[bookmark: _GoBack]On the Job Submissions for Isabelle Solomon

1 a & b. Succession planning is a strategy for identifying and developing future leaders and employees for major roles at all levels (Roberthalf.com, 2018). Succession planning in our organisation has changed a lot in the last three years. Previously there was no plan for it because our organisation is an employer of choice meaning the company offers a fantastic work culture and environment that retains superior employees with high wages, excellent working conditions and flexible hours (HR and Heathfield, n.d.). Our company has two directors, who three years ago, started to pull in opposite directions. As a result of this the one director started to take a more active role in the office operation. Slowly, employees were held to account for their work, were asked to fill in timesheets, given contracts of employment and the environment became more corporate. The work shy did not like this and the others who usually picked up the slack were happy regarding the charge. IT systems were changed, processes streamlined with some not liking the changes, so started to detach themselves. As a result, succession planning was suddenly a focus. Previously one person would know one job and not share that knowledge. With the shake up, all office staff were trained to do the whole operation which meant sickness and holidays were easily covered and individuals could deal with a customer from start to finish. A few colleagues resigned or were dismissed as the changes occurred, while others enjoyed the development. The office staff are all now fully trained in each other’s job roles, meaning if someone was to leave, there is a pool of talent who can take over the role until a new person is hired and trained. Due to the small size of our organisation, staff communicate with management and directors daily. If a member of staff wants to develop their skills, the management will do their best to support this, even if it is not a skill within their immediate role. My role within the company started as office junior, I was then allowed to go for training in marketing and become the sales and marketing person for the company, which was previously outsourced. I then asked to do human resources and was sent for workshops with Redkite, who we currently outsource HR to, and I’m now doing the CIPD level 5. My development plan is that I will take over HR and we will not need to outsource to Redkite thus saving money and being able to cope with issues quicker in house. The company did outsource for a transport manager 12 months ago, until one of the drivers asked if he could sit the exam. He did and gained the necessary qualification, so he is now the transport manager. This has been a good thing as he knows the team, he sees them daily and is able to do a range of tasks within the organisation, thus saving the company money. The company really does allow you to develop into which ever field you like, as long as it is a role we do need and currently performs or outsources. All the roles have another person who can step into them immediately if necessary or a company which we know we can outsource them to in the interim for positions which will take longer to gain qualification.
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2. In the last 3 years our organisation has had 8 leavers. As a percentage this is a turnover of 61.54%. Out of the 8 leavers, 1 was a field sales position, 1 an accountant, 1 office administrator and the rest were HGV drivers. 62.5% of the turnover was in one specific role, lorry driver. HGV drivers who work for our organisation are required to stay out, sleep in their cabs, Monday – Friday. We communicate this to them in the job advert and at interview stage. Our company pays its HGV drivers £2.00 per hour more than any other haulier in West Wales, along with a top up premium for nights out. Individuals apply for the position, wanting the salary and with the intention to have the nights out, even though they may not of had to experience this previously. Usually we find they manage a couple of months before asking if they can stay local and go home at nights. Some do not like staying in their cabs on the side of the road and in truck stops, while others find their families struggle without them home all week. This is the biggest area of turnover within our organisation due to the staying away issue. 
During the office reshuffle and change in IT systems, the previous accountant did not want to change software and so resigned from his position. He had been with the company for 10 years. The office administrator left at the same time as she also did not like the change to processes. She had been in the role for 3 years. Regarding the field salesman, he acted recklessly regarding the company’s cash flow and put the organisation at risk. While this was being investigated, we also received a customer complaint that he was using illegal drugs. I was involved in the investigation, collecting evidence and also in the investigation meeting, where I was the scribe. Before the disciplinary hearing, he handed in his notice. 
Having identified the reason and area of the highest employee turnover within the company we are now trying to put plans in place to help with the retention of these individuals (CIPD, Employee Turnover & Retention, 2019).  As a retention strategy we have decided to put in place is that one week a month, the drivers will get a week doing local drops, meaning they can stay home at nights. We hope that this will be a better work-life balance and that we can retain a higher percentage of HGV drivers. We will make it the same for all drivers so that it is fair. Employee turnover costs the company money in regard to administrating the resignation, covering the post, recruitment costs and training so hopefully by retaining a higher percentage of the work force, this will also keep costs low and improve our customer experience with having a regular driver. 
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	3. When discussing my development needs for resource and talent planning, my manager thought that I understood the approaches our company takes and why they take them. She thought my advertising for the HGV position was very narrow and I needed to improve my methods and techniques when searching for candidates. I used the company Facebook page, and because we had so many applicants so quickly using that method of resourcing, I did not try anywhere else. I can see that Facebook does only have limited reach and I may have missed out on potential candidates elsewhere. She thought my advert was professional and targeted in the right groups on the Facebook platform. She thought I also handled all applicants consistently and professionally online by asking everyone to do the same task. We agreed that I need to pick better on the job trainers for the new HGV driver. We thought my choice of current HGV driver was not well matched with the new HGV driver to offer the level of coaching necessary and to give off a positive, happy vibe regarding the company and not the best person to teach the recruit. I need to improve my core knowledge of understanding analytics and creating value (CIPD Profession Map, Analytics and creating value, 2019). I need to ensure there is no bias on the part of the manager interviewing, due to Pembrokeshire being a small community and everyone knowing everyone in the HGV driver community. I need to improve on how to design measures, insights and assess the impact of work on individuals, especially the impact of nights out on the driver role (CIPD Profession Map, Analytics and creating value, 2019).
Due to Covid-19 and voluntary redundancies we are changing the company structure a lot at the moment, finding smarter ways to work and streamlining processes which has meant to cover vacancies in the office, the remaining staff have just adopted one or two extra tasks, so we do not have to recruit. 
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