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On the job submission

Question one - Succession planning 

During my career at Morrisons I have seen many different approaches to succession planning. When I started it was not really at the forefront of everyone’s agenda. This started to evolve when the company realised that most of the talent and successful managers were grown from within. 
I have seen the structure of the company go from supervisor, line managers, senior team and store manager, to all supervisor roles being removed from the store structure all together.
When I was a people manager with Morrisons I would hold succession planning evenings to encourage progression. This also helped them learn about the role and the expectations of being in a higher position. It helped them prepare for any future assessment days that they may have had to attend. I would set them different challenges; they could include giving them a set timescale to gather strength and opportunities of a department and they then had to present these finding to the myself and the group. This would encourage them to stand up and present to people, to be able to answer on the spot questions and it also helped them understand the departments a lot better too. I would also teach them management skills that they required this could be rota planning, holiday planning, absence management, training and coaching.
Morrisons succession planning has changed due to all managers now being a level 3 manager. The senior team role is no longer part of the structure, the structure is now store manager, people manager, deputy manager, department line manager and some supervisors. The department line manages need to now have the skills of a senior team member, they are store key holders and they manage a larger team. This is reflected in their pay scales due to the extra responsibility. 
The new structure comes with succession challenges as you are now looking for a different type of manager, they must be of a certain calibre, have the drive, knowledge maturity and have a common-sense approach. This cannot always be taught and needs to be more of a natural ability that with guidance can be developed further. Morrisons have delivered this during training session in the classroom setting as well as online to support the development and succession of their workforce.
Morrisons have assessment centres where various managers would assess the capabilities with different set questions. This would normally involve a group session, individual presentation, question and answers and a one to one interview. It gives the candidate a wide range of skills sets to shine in and enabled the assessor an insight into different aspect of the candidate’s capability. If the candidates are not successful, it will generally mean they will have an action plan to work on, from the assessors’ recommendations. This could be a change operational or behavioural, the candidate will have all the feedback to set out a clear action plan with the people manager to progress forward. 
As a company Morrisons have evolved the succession planning to grow great mangers from within, this retains their people and helps the business grow, research suggests that 80/20 split between existing talent and external talent would be the ideal ratio to have (Taylor and Woodhams 2016)  Morrisons approach is now a very modern approach with a much broader outlook, looking at developing behaviours rather than skills. This will support with developing talent for critical business roles across the whole company (CIPD 2020).

Question two - Statistic for recent Leavers.

Based on data from 1st April 2019 to July 2020 – There have been 67 leavers in total.
	Reason
	Percentage

	Different career
	30%

	Furloughed Returners
	23%

	Did not start-confusion over furlough T&C 15.5%
	9%

	Disliked Job
	9%

	Dismissed 
	6%

	AWOL 
	6%

	Relocated 
	4.5%

	Temporary Contract
	1.5%

	Sickness
	1.5%

	Redundancy
	1.5%

	Student returner
	1.5%



(Phillips 2020, Morrisons 2020)
The information I have gathered is based on talking to Chloe Phillips People Manager Morrisons PLC Haverfordwest.
This year has been challenging to all businesses due to the pandemic of covid-19. The above information has been gathered and it is evident that many leavers is due to the covid-19 outbreak. Lots of people were concerned about finding work as they were ether made redundant or furloughed from their employment.
Morrisons needed to recruit quickly due the increase in trade and to also keep the business functioning due to employees ‘shielding’ and for anyone self-isolating. Morrisons needed to protect the business they therefore increased the workforce to anticipate any occasions of absence. Across the Morrisons business a total of 23% of the workforce were governed to shield, this was initially for a minimum of 12 weeks on full pay. This was the reason for Morrisons strategy for putting a contingency plan for an increased workforce.
The furlough system was not clear cut as first led to believe, is was individual to each company. Some employers would allow you to take up employment else where and others you were in breach of your contract if you were to seek work with another employer. 15.5% of employees were entered on to system but did not actually work for Morrisons and 23% of the furloughed employees returned to their original jobs when the government allowed businesses to reopen.
When looking at the data prior to covid-19 30% of the leavers are leaving to work for different companies, this predominantly due to people requiring increased contracts. In retail nearly all employees are employed on a small contract so that the business has the flexibility to increase during busier times. Employees ask for an increase in hours as they do not want to leave the role, but when this is denied they seek more hours elsewhere.
Chloe Phillips has spoken to the Regional Manager for South Wales (Phillips 2020). Currently data is not at hand, but there are trends in demographics. Remote stores like Haverfordwest the pattern is that they have a lot of long serving employees, this is due to the lack of job opportunities in comparison to city stores. The job opportunities are higher, and they also have universities, so students are always seeking employment. There are also some stores that are very ‘union’ led so the recruitment process needs to be adapted to accommodate this.
The benefit which retain and encourage new employees are an annual bonus for 2020.15% discount for yourself and two others, save as you earn scheme, apprenticeships, my perks initiatives and private medical insurance for managers. It a lot of pressure to retain, engage and to get employees to work productively, so benefits are a great incentive for employees. Health and wellbeing are always something that potential employees look for; this can also support with a decrease in employee absence (power 2 motivate 2017).
I looked at the process that Chloe has used to recruit. She has used the ‘right hours right place’ planning tool and recruited where possible for larger contracts, with the pretence that this could help the retention of people. Having conversation in the interview stage and setting clear transparent expectations. Flexibility should be discussed. Studies carried out revealed that 31% of employees would rather have flexible working over a pay increase. Flexible working arrangements can bring benefits to an employee, such as work life balance, this could increase an employee’s morale and motivation, also having financial and business benefits, as employee satisfaction is key to recruitment and retention (English 2018).
Since 2014, all employees have the right to flexible working. This is normally more channelled to businesses in the public sector as the demand is not for the traditional 9 to 5 hours (ons 2020). Reviewing the Morrisons statistics I feel that this can also be incorporated into the retail sector as the business tends to be 24hrs over 7 days per week. This therefore could benefit Morrisons as a business.

Question three – Development needs.

I have looked at the profession map, the purpose being to champion better work and working lives. 
Principles-led by seeing beyond rules to do what’s right by following three key rules 
1. Work matters
2. People matters
3. Professionalism matters
Evidence based -add weight to your professional judgement by using strong evidence from diverse sources.
Outcomes driven - Champion better work and working lives by making a positive difference on every level – personal, professional and social.
Core Knowledge - Regardless of your role, sector or specialism, these are the things you need to know in order to consider yourself an expert on people, work and change.

Core behaviours - These are the ways of thinking and acting required to be considered an effective people professional, identified through academic research and feedback from the profession.
Specialist knowledge -We have identified nine areas of specialist expertise within the people profession, across HR, L&D, OD&D and beyond.
I sat down with Chloe and discussed my development needs looking the profession map. My findings were that due to my experience I am sitting at a chartered membered level. My area of development sits in the core behaviour section, tailoring my influencing style and selecting appropriate communication channels to engage my audience and gain buy-in along with accurately retrieving  and collating  data to inform decisions, accurately analysing and evaluating  evidence and Summarizing  data and evidence effectively.
This is something that I can work on through various ways in my current role and any future appointments.  When I deliver some information in a group scenario for example - has everyone understood the objective. I can do this by analysing the room, looking for engagement asking open questions and seeking feedback. I can monitor the expectation of what was delivered and analysing the outcome, has it been achieved, do I need to revisit to ensure understanding, has I been done right first time. I need to evaluate my own delivery to make sure that it is delivered correctly to the audience and that everyone is aware of what is required. If I am aware of any potential different learning styles, I can also adapt and deliver on one to one method to ensure understanding. 
I have discussed with Chloe that I feel that the current managers do not realise why people leave the their departments and the business and I have advised that they should have continued coaching session on labour turnover and the impacts on culture and engagement. This can be highlighted the most by analysing levers questionnaire data, sharing this knowledge with the management population and working to improve. This will value the people and allow for listening and responding which will encourage a culture of gaining trust by allowing for honest and transparent feedback the findings can support with recruiting the correct people and retaining the existing workforce (CIPD 2020)
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