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Succession Planning within my Organisation

CIPD, (2020) defines Succession Planning as seeking to identify potential leaders, senior managers and individuals to fill any critical roles within an organisation.  

Succession planning within Hywel Dda University Health Board (HDdUHB) is carried out by the Workforce Planning Team and in conjunction with Senior management and Heads of Nursing.   During the last couple of years due to shortages in health care staff within the labour markets and suitable labour, which is a national issue, succession planning has been vital.  Also, problems recruiting within our rural area.  A ‘Grow Your Own’ programme to help increase and grow a pool of registered nursing staff within HDdUHB, which will help to fill some of the vacancies.  Degree courses are available to help existing Health Care Support Workers (HCSWs) to gain a nursing degree and have been encouraged to apply.  This is also hoped that it may develop in other professional areas such as Therapies and Radiotherapy etc taking on a whole workforce approach (Gilroy, 2019).  

In the last year, discussions have been ongoing around a School of Nursing, which is in the process of being set up within Aberystwyth University.  Theses discussion have been ongoing with the University Partnership Boards and Hywel Dda University Health Board and is hoped that this will go live in 2022.    Succession planning has also involved an apprenticeship scheme that has recently taken off, this scheme is guaranteeing the apprentices a full-time permanent job at the end of the apprenticeship. 

Managers when carrying out appraisals with their workforce are encouraged to discuss and set yearly objectives with their workforce, this can involve identifying individuals who want to progress and develop their skills within the organisation.  A  personal development plan can be created and with formal training, along with education programmes, coaching and mentoring, shadowing and departmental rotation as well as lateral moves to help the individual gain the  experience in different areas, also supervisory roles, project work and secondments can be listed within the development plan along with the dated objectives, which can be reviewed at 6 monthly intervals if required (CIPD, 2020). 

All the above schemes are hoping to create the future workforce, with Bronglais General Hospital on the doorstep for training.  It is also important to note that CIPD (2020) mention that when carrying out succession planning, getting the balance of internal and external talent right is crucial, ‘new blood’ bring with it new ideas and initiatives.  Giving everyone fair access to new opportunities, ensuring that they are fair and equal within the organisation (Wilkinson and Taylor, 2016).  It would also benefit the organisation if a ‘best practice’ document policy was created to work alongside the high-performance work bundles that are already in place within HDdUHB, which will complement the policies and procedures, which according to Taylor, (2016);

“High Performance Working concept can be defined as comprising of a bundle of practices that help to attract and hire talented and qualified workforce, which can be developed in order to achieve a high performing culture, which can help achieve a competitive advantage and a high performing organisation”. 
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Dysfunctional Turnover

In organisations turnover can come into two categories, ‘functional turnover’ removing poor performers; e.g. relating to sickness and capability, thus then leads to making savings on salaries and allows the existing staff to progress; bringing in new recruits and talent.  ‘Dysfunctional turnover’, which relates to  expense, but can also bring with it a negative effect,  the knowledge and skills that have built up in the workforce  are lost, especially in HDdUB, this would have a massive impact to the service as well as  the colleagues that are left along with it staff morale.   This would bring extra work for staff but could also potentially put patients at risk.  Reputation and employer branding could be affected dependant on the circumstances e.g. management dissatisfaction, reputation in the local market.  It is important that HR measure turnover so that hotspots can be identified, putting strategies in place to help with retention (Wilkinson and Taylor, 2016). 

In HDdUHB dysfunctional turnover can relate to the organisational culture; bullying is known within the organisation; it has been flagged up in previous engagement surveys.  Relationship difficulties can arise, a lot of the workforce have careers in nursing spanning over 30-40 years in their professional careers; new ways of working or new talent can be a challenge for them which can cause difficulties or clashes in their relationships.  The employee value proposition could involve retention strategies such as pay, but the organisation is a public sector organisation, so pay is controlled by the Government, this can cause employees to leave as pay packages are not as rewarding as private companies can provide.  Also, flexibility in working hours and rotas due to the service requirements can also be an influence in an employee’s departure (CIPD, 2019d).  

A benefits scheme has been put in place for the workforce, whereby employees can purchase leave, have discounts at certain outlets, employee purchase scheme such as PCs, laptops etc.   The workforce has regular appraisals and the opportunity to develop; in HDdUHB all individuals are encouraged in their own performance and development and are encouraged to coach and mentor staff throughout their careers (HDdUHB, 2018a).
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CIPD Profession Map – Resourcing and Talent Planning 

Having not being able to meet with the Senior Workforce Manager, I have looked at the CIPD Profession Map (2013) and have considered my skills in this area.    Resourcing and Talent Planning within Hywel Dda University Health Board (HDdUHB) is carried out by individual teams.  The Resourcing Team is based in Haverfordwest and the Workforce Planning and Future Workforce Teams are based within Hafan Derwen, Carmarthen.  This is one area that I can improve in against the CIPD profession map 2013. 

Before Covid-19 struck I was in the process of setting up Training with the Workforce Planning Team.  This training was for Ceredigion Management to attend a training session.  When a back or normality happens, I will engage with the Workforce Planning Team to rearrange this training and will ensure that I attend to fully understand how the process is carried out and to gain insight. 

A lot of work has been carried out in regard to succession planning as discussed above, such as ‘grow your own’ and a new School of Nursing along with apprenticeships.  This will help to recruit into roles locally.  The Health Board is going through a lot of transformation and this will now be a major part going forward due to covid and linking in the organisational workforce strategy.

With regards to resourcing, I have attended a  training session on the trac system to advertise for vacancies on the NHS Job site and have carried out pre-employment checks for the resourcing team locally, I will arrange some shadowing within the department so that I can gain great insight into their work.  A lot of resourcing activities within HDdUHB is carried out by shared services, so what we do locally and centrally within HDdUHB is limited.  I have also put my name forward for Job Description training, this will enable me to update Job Descriptions as and when required following ‘best practice’.   Any changes to Job Descriptions go through a workforce panel for authorisation and this will help in the process.    
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