Understanding Resourcing and Talent Planning on the job training
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 a part of discussions on succession planning.
OR
If you are already familiar with the approach to succession planning, evaluate how it has changed. 
The role of the HEIW leadership directorates influence to the success and contribution of a healthier Wales cannot be over emphasised. HEIW has a leading role within establishing and managing talent and succession for senior and executive leadership roles across NHS Wales. HEIW has undertaken extensive best practice research from the four UK nations to inform the proposal for delivering the NHS Wales Succession and Talent Management Strategy 2017 – 2020, which was endorsed by NHS Wales Chief Executives (2017). As well as be untilised within local NHS organisations, these strategy ambitions aimed to deliver cohorts of senior level talent, underpinned by a technical solution, designed to guide the national approach. This was designed to support reliable and inclusive tools and mechanisms that were consistent for talent identification as well as inform senior level succession planning. To date, HEIW have continued to commit and support the delivery of this strategy which can be reinforced by the following milestones attained: 
· An NHS Wales Executive Talent Board
· A talent summit
· Executive success profiles
· A digital talent management solution 
During 2020, the HEIW Leadership and Succession Team refocused its efforts on supporting NHS Wales.  Since the start of the pandemic NHS Wales headcount has increased by 5,691 (Jan 20 – headcount 94291 / Jan 21 – headcount 99982) (HEIW Workforce Analytics, 2021). It was therefore apparent that mechanisms needed to be put in place to support  managers and leaders as they stepped up to the extraordinary challenges of leading during the Covid-19 pandemic and providing the NHS workforce with practical ways of accessing resources, materials and webinars to enable them to feel supported. This comprised of expansion and development of straightforward digital bitesize digital resources. The resources were established with a range of credible experts and were extensively accessed across NHS Wales as well as the other UK nations.
In recognition of the positive feedback and need, HEIW launched the digital leadership platform for Wales Gwella, during August 2020, which provided employees to access to several evidences based compassionate leadership resources. 
To enabling HEIW and other NHS organisations to provide learning and education to their workforce through a contemporary and intuitive learning environment the virtual classroom functionality was rapidly integrated into Gwella, which reflects how effective and lasting digital transformation can be in challenging and rapidly changing circumstance. It also demonstrates how it can still be implemented with care and best practice to ensure evidence of effectiveness and genuine impact is captured throughout. In response to Covid-19, this was recently recognised with HEIW obtaining Gold recognition at the 2020 Learning Technologies Awards for best digital innovation transformation. 
HEIW have recently finished the recruitment process of the first cohort of the inaugural NHS Wales General Management Graduate Programme. They have appointed 20 aspiring graduates who will work across NHS Wales organisations, including one graduate within HEIW. 
Leadership and Succession Team priorities during 2021
The talent and succession team will also be working with Dr. Ian Collings with the new Wales Clinical Leadership Trainee Fellows (WCLTF) recruitment process. They will also work in partnership with HEIWs nursing colleagues, supporting the scholars participating on the Florence Nightingale Foundation (FNF) Leadership Programme.
A National Talent Board has been set up to advise on the inclusive and transparent NHS Wales operating model required to grow and support existing and aspiring executive talent. NHS Wales CEO will chair this group. 
The talent and succession planning team have worked in consultation with Chief Executives, Chairs and Executive Directors across NHS Wales to develop, the publication of the NHS Wales Executive ‘Success Profile’ which describes the behavioural competences required by Executive Directors, will ultimately inform the HEIW Executive Leadership Programme. It is anticipated this will be launched during the summer 2021.  
During March 2021, in collaboration with their partners in Social Care Wales and Academi Wales, HEIW launch the Compassionate Leadership Principles for Health and Social Care in Wales. The Principles have been extensively consulted on and intend to shape the behaviours and interactions of all employees as leaders, at all levels while providing a framework for employees to meet the objectives outlined within the Workforce Strategy for Health and Social Care in Wales. To supplement the launch of the principles within NHS Wales, from the beginning of April HEIW have focused efforts on a specific compassionate leadership principle each month and provided a range of master classes, webinars and virtual events. All information was recorded, transcribed, and translated and made available for use across NHS Wales organisations.
Additionally, during March 2021, HIEW has worked with five interns from Cardiff University over two-weeks to help the organisation co-design the bespoke HEIW internship. It is intended this will be piloted by HEIW during the summer, with the intention of adding this to HEIWs offer to partner organisations in the future. 
To increase opportunity and fairness to provide virtual leadership and management offerings to the workforce, HEIW have purchased supplementary Gwella user licenses. These will be equally distributed across NHS Wales organisations. The licenses will permit employees to have personal leaving accounts and virtual leadership networks enabling HEIW allowing us to continue to develop exciting communities of compassionate leaders across the system. During 2021 it is intended that talent management software will also be implemented along with development of an NHS Wales wide transparent and inclusive approach to the development of talent for the most senior of roles.
HEIW have been working with Professor Michael West and will be launching their publication of a Compassionate Leadership book with Professor Michael West, completion of the ‘Compassionate Leadership in Action’ during 2021. 
A 20 credit master’s level module has been developed with Glyndwr University and will be launched along with the HEIW Executive Leadership Programme which will include a range of learning and development components that include master classes, expert speakers, simulations, organisational safaris and support and challenge groups.

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. Record your findings and submit on Turnitin by 24th May 2021 (total word count 500 words).  Use academic references to support your views.
On Tuesday 6th April I met with my line manager to discuss HEIWs retention figures.  HEIW currently consists of 486 employees. HEIW rolling turnover rate, since 2018, is particularly low at 7.84% (includes all leavers) (HEIW, 2021). As HEIW is a relatively small organisation, it’s important to note that figures can look skued as 1 person may leave a team of 2 suggesting a 50% turnover rate (Roder. 2019; Leaveboard,2021; Merhar, 2020; Dwomoh et al, 2013), however this is not representative of the whole organisation, just the specific department.  Also, as HEIWs retention levels (CIPD, 2021; Brownlee, M, 2021) are good, it’s can also be very difficult to identify any large trends or particular issues. However, retention figures would be more evident within a health board as there are a higher number of employees, thus has a is a higher turnover rate. Therefore, problem areas i.e. bulling issue or high workloads would be more obvious as a higher proportion of employees would leave over a period of time. 
When HEIW was established in October 2018, it brought together staff from 3 former organisations – Workforce Education and Development Service, Wales Deanery, and the Wales Centre for Pharmacy Professional Education.  At this point there were 92% of HEIW staff on Cardiff University Terms and Conditions who transferred to HEIW under Transfer of Undertakings (Protection of Employment Regulations - TUPE) arrangements (Daniels, 2019; CIPD, 2021).  This is a significant challenge for the People Team, who need to be familiar with two complex sets of employment terms and conditions on a daily basis (NHS Terms and Conditions of service, 2021; Cardiff University Terms and conditions of Service; Wales Centre for Pharmacy Professional Education; NHS Agenda for Change). The most significant factor within HEIWs retention metrics is that 59/82 leavers TUPE’d into the organisation, which highlights that their employee experience has been different to those who have joined the organisation since the transfer. HEIWs long-term plan has been to harmonise terms and conditions across the organisation, and work in partnership with Trade Union colleagues to progress this.  Former Cardiff University staff have been awarded a pay increase in line with Agenda for Change staff. However, where appropriate, policies will need to be adopted or adapted to ensure fairness and equity across our workforce.  All newly appointed staff are employed on NHS Terms and Conditions, and staff who wish to transfer from existing University contracts are supported to do so.  Our current staff profile highlights: 3.88 out of 5 engagement score; 90% of contracts are permanent. 
Of the 50 leavers in the medial director, 37 of them were in clinical roles, which seems to reflect those only contracted to work a small number of hours per week (some staff work on a sessional basis, so they may want to concentrate on their substantive post i.e. GP) (GMS Contract). Of those who sited work life balance as their reason for leaving, they all were contracted to work 3 hours or less per week (CIPD, 2009-17; Kohll, 2018; Wedgwood, 2019).  Therefore, it could be suggested that these roles are viewed as an extra responsibility that is not beneficial nor sustainable for long periods of time. It could also be viewed as added pressure on top of their substantive role and therefore a personal decision. HEIWs staff profile highlights a gender profile of predominantly larger female workforce (67%), compared to male (33%) (Devine et al, 2020; Ortiz-Ospina & Tzvetkova, 2017; Catalyst, 2020; Roantree, B and Kartik, V (2018). Retention could also account for female responsibility outside work (McKinsey, 2020; Ely & Padavic, 2020)
In contrast, those who are not dental educators or GP appraisers, 12 cite promotion as their reason for leaving, with 7 stating WLB.  The most concerning is that for 16 leavers, we don’t actually know the reason. This shows a truer reflection of those working predominately for HEIW. It would therefore be beneficial for HEIW to incorporate exit questionnaire / satisfaction surveys into employee termination, to establish reasons for leaving. Exit interviews could also be held earlier rather than the last day to mitigate reasons for an employee leaving and may help with prevention (Insight Link, 2020; Sullivan 2020; Groysberg & Spain, 2016; Alexander, 2014). It could also help to address trends, and maybe change aspects of some policies and procedures i.e. sabbatical leave / flexible working.
Good Retention figures highlight that people are happy in their roles (Engage for Success, 2021; CIPD, 2021; Smith, 2020; Investors in People, 2021). HEIWs improved sickness rates since the start of the pandemic (2.1% compared with 4.1% of wider NHS Wales) has demonstrated engaged colleagues typically experience greater job satisfaction and greater wellbeing and engagement activities within HEIW which are universally beneficial to an employee at work and the organisational brand (Robertson-Smith & Markwick, 2009; Beheshti, 2019; Baldoni, 2013; MacLeod, 2009, p6; Schaufeli et al 2008, 2010; Alfes et al, 2010). Given the overall low levels of absence, any single long-term episode has a significant impact on the overall picture within the organisation, and the small number of cases that HEIW are sympathetically and appropriately managing. The most days lost to sickness have typically been for reasons of anxiety/stress (which could be linked to the pandemic), but it is worth noting that absence due to tumours/cancers is now at the same level (NHS Wales’ Workforce Trends, 31st March 2019) . 
HEIW also has a good organisational culture (Wong, 2021; CIPD, 2021) and offer learning and development opportunities (getsmarter, 2019) at all levels (common reasons people leave). Therefore, existing employees feel engaged and valued, and as a result have no desire to leave the organisation.  As retention is high, there are less opportunities for promotion (reflected in data); There are currently 36 leavers in the admin category (bands 3-5), the majority are leaving due to lack of promotion opportunities. As a public sector organisation, HEIW cannot offer an employee more money to stay within their role, as they are bound by NHS Contractual Terms and Conditions of service. The job has also been analysed / evaluated at an appropriate point within the NHS pay scale. Historically, HEIW has created a lot of new posts to fulfil aspects of the IMTP (HEIW, 2018), however these are now full, and employees are likely to stay in them. Individuals can apply for limited promotional opportunities but cannot be guaranteed the role. Staff retention within HEIW means that there is a risk of less internal opportunities, as well as opportunities to bring in new blood and innovative ideas from external candidates as vacancies are unavailable (Newton, 2019). 
The talent and succession initiatives (ibid: 37; Tichy et al, 1982: 47; Fombrun; Beer; Lengnick-Hall et al, 2009; Baird and Meshoulam, 1988; Wright and McMahan, 1992; Dyer and Holder, 1988; MacDuffie, 1995). Delery and Doty, 1996: 804; CIPD, 2020; Wright & Nishii, 2007; Fombrun et al, 1984: 26; SHRM, 2007; Taylor, 2017; Taylor & Woodhams, 2017;  Hirsh, 2020; CIPD 2020, Croner, 2021; SHRM, 2021; Day, 2004;  Groysberg et al, 2009) outlined within question 1 have no doubt also helped retention levels within HEIW and promoted HEIWs brand within and external to NHS Wales. This can be supported by a number of factors. 

HEIW recognises without employees that are well at work the NHS can’t perform or deliver quality and effective care to patients. HEIW advocate that all employees are provided with an environment and opportunities that encourage and enable them to make choices that support their well-being and lead healthy lives, which is supported by a staff health and wellbeing charter (Caring for People who Care, 2018; Caring to change, 2017). The NHS Wales Charter (2019)  highlights the joint responsibility of managers and individual employees to work together, encourage healthier life style and choices, support each other in the workplace and promote effective management of sickness when employees cannot work through ill health or are at the risk of having to take sick leave (NHS Confederation, 2017;Caring for People who Care, 2018; Caring to change, 2017). The NHS Wales Charter (2019).

Within the people team we have used pulse surveys as a proactive method of engaging and consulting with employees to improve retention. This gives employees a voice (CIPD, 2020, 2021) and is a mechanism of check-in with the workforce regularly (Ellis, 2016; CIPD 2020). This is reflected within HEIW’s 12-month rolling turnover rate for HEIW for the period to August 2020 which was 8%, an increase of 0.3% since the previous report (Levinson, 2007a; Demourouti et al. 2001, cited in Sonnentag, 2003 ) indicating the above EE programmes have had a positive impact on HEIW turnover (Blain, 2020). This is still relatively low given our newness but is at a level which continues to support business continuity and organisational memory whilst also bringing in new thinking and new ideas. BlessingWhite (2008) reports that 85% of engaged employees plan on sticking around compared to 27% of disengaged employees. In addition, 41% of engaged employees said that they would stay if the organisation is struggling to survive. All factors support and suggesting that employees are highly engaged, have a better WLB and presenteeism is not a concern nor evident within HEIW. It is hoped this will continue post pandemic when the office will return to a 60 / 40 working environment, where employees continue to feel engaged.  

Engagement levels across HEIW are evident and generally high, supported by delivery of organisation objectives, general observations, and positive pulse survey results (Hemp, 2004; Baker-McClearn et al, 2010; Aronsson and Gustafsson, 2005) i.e. The HEIW 2020 mini working from home pulse survey demonstrated that of the 187 respondents, 40% indicated that there were WLB challenges at the start of the pandemic however, they have been able to overcome them: 21% balancing work with parental / caring responsibilities. 38% felt the experience was better than expected, 20% indicated that working from home is a positive experience and 22% suspect that working from home could be the new normal post COVID-19. The 2020 mini HNA also demonstrated employee job satisfaction has increased by 10% since 2018.  There has been a significant reduction in those staff who think they are suffering or have suffered from fatigue. Since 2019, a 2% decrease was evident in individuals who usually experience good or fair energy levels. Those who maintain very good energy levels have experienced a 6% increase. Evidence from the 2018 HEIW HNA, 2019 follow-up HNA and the 2019 FW survey and secondary data sources, indicated that enabling employees to have a balance between their private lives and paid work can lead to a reduction in absenteeism, improved recruitment and retention, employee commitment and productivity. 

To continue driving engagement through Healthy Working Relationships (Gallup, 2018; Naber, 2007), HEIW’s Leadership and Succession planning team have developed training modules that explore the importance of communication, building rapport, exploring assertive behaviors and tips for courageous conversations. How to manage relationships that have declined and need restoration i.e. ways of restoring relationships and the best way to use the new Respect and Resolution policy.
To continue driving EE within HEIW an NHS Wales Colleague Engagement and Experience Steering Group (CEESG) has been established to promote and give direction to these Wales activities ( Shape of the workforce document; NHS Employers, 2013; NHS Confederation, 2017; Imison et al, 2009; Parliamentary Review, 2018; HEIW, 2020).  The Group brings representatives from the Welsh Government, Health Boards / Trusts and Trade Union and Social Care partners together to draw on and provide a focus for the knowledge and experience of existing networks and resources; support a consistent approach to the sharing of knowledge, ideas, to promote good practice and innovation and facilitate the scaling up and implementation of ideas on a once for Wales basis. It also provides a mechanism to ensure that opportunities to further improve Colleague Experience and Engagement are highlighted as appropriate and are taken forward collaboratively, and in partnership with Trade Unions and Social Care. 

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. 

The CIPD Professional Map aims to add sustained value to an organisation (CIPD 2009, 2012). On Monday 22/03/21 I met with my line manager to discuss my specialist knowledge and understanding of resourcing and talent planning. We discussed how to effectively identify, attract, retain, and assess getting the right people for the organisation, along with my development needs. We used the CIPD Profession Map as a basis for our discussion (CIPD, 2020). 
We discussed my development needs in relation to resourcing  within my current role and linked them to HEIW 3-year Integrated Medium Long-Term Plan (IMTP) through identifying organisational and individual capability requirements and aligning strategy, people and processes to optimise effectiveness and achieve the organisational goals (Taylor & Woodhams, 2016). We also discussed my learning regarding a structured and planned approach to workforce planning in order to ensure that effective workforce planning and, recruitment and retention happens in a considered way within HEIW. My learning to date has ensured that I understand the importance of workforce planning and the tools that can support an organisation, along with the impact the labour market can have on this and intern the resourcing agenda.  
My learning has allowed me to understand the link between the tools and techniques for effective workforce planning i.e. An organisation should examine their present workforce, establish future need, identify current and forthcoming gaps, and use tools to implement resolutions which can be achieved within an organisations business plan/objective along with long term objectives (CIPD, 2020). Effective Workforce planning (or human resource planning) aligns core organisational goals with the changing organisational and people strategy, which is needed to drive the strategic objectives of the organisation in a way which ensures that projects are managed effectively, and risks are mitigated. 
Since commencing my CIPD I have developed an understanding of Health Education Improvement Wales and its context and use talent and succession planning to tailor strategy and solutions to meet the organisations needs now, and in the future i.e. Sabbatical leave policy, work-life balance and flexible leave policy.

I am currently working at Associate level. I’m aware of the importance of a business case and its purpose along with the importance of talent and succession planning. 
I have undertaken a self-assessment at a HR Technician level, whilst linking core knowledge and behaviours, all of which I currently apply to my area of work:
I am aware of how to conduct a fair and objective assessment and how candidates’ reactions can impact the effectiveness of the recruitment and selection process. 
Resourcing encompasses attracting and selecting suitable individuals into the right role at the right time and cost, in conjunction with relevant workforce planning data and knowing the right sourcing methods and digital tools extrapolate diverse candidate pools (CIPD, 2020). 
I’m aware of the impact the gig economy is having on recruitment and selection and how work now and in the future can be delivered and resourced in the different ways, although this does have a number of advantages and disadvantages. I’m also aware of the advantages and disadvantages of social media resources and channels to lead campaigns. 
I’m aware of the impact different market insights have in relation to competitor organisations, their performance, culture, reward, benefits and learning offering have on retaining talent. 
I understand how to undertake a SWOT and PESTLE analysis, which has been demonstrated within my current role and within many assignments to date. I also understand that I can use data i.e. HR analytics, to create a case for change. 

I am aware of the many recruitment and selection approaches and their advantages and disadvantages. I’m also aware of the importance of fairness, along with equality and diversity within recruitment and section. 
People are an important part of any change, and change can impact people and organisations in different ways. Effective communication is essential when explaining why change is happening within an organisation, the basic models for how people experience changed is acknowledged and will be consistently adopted when undertaking workforce planning / change management within my future career roles.
Skills and capability are assessed within a PADR process within HEIW. Within my current role I have conducted skills and capability audits along with gap analyses in my area of work. 
I am aware of the different leavers I can use to enable change within my area of work. 
I’m aware of what a good project plan looks like within HEIW. I have experience of planning and delivering projects within the organisation, including goals, milestones, resources, risks, costs, and interdependencies and understand their importance within the process. 
I am currently working proficiently between a Band 1 & 2 within Health Education and Improvement Wales (HEIW) however, I would like to work proficiently at Band 2 at the end of this course in May 2021.  In order to reach this aspiration, I need to increase and widen my HR knowledge experience by obtaining management experience individually or within a HR team, linking it to HR strategy and policies. 

I will continue to use the 2013 Professional Map in conjunction with the 2015 map to build on my current knowledge and skills and continue to use the professional map as a developmental self-assessment tool whilst undertaking this course and during my future career within HR. The map has helped me to recognise my professional areas for development and allow me to plan my own learning. I plan to continuously undertake and seek new learning. If HR professionals develop these skills and demonstrate that they can apply their understanding of an organisations business and context, they will have the ability to meet organisational need and tailor its current and future strategies (Perkins et al 2016; CIPD, 2019).
I will continuously seek opportunities and assess my level of knowledge in relation to practices and behaviours that will make me more effective within my role. I will always adhere to the CIPD Codes of Practice and work ethically. 
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