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Contributing to Resourcing and Talent Planning
On the job training
1a) Talk to your line manager or other relevant person to thoroughly understand how your organisation’s approach to succession planning has changed. If possible, be a part of discussions on succession planning.
Succession planning is defined as identifying and growing talent within a business to ensure positions are filled for the future. The practice can be carried out in any size organisations. (Weeks, 2020)
Within my organisation, there have been historic succession plans which have been developed and actioned, however, organisational changes have meant they are now outdated. For example, the below shows the succession plan for the HR department in 2018:
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The department has now changed in terms of structure, so the plan would not be fit for purpose. It is important to remember that succession plans should be continuously reviewed in line with organisational changes and objectives, as these may also develop and change from an original plan. 
I discussed the above and the wider succession planning approach the organisation takes, and my manager explained that since she joined in 2019, there have not been any changes to succession plans as there have been multiple restructures within departments. This has meant the future planning of each part of the business needs to be re-evaluated to ensure the succession planning covers any staff gaps, skills shortages or crises such as the COVID-19 pandemic. Myself and my manager both agreed that until all changes organisationally had been actioned and imbedded, succession planning may not be the focus of the organisation. However, it was still a critical part of business strategy so would need to be incorporated into the organisation’s priorities (which doesn’t feature succession planning at present).
Forbes (2020) wrote that succession planning could be seen as outdated, and succession planning should be more “strategic and widespread.” I discussed this with my manager, as I felt that this may be more applicable to our organisation and the sector it is in, as we have had a lot of unplanned change and staff turnover in recent years. She agreed and advised that there should be more thought around leadership transition, especially where there have been many changes in leadership in recent times (our Finance Director, Head of HR and Corporate Services Director all left within 3 months). This could leave the business vulnerable particularly when it is already grappling with the effects of COVID-19 and large scale organisational changes (i.e. restructures). 
In summary, it can be said that my organisation should utilise more formal approaches to succession planning as currently it is ‘hit and miss’ in terms of what the concrete plans are for each department. It seems to be that there have been some loose discussions around putting plans in place but these have not been formalised. The organisation should consider this a business critical activity as this could safeguard the future of the business, but also lead to more engaged and loyal staff who see a future for themselves within the organisation.
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. 
Turnover can be detrimental to a business’s performance, with high turnover causing low morale and issues with staffing. Some attrition is normal; however, high turnover can be a sign of an underlying issue. (Maxwell, 2020)
Turnover within my organisation is usually under 5%, and generally reasons for leaving are another opportunity or personal reasons. These can be prescriptive and can mask the ‘real’ reasons for leaving, which should be identified within exit interviews. The exit interview process is not robust enough, for example, for the below period where 101 people left the business, only 2 exit interviews were carried out.
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I spoke to my manager about formalising the process as this was disproportionate and this process could be very helpful for us in terms of data, improving process and ensuring employees are engaged at work. My manager advised the process is due to be more formal via a new system implementation which flags leavers more effectively, as at the moment many leaver forms are received after the person has left the organisation which leaves no opportunity to conduct an exit interview. The biggest area where leavers are seen is operations (care workers, predominantly) however, as this is the largest proportion of our organisation, I would think this is relative. My manager and I also discussed my plans to implement a 2/4/6 orientation process, which involves HR meeting with new starters throughout their probation period at 2 months, 4 months and 6 months respectively. I felt this would ensure any issues could be ‘nipped in the bud’ and possibly prevent reasons for leaving, such as not gelling with the team, management issues or not receiving adequate training. Even though these reasons are not the most common reason for leaving, it is hard to rely on this information as so little exit interviews are carried out (where reasons could be explored in more detail).
In summary, turnover is low however, again, the process behind leavers and turnover is sketchy. I asked my manager if she felt that the system would show more of an issue with turnover or issues we may not have identified, and she felt that there may be issues we hadn’t realised were there due to the fact that individuals did not have the opportunity to be honest within an exit interview. I agreed and advised that HR should take more of a lead in the process and develop a process around this more formally, which again is a part of the review of the HR team as a whole. An effective process could lower turnover and support employees with issues within work, before they choose to leave. 
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. Consider whether or not your skills in this area require improvement. Record your discussion.
Having reviewed the CIPD profession map, I feel that I could make quite a lot of improvements within the resourcing and talent planning area. I have not had a great deal of practice within the area in previous roles, and only within the past year have I been more involved in resourcing practices within my organisation. As discussed, talent planning is not a formal process within my organisation and this is something I have not had a lot of experience dealing with before. 
Therefore, I discussed with my manager that I felt I was at band 1 in many areas, purely due to my lack of experience or exposure to the practices. We agreed however that I meet band 2 in areas such as: 
· Work with managers to ensure they are engaged with resourcing and talent activities, and processes – I developed a recruitment strategy to support managers, and plan to coach/train managers in these areas
· Execute a recruitment plan – this has been developed and achieved by me
· Regulation and agreed policy – I am aware of the legal implications of talent planning and resourcing, and I recognise that my organisation could develop more best practice approach 

My manager and I agreed that some principles of resourcing and talent planning are missing from the business, so building on my skills may have to come after the processes are reviewed and implemented effectively. This may be a long way off but I advised that I would be willing to partake in further development and training in this area which may be external events or CIPD workshops for example.
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HR Practititioner N Y N N N Low External External campaign through Indeed / CV Library High Moderate

Senior HR Advisor N Y Y Y Y Medium Internal Current acting opportunity being used to develop skills for succession plan Med Moderate

HR Advisor N Y Y Y  Y Medium Internal Current acting opportunity being used to develop skills for succession plan Med Moderate

L&D Officer N Y Y Y Y Medium Internal
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then look to progress elsewhere after that. This gives us a 2 year window for the 

development of the current assistant and this is being progressed.
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