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Activity 1
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 part of discussions on succession planning.

During a discussion with the Project Officer who is the lead officer within the Authority with regard to succession planning and having completed the Resourcing and Talent Planning assignment, I now have a thorough understanding of the approach within Swansea Council.

Due to the historic culture within the Council and different personalities within the Corporate Management Team, it has been difficult to have a corporate approach and as such, in practice the Authority has a tactical approach rather than a strategic approach.

The priorities for the Council has been and continues to be servicing the people of Swansea, Social Care and Educational settings which maximises resources resulting in limited capacity to invest in corporate improvement.

Whilst a number of resources and tools are available via (Swansea StaffNet, 2018), to guide managers through both workforce planning and succession planning, it was the view of the Project Manager that the Authority do not utilise the knowledge and expertise within HR to undertake effective succession planning for the future of the organisation.

However, the Council is committed in developing staff in offering high quality services to the residents of Swansea and as such offer modern apprenticeships and traineeships schemes, to promote ‘on the job’ education and development.  Further details can be found at (Swansea StaffNet, 2019).

Another Scheme that would support succession planning would be to engage with graduate schemes however, approximately 5 years ago, discussions were taking place other Local Authority’s in relation to joint up way of working and unfortunately, the decision at the time was that Swansea could not support the Regional programme and neither could they afford to roll out a specific programme.  However, due to the increased support from Welsh Government on modern apprenticeships, the Council are reviewing their stance in relation to graduate programmes, this will be dependent on whether Swansea can support a Regional approach to make it viable.  This is being considered as part of the Organisational Development Strategy which is currently being developed.

Neath Port Talbot Council has been piloting a graduate scheme with Academy Wales and Swansea will be reviewing their report after the first 12 months.

Historically, Swansea have deleted critical senior roles as a result of annual budget savings without having the opportunity to undertake succession planning in line with further objectives of the organisation.  Therefore, to date the approach to succession planning hasn’t changed however, in line with the Recovery Plan and the way in which the Deputy Chief Executive envisages the future workforce, there will be significant requirements to undertake workforce planning which may lead to a more strategically targeted succession plan for the future requirements.  Full details are available for staff to access via (Staffnet, 2021).



Activity 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 to your organisation.

I have undertaken a review of the statistics in relation to leavers over the past 12 months, with a total of 963 employee’s leaving the Council, 575 of which were within Schools.

Due to the lack of information provided by Schools, it is difficult to undertake an analysis of the information and as such, I considered the data excluding Schools.

On considering the reasons for leaving, resignation (223) was the main reason for leaving however, this may not a true reflection of the reason due to exit interviews not being carried out effectively.  The Council is considering ways of improving this process allowing individuals to submit exit interviews electronically and confidentially to the Service Centre.

Approximately 100 employees over the age of 60 resigned which is a third of the leavers.  This may be as they are able to access their pension and as a result of Covid, they have had an opportunity to reflect on their personal circumstances or they find it difficult to adapt to the new ways of working.

The second main reason was end of temporary contract (64) which evidences the increased use of temporary contracts as a result of the pandemic.

Having discussed the report with the Project Officer, it is her view that the number of leavers has reduced during the last 12 months which could be due to the commitment required from the Council to provide services and also the uncertain labour market and as such individuals are more likely to remain in their current employment.

There have only been three compulsory redundancies due to the commitment from Swansea Council in that employees would not be at a detriment as a result of Covid and as such, Services have been advised not to proceed with such processes.

With regard to the intention initiates for consideration, it is difficult for the Council to consider changing terms and conditions as they are nationally agreed however, historically such package has been relied upon to both retain and attract employees.  The Council are currently reviewing the Accommodation Strategy which incorporate agile working and flexible working arrangements which will improve attractive benefits being offered. 



Activity 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 (300 words approximately)

Following the discussion with the Project Officer, it was clear that whilst I had a brief understanding of resourcing and talent planning approach within Swansea Council, I lack in-depth knowledge of firstly the theory behind each approach and the way in which they are developed within the organisation.  Whilst completing the assignment, I feel I can add value to discussions regarding this area and advise Senior Managers accordingly.

In line with the CIPD Profession Map (CIPD, 2013), my aspiration is to work within band 3 for all aspects of my role however, as a HR & OD Business Partner, I have limited opportunity to engage with the strategic element of resourcing and talent planning due to my involvement with operational matters.

The move from band 2 to band 3 will enable me to utilise my time effectively by engaging with Senior Managers regarding options in meeting future business requirements in line with organisational need and relevant employment law.  Within my role, manage conversations with groups and individuals with clarity and empathy, ensuring people understand the situation, steps and options available to them.

Having now completed the module, whilst I am not involved with the formal recruitment processes, I feel I have enhanced my understanding of Resource and Talent Planning and can continue to build on my expertise within this specialism.

Going forward, I feel I will be working between band 2 and 3 however, I am currently working with the Project Manager and Principal HR Business Partner in engaging the Education Department in Workforce Planning workshops, undertaking an analysis of the current workforce, identifying skills gaps and what is requirement for the future.  Education also have a number of statutory functions and as such need to consider the future workforce in line with legislation.  Being part of such activities will enable me to meet my aspiration of working towards a band 3.
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