life that you only get one chance to make a great first impression. Initial interactions with a person or place can shape your whole attitude towards them (Cezanne HR, 2022). 
A Cezanne HR (2022) survey found 21% of employees questioned their choice of employer due to their poor induction and 12% of HR managers believed a poor induction process leads to higher employee turnover (Bauer, 2022).
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Wall Colmonoy’s turnover YTD (2022) is currently 11.53%, up from 8% in 2021. Whilst the current labour market, we’d expect an uplift. In 2022 46% of leavers left within their first year (Wall Colmonoy, 2022b).
Clear the induction process needs amending and the culture of ‘the way we do things around here’ be acceptable (Fowler, 1999, p9). Wall Colmonoy needs to change, however, only research will define to what extent. As an organisation is Wall Colmonoy setting employees up to fail? (Cezanne HR, 2022)
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What is Induction?  An induction is about steps an employer can take to help new starters and internal employees transition quickly, happily and effectively (Fowler, 1996, p.5). 
Alongside a comprehensive induction programme, consideration needs to be paid to ‘inboarding’. This process will focus on retaining valuable employees during a change of role and focuses on job performance and satisfaction (Bauer, 2022).
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The following employees would be the research group: 
•	Employees who have 1 year or less service at Wall Colmonoy
•	Employees who have changed roles in the last 12 months
•	Managers
All employees given an opportunity to not engage was given. 
Questionnaires via interview would provide the best outcomes and feedback. Face to face interviews would provide honest feedback whilst ensuring confidentiality and anonymity. Face to face contact would generate a higher response rate than other outlets of phone or email,
Sample size in this research was 28. 
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Braun and Clarke (2006) 6-step Guide to Good Thematic Analysis model was used to  analysis the qualitative data. 3 themes become apparent:
· Lack of Structure
· Lack of ownership
· Poor Communication
How could this be solved?
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As HR professionals seeing new or existing employees state this about their induction is uncomfortable. It isn’t how I’d like to be treated and wouldn’t want anyone to feel like an inconvenience. 
It was clear something needed to change. 
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So how can this be solved? 
My recommendation would be to implement a fixed structure for all employees, which would break down their first day, first week, first month and first 3 months. The structure would include training, processes, key introductions. 
Different structure templates would be for different types of employee, production to management to office employees. 
Localised inductions will also be key – There’s a benefit of replicating Machine Shop’s localised induction in other departments to ensure consistency with content and style.
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Again this is uncomfortable reading. 
Clear is managers aren’t taking ownership of employees they’re promoting internally and everything is occurring in a haphazard manner. 
However, “Lack of ownership and responsibility (No one sees what each other does / what is covered”. This one was crucial, how can we plan forward, if we don’t know what’s happened previously?
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Recommendation - Checklists. A number of different authors have mentioned the importance of checklists including Fowler in his 1999 book ‘ Inductions’
Checklists are a straightforward way to demonstrate progress and to document that obligations have been met or responsibilities assigned. The checklist can be used to remember what needs to be arranged and could have synopsis of what’s been covered in each task (Lawson, 2018)
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Again, this is not great. I will say that a lot of new starters said positive things about communication but it was managers who were more critical. 
Wall Colmonoy are missing something fundamental not introducing ‘people’ and this ad hoc approach isn’t helpful for managers of new employees. 
A quick hello isn’t suitable for a managers only interaction with employees during their probationary period.  There needs to be suitable time assigned to provide two -way feedback. 
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Introduction of 30,60,90 day progress reviews. A template will be formulated which will have to be completed each month and could involve items like work output, work quality, attitudes, competencies and attendance. (Fowler, 1996).  
People introductions would also be included within the new planned induction structure and the checklists, as discussed previously, could solve inter-departmental communication breakdowns. 
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· First day, week, month, 3-month templates for new starters. 
· New structure will include 30,60,90 day reviews between managers and their new starters / transitioning employees  
· Introduction of localised departmental inductions
· Introduction of new starter checklist to list requirements
These will allow better communication between new starters and inter-departmental communication. Ensure ownership and also coverage of what’s been done and what’s to-do. 
We’ve focused on what Wall Colmonoy does wrong but we do a lot right but instead of firefighting, we are now entering an era where we should be forward planning. 
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Wall Colmonoy culture is traditional, industrial which is uncomfortable with change, but very accepting too. Resistance is small, but continuous implementation of new ideas is a challenge. Engagement with Kotter’s 8 Step Process for Leading Change model could engage employees and build trust in the new process.
Devolvement of new standardised process will be a challenge but a focus will be placed on enabling ownership, responsibility and accountability of managers, with Kotter’s 8 step- model helping to implement a new but successful process.
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Thank you for listening to my presentation about the current induction process at Wall Colmonoy and recommendations for Wall Colmonoy’s the induction process.. 
Has anyone have any questions about the company, the research or my recommendations? 
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	Implementation Plan – Changes to the Induction Process

	Actions
	Responsibility
	Deadline

	1.

	Review data and provide feedback to Wall Colmonoy’s Managing Director (MD) on research outcomes and recommendations.
	Nicole Smith/ Julie Wright
	12.09.2022

	2.
	Have changes to the induction process signed off by Managing Director
	Nicole Smith
	12.09.2022

	3.
	Draft template for Office and Production new starters first week (Fixed structure)  
	Nicole Smith/ Julie Wright
	03.10.2022

	4.
	Draft checklist /sign off sheet of new starter requirements  
	Nicole Smith/ Julie Wright
	03.10.2022

	5.
	Draft management/ supervisors 30,60,90 review meetings documents 
	Nicole Smith/ Julie Wright
	03.10.2022

	6.
	Present induction process changes to Senior Management Team (SMT) and share draft documents
	Nicole Smith/ Julie Wright
	10.10.2022

	7.
	Ask for any feedback from SMT of the proposed changes / documents 
	SMT
	17.10.2022

	8.
	Finalise changes to the induction process and templates 
	Nicole Smith/ Julie Wright
	24.10.2022

	9.
	Present final induction changes and templates to MD and have changes ‘signed off’

Present timeline for implementation of changes and templates
	Nicole Smith/ Julie Wright
	07.11.2022

	10.
	Provide final changes to the induction process and templates to the SMT. 
Share timeline of implementation. 
	Nicole Smith/ Julie Wright
	16.11.2022

	11.
	Present induction process changes to Works Council and present timeline of change implementation.
	Nicole Smith	
	17.11.2022

	12.
	Present induction process changes to Managers and Supervisors and present timeline of change implementation. 
	Nicole Smith
	17.11.2022

	13.
	Work with departmental managers to create a localised induction programme for each department (Using Machine Shops as a base). 
	Nicole Smith/ Julie Wright/
Departmental Managers 
	23.12.2022

	14.
	Implement new structure template, checklist/ sign off requirements and 30,60, 90 review documents. 
	Nicole Smith/ Julie Wright
	09.01.2023

	Actions
	Responsibility
	Deadline

	15.
	Provide support to managers to complete the new internal documents. 
	Nicole Smith/ Julie Wright
	Ongoing

	16.
	Finalise localised induction programmes 
	Departmental Managers
	20.01.2023

	17.
	Review and ‘sign off’  localised induction programmes
	Managing Director
	27.01.2023

	18.
	Implement localised induction programmes
	Departmental Managers
	06.02.2023

	19.
	Adjust / tweak processes through continual improvement
	All 
	Ongoing

	20.
	Undertake another questionnaire through interviews to gather data / feedback on new induction process 
	Nicole Smith
	24.11.2023
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