Qualification: CIPD Diploma in Applied Human Resources

Module Name: Contributing to Resourcing and Talent Planning

Portfolio

Word Count: 2038







Student Name:	Tara Jeffreys		
Student Number:	2005784			
CIPD Membership Number: 80931290	



By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.


Signed: 		Tara Jeffreys
Date:             08 September 2020






Contents Page

1. Personal statement LO1, be able to review and evaluate an organisations approach to talent planning

2. Personal statement LO2, be able to recommend ways to improve an organisations approach to talent planning


3. Personal statement LO3, be able to contribute to resourcing activities

4. Evidence Matrix


5. Bibliography Reference

6. Collection of Evidence






































LO1 : Be able to review and evaluate on organisations approach to talent planning

Morrisons supermarkets PLC is a Bradford based company and is the fourth largest food retailer and seventh largest   manufacturer in the UK.  The company employs 110,000 colleagues in various sites, from retail stores, head office, manufacturing and distribution centres across the UK. The company has a high level of vertical integration and has been trading for over 100 years, the company has stayed true to its roots in the North of England and is the only company in the FTSE 100 to have their head office outside of London.
The majority of roles are classed as unskilled workers however there is a large number of middle and senior management roles across the estate. 
As a result of the current situation in relation to Covid 19, the current labour market is loose therefore the company is easily able to attract talent to the business, however to follow the recommended 80/20 split of internal talent and fresh blood (CIPD,2012a) the company has a robust approach to talent planning, to ensure that internal talent is nurtured. (CIPD, 2020)

According to the CIPD one key element of talent planning is the link to company goals (CIPD 2019a) The company has a set of values (EV1) and a core purpose (EV2) and the talent plan links to very closely to these.
The company takes a formal approach to talent planning and has a consistent structure for use across the whole estate (EV3) ensuring the process is open and transparent and provides opportunity for all colleagues.

According to Taylor “talent planning can vary in terms of scope and timescale” there are 4 stages that should be followed when talent planning

· Forecasting the organisations future demand for skills 
· Forecasting what skills the organisation will have in the future 
· Identifying any gaps between future demand and supply of skills 
· Making plans to fill any gap (Taylor, 2016)

The individual stores HR teams and operational managers hold periodic meetings to review the four stages above and follow a company issued guidance for the right hours in the right place at the right time (EV4). The store team then review any potential talent for the store and the timescales for development. (EV5) The company has a formal development programme called pathways to nurture internal talent. (CIPD, 2020) 
The company ensures periodic talent planning meetings are held in geographic areas, known as clusters, during these meetings, the HR teams and operational managers build a combined plan for the wider group using all the information gathered by each store during the periodic meetings.  During this meeting any shortfalls in future talent are addressed and talent attraction evening are held, should the talent pipeline not address current or future needs the group then look to attract external talent through various social media avenues. 

In addition to the talent planning for management roles the company operates an apprenticeship programme, which is used to bridge the skill gap for certain key colleague roles such as skilled bakers, butchers and fishmongers. The company works in partnership with Cambrian Training to support the apprentices while they learn the new role, providing a mix of classroom and practical on the job training. (EV6)

Despite being a large organisation with comprehensive plans in relation to talent planning, there is still a gap between the current demand and the talent available to fill this gap. (Taylor 2016).   The company has recently undergone a restructure where all managers were restructured to a higher work level, this resulted in the current development programme for work level one colleagues working towards work level two management positions being outdated, as this failed to bridge the skill gap. 

The company has launched a new development programme still named pathways which will commence in September some six months after the re structure, leaving a gap in the available talent for any vacancies in that timescale, the only option to stores during that period has been to recruit externally.  This has had a negative effect on dysfunctional turnover as colleague engagement fell as there was no clear opportunity for progression for internal candidates.
















































LO2 Be able to recommend ways to improve an organisations approach to talent planning

I would make a recommendation that the company can improve its talent planning by tapping into the resource of women in leadership, the company has made improvements by increasing its number of women entering the business by 400%, however still has a lot to do to bridge the gender pay gap, the mean pay gap is 14.9%, the company has more men in higher paid roles than women. (personnel today, 2018) The company is aware of the importance of women in leadership as they are starting to promote this (EV7), the company are trying to be an employer of sincerity (lievens et al, 2007), however this is not the perception for women entering the workforce.

The reality of women in leadership does not reflect the company branding, the company has introduced a more flexible approach to working and have reduced the contractual working hours per week from 43 to 40, however the traditional unsociable hours of retail are still a significant barrier for women making a career in the company.  Morrisons have introduced a more flexible approach to working patterns with the introduction of part time working and job sharing for managers, however this is only something they have introduced for middle management levels.  No senior leadership roles within the company are worked on a part time or job share capacity, therefore women in middle management roles do not have a clear path for opportunity to grow to the next stage of their career.  As the role of primary care giver in most families is that of a woman, the unsociable hours of late finishes and early mornings is a barrier for a lot of women.

There is still a lot work to do on developing the employer branding (Taylor, 2016).  According to the CIPD the definition of employer brand is “a set of attributes and qualities, often intangible, that makes an organisation distinctive, promises a particular kind of employment experience and appeals to those people who will thrive and perform best in it’s culture.  It is based on the principles of product branding and advertising developed in Marketing. (Walker, 2007).
The company has begun to develop a brand message, though this does not reflect the reality of working in stores, the company has undertaken a lot of activities to align itself with competitors, in terms of the salary it offers in comparison to competitors from the same sector.  There is still a large pay gap from the retail manager and their equivalent role in the private sector. 
There is some debate around being an employer of choice not being enough as most rivals will offer a similar employee value proposition and that something special is needed to make the proposition of working for the organisation truly irresistible (Ladjemi, 2014)



















LO3 Be able to contribute to people resourcing activities

Due to the introduction of the home delivery service to Llanelli store vacancies were created and there was a requirement to increase the number of colleagues to cover this new department, in addition to advertising the roles internally there was a need to recruit externally, to back fill existing colleagues who were redeployed and to address the short fall for the right hours in the right place.
The HR team led the recruitment campaign and as the HR Manager I was given the responsibility of completing the resource activities.  Due to the number of positions to fill and the short timescale to achieve this, I agreed a temporary colleague role to support with the administrative tasks, I also included the Operational Line Manager in the assessment centre process. To ensure all involved were clear on the plan we held a launch meeting to clarify activities for all parties involved.

The advert for the new positions was placed in the store and emailed to surrounding stores (EV8) to allow all internal colleague the opportunity to apply for the positions, therefore allowing colleagues fair access to opportunity as described by Taylor as a best practice when talent planning (Taylor, 2016).  
Internal colleagues would be asked to take part in a competency-based interview and external candidates would apply through the company website and a system called eploy. (EV 9).

The vacancy for any remaining positions will then be advertised via the eploy system and appear on the company website 
As stated by the CIPD following the 2015 Resourcing and talent management survey Morrisons falls in to the half of companies that use an ability / personality test as part of the selection process. The eploy system requires the candidate to complete a personality test as part of the online application process which forms part of a pre-sift process, the system sifts the applications and updates the candidate status accordingly (EV 10).  When the candidate has been successful at pre-sift, we are then able to process them via a second sift by the people assistant at store.  Successful candidates will be processed through the system and emailed with details of the requirement to attend an assessment centre.  

As a business we operate a double tick policy where any candidates who indicate they have a disability will be guaranteed an interview, this policy supports the Equality at work act to ensure we meet our legal requirement not to discriminate during the recruitment process.

As recommended by Taylor assessment centres are the most sophisticated of all the available selection activities (Talyor,2016). The assessment centre within Morrisons comprises of 3 parts to gain an overall view of the candidate, a group exercise, one to one competency-based interview and presentation. (EV11) At the assessment centre stage to consider candidates with a disability we offer additional support for any candidate that may require it.

Post assessment centre all candidates are updated with an outcome whether successful or not, they are processed through the eploy system, regret after interview candidates are automatically emailed when the status is updated, any successful candidates are then contacted by the admin assistant to advise they have been successful and then sent via email details of the position they have been offered and details of the company induction, i.e. date and time.

To comply with legislation around checking an employee’s right to work, at Morrisons we outsource this through a third-party company called NSL (EV12). The candidate is emailed a link from NSL to upload their right to work documents, this is then verified by the third party NSL and the status passed to store as confirmation.  When the candidate has passed the right to work check they must also bring with them original copies of the uploaded documents for the HR team to verify and confirm on the system prior to their induction training, no candidate can be inducted in to the company without the relevant right to work check, this is monitored and weekly reports issued to address any breach (EV 13) the hire date and date of the confirmation of right to work must be the same day.

With the vacancies for drivers there was additional pre-employment checks that needed to be completed, each candidate would need to have a driving license check (EV 14) and a CRB check as they would be entering customers homes.

The company had a set timescale for the recruitment which was 8 weeks prior to the launch of the new department, as a result of covid 19 the launch of the home delivery was brought forward to meet the customer demand for home delivery due to national lockdown. This meant the recruitment process for colleagues needed to be amended.
The recruitment process was completed, and all colleagues were selected, inducted and trained prior to the launch of the home delivery department, all legal responsibilities were met, and the department launched on the new earlier date.  The recruitment process was managed effectively and followed best practice as outlined by Taylor (Taylor 2016) and all colleagues have been successful and are still in position.
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Right Hours Right Place - Guide Hours & Schedule Templates

Morrisons

Supporting notes - Guide hours

1. This page shows your latest view of average guide hours up to period 5. These hours may fluctuate throughout the year based on volume of sales, which
you will be able to see adjusted in your periodic Right Hours Right Place reports from P6 onwards

2. These are productive hourly paid colleague hours only. No management hours are included

3. Please use these hours as guidance when considering movements in your existing colleague base hours and any recruitment activity

4. Sales are based on a week average up to period 5. Store specific sales budgets are shown in your payroll bridges, and will be reviewed weekly and will apply
a volume flex to the beat to sales budget over the 3% threshold

5. Outstanding In Market Street investments are included in the schedule templates

6. Marshals are not included in the schedule templates, please refer to your payroll bridge for marshal funding

Supporting notes - Schedule templates

1. Please refer to your Right Hours Right Place toolkit before using the schedule templates
2. For other queries, please refer to the Frequently Asked Questions document
3. Your store specific hours may vary slightly to the schedule template hours. You should use the overall shape by day and shifts as a guide. If your current

schedule achieves the coverage you need with less or more people, this is acceptable; you can refer back to this when recruiting or having flexibility
conversations

4. The schedule templates within this document should be used as a guide to highlight where we have inflexibility and support conversations

5. You have freedom in the framework to apply local knowledge, using the schedule templates as a guide for the overall shape of day and week i.e. if you have
specific delivery days or local trade pattern spikes

6. For Checkout schedules, you will continue use the checkout schedule guidance sent weekly on a Monday to make sure hours are in the right place

7. Night shifts in the schedule are split over a two day period e.g. a Monday night shift 10pm-6am will show the hours from 10am up to midnight in Monday,
then from 1am - 6am on Tuesday morning for the same colleague

8. Each department that requires an ambient or fresh colleague to carry out stock routines e.g. gap scan has been identified in the relevant schedules

692 Llanelli Pemberton Retail Park

Department Updated Guide Hours Average Sales
5 | £85,525
£113043
3 £25,691
 £139,200
£19,997 5

£44,697

Replenishment

£87,883
£26,777
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2 Tara Jeffreys <tara.jeffre morrisonsplc.co.uk>
MOI‘!LI§OhS effrey J ys@ plc.co.u
2020 Craft Apprenticeships Wales - Manager Welcome
2 messages
The Apprenticeships Team <paula.willoughby@morrisonsplc.co.uk> 21 August 2020 at 10:28

Reply-To: apprenticeshipsinbox@morrisonsplc.co.uk
To: Tara Jeffreys <tara.jeffreys@morrisonsplc.co.uk>

Morrisons Craft Apprenticeship Programme
Welsh stores

Your colleague has been successful!

>

J

)

;

o

Hi Tara

Congratulations! Your colleague Luke Phillips, from Llanelli store, has been successful in making it onto

the 2020 Craft Apprenticeship programme. Please pass on the great news and CONGRATULATIONS!
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Craft Butchery qualification k114 (hordoiant

Introduction

Butchery plays a huge role in Morrisons tradition and is one of the oldest crafts in the
world.

A Butcher Apprentice will be taught knife skills to the highest level to ensure they are
able to produce the most cuts and make each carcass profitable. They will also learn
about the different ranges of species and the techniques needed to produce and
process meat products.

As a fully qualified Butcher could look to progress in to higher management roles within
a large employer or maybe even consider getting in to the training side of the profession.

Overview

Duration: 12 months.

Progression: On completion and achievement of the qualification, progression
routes will be provided and discussed with the colleague to enable them to make
informed choices about continuous professional development.

Level: This apprenticeship is set at level 2.

Essential Skills: To complete the apprenticeship colleagues must pass level 1
Literacy and Numeracy (or have the appropriate exemption certificate

Development Coaches:

Each apprentice will be assigned a Development Coach who will visit yourself
and your apprentice to introduce themselves and enrol your apprentice onto the
apprenticeship programme. Following this, the Development Coach will visit the
workplace every 4-6 weeks throughout the programme to coach, mentor and discuss
progress.

Units covered Visit/Month

Sell Food Products in a 1
Retail Environment
Understand how to Sell

1-1.5 hour visit Food Products in a Retail
Environment

Display Meat and Meat
Products in Sales Operations

Sell Food Products in a 2
Retail Environment

1-1.5 hour visit Display Meat and Meat
Products in Sales Operations
Understand how to Display
4Meat and Meat Products in
Sales
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Women in Morrisons

November 15th 2018 / Business Updates

areness, educate and inspire women at every level to develop
Retail have already attended events across the
anufacturing and Central cIol\eagues next year.

A focus on Women in Morrisons will run all year to raise aw
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Home Delivery - Recruitment
1 message
Tara Gibbons <tara.gibbons@morrisonsplc.co.uk>
To: SWPM <swpm-ug@morrisonsplc.co.uk>

9 March 2020 at 13:51
Afternoon all

I know | have spoken to my local stores, is there any unsuccessful
managers that would want to take a position as team leader, driver or
picker in Llanelli, | am interviewing this week so can you give me a call if
you have anyone interested

Kind Regards

Tara Gibbons

People Manager

Llanelli 692

Morrisons Supermarkets PLC
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CUSTOMER ASSISTANT INTERVIEW PACK

This interview pack includes all the tools you need to conduct a great interview.
Print off a pack for each candidate and make sure you complete all the sections (to keep it legal and fair).

HOW TO USE THIS PACK

The interview is split into 4 parts:

1. Intro. (5-10mins)
This section isn’t scored and it's there to help
make the candidate relax and feel at ease.

. Competency Interview. (25 mins.)

This section is scored and is assessed around
our 5 ways or working, so it's really important
you ask every question.

. Store walk & favourites activity. (20 mins.)
This section isn’t scored. However, we do ask
you to look out for a couple of pointers.

. Market Street role play. (10 mins.)

This section is scored. You give the candidate 1
of 2 scenarios and then you observe and score.

Scoring:

The scoring is really simple and is broken down as follows:

1. Poor fit. Was unable to showcase anyllittle of
our ways of working.

2. Good fit. Was able to showcase some of our
ways of working.

3. Great fit, Was able to showcase most/all of
our ways of working.

After each section add the score up and record in the box
on the right.

Candidates Name:

AR TAO I e NICHA T

Morrisons

Since 1899

Assessors Name:

TERE  Seffoer =

Date of interview:

>0 2o

Role applying for:

MONMeE e el "D \WeR2

5

Min hours:

D Max hours:

Notice period:

Holidays planned:

TOTAL:

Offer

Reject

|

Role to offer:

NonMe T nee gy THoNWNER

Contracted hours:

2.5

Hourly rate:

N.J;C.U o Ltic-co

Page 1
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Reference Systems Mors Ll‘ions
ID Verification Report Wm Morrison Supermarkets plc
Entered on: 10/09/2020, 12:50 GMT+1
Location: NSLAdmin
Entered by: Burbridge) (John Burbridge)

Personal data

Document bearer: MILLAR, IAN

Date of birth: 04/10/1956

Gender: male

Nationality: United Kingdom (GBR)
Reg. Nr.:

Personal number:

Number:

Document data

Document type: Passport

Document number: 549864727

Issuing country: United Kingdom (GBR)
Valid through: 08/09/2027

Document status (status was determined by in-house helpdesk)
Own comment:
Helpdesk comment:

Right to Work status v

Report generated on: 10-09-2020 12:50:48 GMT+1 www.keesingreferencesystems.com
Our general conditions apply for these reports.
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Morrisons Recruitment for Shona

1 message

noreply@nslchecking.co.uk 11 April 2020 at
<noreply@nslchecking.co.uk> 00:04
To: tara.gibbons@morrisonsplc.co.uk

Hello

The below listed candidate has NOT COMPLETED the right to work
verification process.

Store or Site Number: 692

Application Number: 1090714

Applicant Name: Shona Arthur

Applicant Email: shonaarthur1011@yahoo.com
Status:

IMPORTANT! DO NOT EMPLOY THIS PERSON

If you have any questions, you should immediately contact the
People Connect team to discuss.
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Retail Pathways

Pathway to Manager Expectations

Page 10of 3
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Line Manager Endorsement

Before a Manager endorses a colleague to go on assessment they should reflect on the
following questions, and if they agree then they should have a conversation with the
colleague to check they understand the expectations of the programme:

e How have they developed through the Pre-Pathway Learning to date?
e What opportunities have they taken to drive their own development?
e Do you feel they have the capability to be a Manager in the next 12 months?

If the Line Manager is happy with the above, then they should discuss the expectations for
the programme below.

If the Line Manager feels the colleague isn't ready after having had a conversation to explore
the above questions, they should discuss what needs to happen next as part of the
Pre-Pathway learning & offer support to help the colleague get ready for the next
assessments in January 2021.

Expectations of a colleague on Pathways:
to confirm prior to the colleague applying for Pathways

e Development will take place virtually over a number of months, and there will be a
mixture of half days, and hour sessions for development activities (equivalent of
approx 8 full days / around 60 hours)

e There will be pre-work and follow up activities that require the colleague to action in
addition to the fixed programme hours

e Use of your own device will be required to support - calendar updates / emails /
classroom etc.

e Social learning will take place in the classroom, colleagues should engage on this

platform

There will be regular reviews with Line Manager / People Manager / Store Manager

Salary expectations / contracted hours 40hrs (£25,000 days, £28,000 nights 4/7)

D&l - FT roles but open to options on PT etc

First role will not be your own store (unless geography is remote)

There will need to be flexibility around management roles / rotation once in role

Would the colleague be open to cover a night’s role?

Travel can be up to an hour (ex pay if over 25 miles)

Does the colleague own a car / have a driving licence? If they don't, do they have a

plan?
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