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1. Talk to your line manager or other relevant person to thoroughly understand how your organisation’s approach to recruitment has changed due to the pandemic. Evaluate what has changed and your role in these changes. 
total word count: 500 words approximately). Use academic references to support your points. 


I had a meeting with my manager Rob Davies on the 4th of April regarding the changes that have been made to our recruitment process and requirements since the pandemic. The Great Resignation which has been talked about by many has happened and as predicted by some caused a mass walkout by employees seeking better pay, conditions, flexibility and benefits (Callaghan 2022).
Recruitment over the past months has become my focus due to the number of roles we are trying to fill. It is very difficult to recruit for a variety of reasons such as: 
· Interviewees not turning up for interviews
· A vast number of applications to sift through
· Mono do not offer very high salaries
· Mono do not offer many benefits to its employees
· Many employers are offering hybrid working, Mono do not

Mono Equipment has not had many recruitment needs up until the pandemic, this is down to the average service of our employees being 15 years. Recruitment has never been an issue due to our retention rates and hence has not really been a priority. However, since the pandemic (the last 2 years), this all changed; we have had five employees retire early, one employee passed away due to Covid, two left to become delivery drivers and four employees resigned to work for another company. This has caused many areas of concern within certain departments especially due to the early retires each being with the company of over 30 years which meant losing all their knowledge.
Mono already had a very lean and flat structure where many roles have multiple roles attached to them. Usually a flat structure has advantages as it is designed so that employees can be more productive when they are involved in decision making within the business, hence elevating the responsibilities of employees (Regoli 2015).  However, when employees left, we became so lean that there was no succession plans in place and no-one ready to fill the gaps.
When starting to look for new recruits, we instantly put the adverts on Indeed. We were recruiting for non-skilled roles, which meant that there was an above average number of applications. We also place adverts internally, using noticeboards and websites and are open for all employees to apply. Advertising internally is usually quicker than going externally and can offer both progression and succession planning for employees through departmental transfers or promotion (CIPD 2021). 
My role has changed and taking more responsibility with recruitment, updating job descriptions and vacancies, making them more attractive for potential employees. Recruitment has taken up most of my time over the last few months, filtering CV’s before passing them onto management, responding to all applicants whether successful or not and attending all interviews with the line manager. Once recruited, I also take all the inductions with the new recruits to ensure they have a positive experience from the start.


2. Review the statistics for recent leavers within your organisation to see if there are any trends such as reasons for leaving, business areas, demographic of leavers. Use this information to suggest retention initiatives relevant to your organisation. 

As mentioned, we have had twelve employees leave the business within the past 2 years. The table below shows the business areas and reasons:
	Business Area
	Reason for Leaving

	Factory Floor
	Early retirement (health reasons)

	Factory Floor
	Early Retirement (health reasons)

	Installation
	Early Retirement

	Factory Floor
	Early Retirement

	Factory Floor
	Early Retirement

	Factory Floor - Assembly
	Resignation – Delivery Driver

	Factory Floor - Assembly
	Resignation – Delivery Driver

	Marketing
	Bereavement

	Factory Floor – Welding
	Resignation – Steelworks

	Factory Floor – Assembly
	Resignation – Steelworks

	Factory Floor – Assembly
	Resignation – Work in a Covid centre

	Warehouse
	Resignation - Warehouse



Two out of the five retirees resigned earlier than anticipated. Even though there was open discussion regarding retirement with these individuals, they both took the decision to leave for health-related reasons around 9 months before anticipated. Both individuals were asked if they wished to work flexibly but both declined. Often employees prefer to work flexibly/part time so they can keep working until they decide to retire (Taylor 2016 p74). This way, employers are keeping the experience within the organisation and they can often train others as a replacement for when employees want to leave, however this wasn’t the case and over 45 years of employment from each person was lost due to us having no succession planning in place.
The other three retirees had already informed us of their intentions, we managed to put employees working side by side with them for 2 weeks. These employees were transferred internally. We used this method as it can sometimes be an effective and cost-efficient way to entice employees to stay with the business (Recruiter.com 2022), as the company was struggling with recruitment and on-boarding, this method suited us best.
With regards to the six resignations, this hit Mono Equipment very hard as it was mainly within the same department.  We have been struggling with recruitment for a number of reasons such as salary and candidates not turning up for interview, so we decided to fill two of these positions with apprentices and one with a school leaver. This was a bold move for us as we have had to promote two of our assemblers to trainers to assist with the inexperience. The benefits we could see by having apprentices outweighed the negatives, the reasons for our choice were that we could train them to meet the needs of our business, they are eager to learn new skills and we will in time be looking to upskill them in the future and expand the workforce (HM Government 2022).
Retention initiatives that have been spoken about with directors which include looking outside Mono Equipment at what our competitors are doing and what their salaries, benefits and turnover is (Taylor 2016 p68). I have also asked our sister companies to see how they are managing with recruitment. I have started conducting exit interviews to capture the reasons why employees are leaving so we can fully understand it in more detail with the view of making some changes (CIPD 2021).

3. Discuss your development needs with your line manager in relation to resourcing and talent planning using the CIPD Profession Map as a basis for your discussion. You will need to consider whether your skills in this area require improvement. 

I spoke to my manager on 4th April regarding developing my skills within talent planning and resourcing. I haven’t had much experience within this area due to Mono Equipment not requiring many new recruits as we have retained the same talent for many years and haven’t focussed on developing our current employees.
Currently I see myself sitting at the foundation level with some experience in the associate level, so I would like to get more experience in a few areas. I would like to focus the coming months on succession planning and speaking with senior managers about putting some plans in place that could help us in the future. My manager agreed with this and will arrange some meetings with the factory managers for us both to attend to discuss the matter further.
I would also like to do more with the apprenticeship levy and upskill some of our current employees. It has been agreed that I will ask the local college in to speak to me regarding what courses are on offer that will develop career pathways for our employees.
My manager will also speak to the Company CEO regarding a visit to one of our sister companies who have a team working on training their employees and succession planning. It is hoped that this will happen within the next 2 months where I will travel to Manchester and work alongside their training manager for a few days. I will use this visit to spend time with the HR manager also to get some further information regarding their recruitment process and any issues they are experiencing. It was agreed that this would be a good benchmarking opportunity. 
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