On the Job training
1. Evaluate your knowledge, skills and ability in relation to this area, using the definitions from the Profession Map and discuss any development needs with your manager. Record your discussion.
According to the CIPD Profession Map, the following points are standards that need to be met to move onto the next level within your HR career.  I currently see myself sitting in-between both the Foundation and Association Level of the map as I have experience in some areas and not others.  It is hoped by the end of this unit, I will have more understanding and move onto the Associate Level.  
Business change was discussed with my manager Rob Davies on Monday 11th October. We discussed some of the smaller changes within Mono such as new policies/procedures and some larger changes e.g. the implementation of a new payroll and time and attendance system.  Some areas where further training and development is required were discussed: 
· Building a case for change – Currently I understand what change is and why a business needs it.  It is hoped by the end of this module, I will understand what is required to build a business case for change and who the best people to influence this within Mono would be.
· Developing costings and measures – Rob, as the Finance Director has already explained the group accounts and the reasons for the proposed redundancies. Rob has said he will get me more involved in the financial side of the business to gain further commercial awareness.
· Planning and delivering projects – I currently have limited experience with large projects and change.  Mono hasn’t gone through many changes over the years other than small scale ones such as changes in policy and practices and implementation of a payroll system.  Rob reminded me that the pandemic is a major change that has happened within the business that I have implemented very well over the past 18 months.
· How to engage people and choose the right approach for that change to be effective – I feel as though I already have skills to engage the workforce.  Rob mentioned, he is happy with the amount of engagement I have with the workforce and feel that I already have a good rapport with all employees and managers to implement any change going forward.
· How to involve the right people and listen to their views – As with the above point, I understand the structure of Mono and know who to involve and to speak to when required.  
· How to continuously innovate and deliver change at pace – Again, as there is limited change within Mono, I do not have much experience in delivering change.  It is hoped that I will have more exposure of change as I gain more experience at Mono.

SWOT ANALYSIS OF MONO EQUIPMENT. The impact of the Coronavirus on Mono Equipment and Impending Redundancies.
INTERNAL FACTORS
	Strengths 
	HR Implications
	Weaknesses 
	HR Implications

	Experienced staff/stable workforce
	Staff are experienced and have been with the company for many years.  There are several employees who can cover those who are off work due to the Coronavirus e.g. shielding/illness.
.
	Succession planning
	Due to an aging workforce, as many as 6 key employees are now over the age of 65.  Planning and training are required asap for when these employees plan to finish work.  Currently, there is a recruitment freeze due to the Coronavirus meaning we are exposed in certain areas and required to change the dynamics of certain departments

	Low staff turnover
	Average years’ service is currently at 12.7 years, meaning a stable workforce in the current climate.
	Communication
	Communication at director level can sometimes be poor.  HR on some occasions is on the back foot trying to decipher decisions made and communicate to the workforce.  More regular and structured meetings required with directors 

	Willingness of staff to adapt to change
	Staff adapt to change very quickly engaging in activities required of them.  Positive internal culture with employees wanting to see business success.  New protocol with the pandemic has been adhered to with no issues. 
	Sector dependant e.g. supermarkets
	Supermarkets (Mono’s biggest customers) are currently not spending on opening new bakeries or purchasing new equipment.  The work at Mono is impacted, thus creating possible redundancies, or restructuring of the workforce.  

	
	
	Lean workforce
	Very lean workforce with many employees doing several different roles.




EXTERNAL FACTORS
	Opportunities

	HR Implications
	Threats
	HR Implications

	New product opportunities depending on Customer needs
	
No direct impact on HR

	Government Furlough scheme
	Scheme has now come to an end so can no longer utilise full or flexible Furlough

	New marketing opportunities


	New website and social media campaigns ongoing, information for the website issued from HR on policies and procedures and company milestones.  
	Eating habits/trends since the pandemic – publics eating habits are changing, many people are now making their own bread instead of purchasing from the supermarket
	Possible threat of reduction in workload - redundancies

	Employment of Sales Manager in America
	Recent recruitment of Mono’s first sales manager in America.  On-going as it is still early days as we have been unable to travel to the US to meet him.
	Recruitment freeze by head office, unless signed off by Group CEO.
	The pandemic has hit the group substantially due to many factories supplying the hospitality sector.  Impact is now on Mono and others to reduce their spend.

	Export into Russia
	Planning to recruit a sales manager for Russia.  On hold currently due to covid-19

	Staff and skills leakages

	Succession planning, training and recruitment needed when employees leave. However unable to recruit in some departments 

	
	
	Covid-19 pandemic
	Managing the workforce absences, wellbeing and occasionally working from home

	
	
	Impact on Employees going through a redundancy process
	Employee wellbeing and morale will suffer due to the uncertainty.  Some roles are stand alone and some are going to be pooled.



2. 
3. Discuss the HR implications of the change with your line manager and submit a summary of your discussion plus SWOT. 
The Coronavirus has impacted Mono in many ways, one of which is by redundancies.  Mono is part of a larger group (AFE Group), who have particularly suffered during the pandemic due to some businesses selling products to the food industry e.g. restaurants and pubs and hence, their businesses had to close for several months.  Fortunately, Mono Equipment sell to the supermarkets and bakery’s and have managed to stay open during the pandemic.  The struggles with the wider group have impacted Mono and has caused a recruitment freeze, spending freeze and possible redundancies to help keep the other businesses running.
A conversation regarding the SWOT analysis and HR implications was held with my manager Rob Davies (Finance Director) on Monday 11th October.  
The strengths of Mono were discussed.  It is widely known that Mono Equipment have many strengths, employees always go over and above and have done so since the pandemic began.  Employees have shielded, utilised the Furlough scheme, worked from home and had time off sick due to the pandemic and have always returned to work and carried on with their roles when it is safe for them to do so.  They have always followed protocol and new procedures e.g. social distancing with no resistance and have helped managers change the factory around, so it is safe for employees to work.  Rob agreed that the biggest strength of Mono is that of its employees, however when they are aware of the redundancies, they will need to be supported and I will play a big role in answering questions and offering support throughout the process.
We discussed threats and now that the Furlough scheme has ceased, there are conversations being held at Group level on reducing employee numbers.  As Rob is the Finance Director, he talked me through the Group finances, so I can get an insight of what is happening.  Reducing heads at Mono is a high possibility due to some of the other sites having lost so much money during the last 18 months.  Rob said it is likely that Mono is going to have to take a hit in reducing some heads, however, it is likely that our number of redundancies will be lower than other sites.  
Due to the pending redundancies, it means that there is a recruitment freeze and hence employing our first person in Russia has been put on hold which could slow down sales of our export business.  I have put the agency who will be helping recruit for this role and the job description on hold until we can start recruiting again.
I mentioned to Rob that there are some key employees (with over 40 years’ service) planning on leaving next year and it is vital to start training others as soon as possible.  Due to the recruitment freeze, it was agreed that I would have the conversation with the Operations manager to discuss our options.  I will mention writing a list of their tasks and arranging a training plan for the individuals who will be taking over their roles for the short term.   The issues myself and Rob see with this is that the workforce is very lean already and we are struggling to identify employees who can take on this extra work.
As the virus is at high levels currently in Swansea, we are seeing a spike in infections.  A large part of my role currently is absence managing and monitoring our sickness levels, sending figures to the CEO and ensuring that employees are constantly receiving information and instruction on how to keep themselves and their colleagues safe.  Rob is happy with me carrying on taking the lead with this and offered support when needed.
We discussed the pending redundancies and pooling of employees.  Rob has asked that I sit down with managers before hand to go through the redundancy process.  As we have never had redundancies at Mono, some of the managers have asked if I will go through the process with them beforehand.  I have agreed that I will review our redundancy process/policy and have a training session on it with the relevant team.
Rob agreed that I would take the lead on the redundancy process, ensuring that it is carried out correctly and as smoothly as possible.  




















4. Create a stakeholder map for communicating the above change
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

	Senior Managers
	High
	High
	Key Players

	Department Managers
	High
	High
	Key Players

	Human Resources
	High 
	High
	Key Players

	Department Supervisors
	Low
	High
	Keep Informed

	Employees - All
	Low
	High
	Keep Informed

	Employees – Those involved in the redundancies
	High
	High
	Key Players

	
	
	
	

	
	
	
	




