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Meet with your line manager to identify the approach to succession planning within the organisation (500 words)

Succession planning focuses on ensuring that when jobs become vacant, there are people with the right skills, experience and attributes to fulfil the role, thus preventing a void within the organisation (Taylor, 2019).   

The organisation have many documents in terms of workforce planning including the Annual Plan and the Intermediate Medium-Term Plan (HDUHB, 2018), both demonstrating the workforce planning that exists at a strategic level within the Health Board.  When comparing the last four plans, it is clear that these reports demonstrate that there is an increased focus on succession planning, especially in areas where ageing workforce demographics is a concern.

The succession planning carried out within the organisation differ significantly between clinical and non-clinical roles. For clinical roles, the organisation work closely with the universities to create learning opportunities for senior staff, examples of this being advanced practice courses for nurses and specialist training relating to departments.  This is also evident within the medical workforce, where consultants support staff, investing in the workforce.  This investment and succession plan also ensures that the talent does not leave the workforce to advance their career in other Health Authorities.

This has not been the case within the Estates and Facilities, whereby they have the majority of senior managers who could potentially retire within two years (ESR, 2020), with no one in the department that currently has the experience or skills to fulfil these roles. This is also in the case of the skilled technician roles, which means that we will not have the required talent pipeline. The labour market identifies that this is a UK problem, with a national shortages of engineers, impacting of the industry as a whole (Engineering UK, 2019) .  As a result of needing to access our supply in other ways, we have taken the decision to “grow our own” with the use of apprenticeship to encourage young people within the workforce, therefore balancing the age demographics of the Estates and Facilities team.  There is a possibility of existing staff acting up, however they do not have the skills or experience at the moment and due to the shortage of skills workforce, they cannot leave their current position.  The other risk of them acting up is that, it they are unsuccessful when the role is advertised, this may result in disengagement and potentially a loss of talent if they decide to leave (Armstrong, 2012).

Prior to 2018, there was less emphasis on succession planning, however the organisation have made considerable progress, especially in within therapies, nursing, pharmacy, estates and workforce.  Additional evidence in Workforce that demonstrates succession planning is that of moving staff into seconded roles.  This provides individuals with an opportunity to increase their knowledge, providing them with wider development opportunities (CIPD, 2020).

Review statistics for recent leavers within the organisation to see if there are any trends such as reason for leaving, business areas, demographic of levers and suggest retention initiatives to your organisation(500 words)

When considering the workforce leaver statistics from April 2019 to March 2020, retirement has been the main reason for leaving, equating to 37% of leavers. This was then followed by lack of promotion opportunities/career advancement prospects equating to 21%, Work life balance 16% and finally relationships with line manager 13%. Other reasons relate to personal circumstances, health, moving out of the area, and changing career.    The amount of employees retiring, reflects the concern that the organisation has an aging workforce.  In comparison, research shown that the main reason for leaving a job is lack of progression at 22% (Havard Business Review, 2019).  This demonstrates that aside from retirement, the organisation have similar results to national research.  

The response rate for the questionnaires is poor with only 27% completion from leavers, which could be attributed to the questionnaires being completed after the person has left in many cases,  An increase of 17.5% of respondents felt the Health Board was a positive environment to work, along with a decrease in the number of staff leaving who experienced discrimination, bullying or harassment is reassuring along with an improvement in staff who felt they were treated equally.

In terms of their role, there was an increase of 12 % of staff who felt their line manager behaved in line with organisational values at 69%, which reflects the 70% score in the staff survey (NHS Wales, 2018).   In the Harvard Review (2019), management behaviour was the third most popular reason employees left their job, with 11% of respondents felt it was as a result of relationship issues, poor treatment and lack of support.   As a result, these statistics should be included in the managers passport programme, with an understanding of the cost of losing talent for the organisation. 

Although the data provides statistics based on the quantitative data, it needs to be considered that some of the qualitative data reflects a different message.  An example being for those who stated they had issues with thweir managers, on inspection, much of the qualitative date reflects where an improved work/life balance has not been achieved or flexi time could not be granted, this may apprear to but the issue around the manager/employee relationship. 

It is recommended that the Organisation Development Team raise awareness to the managers about issuing the leaver questionnaire earlier and that the overall feedback from the questionnaires are shared with operational service.  In addition, 
There should be a follow up action learning meeting, following six months of employees being with the organisation, allowing assessment that the employee is happy in their workplace. 

Of all of the leavers, these were in the lower skilled jobs such as the Hotel Services Assistants and Administrative assistants, contributing to 67% of the leavers within the year (ESR, 2020).  This also reflects the staff survey, identifying that the two roles were of the categories that felt they lacked training and development opportunities (NHS Wales, 2018).






Discuss your development needs with your line manager using the CIPD professional map as a basis for discussion
Having gained a better insight of resource and talent planning within the organisation, I am much more confident in relation to workforce planning, succession planning and how my role within workforce development needs to become more strategic. Having considered the specialist knowledge within the 2019 professional, in relation to resourcing, I would suggest I have a spiky profile, meaning that the level vary considerably depending on the specific area as shown below: 

[image: ]

Having spent considerable time with the resourcing department over the past 12 months, I am comfortable with how to align social media channels with other channels to create the best candidate experience. As for current and future assessment approaches and how they align with organisational culture and wider people assessments, i was instrumental in introducing assessment days within to the health board.  Managing the Apprentice Academy since it’s formation, I designed the resourcing strategy, ensuring diversity was a consideration.

In terms of work experience,  this is an area whereby I have had considerable experience as I have run work experience programs and adapted these to meet educational curriculums.  I have also liaised with schools and further education colleges to do careers events, raising awareness of gender stereotyping of nursing and engineering as well as promoting other had to fill vacancies. 

My confidence and workforce planning has increased significantly whilst completing the Modules as part of my CIPD course, however I am aware that despite having the knowledge, I need to do more of this to gain confidence in my abilities. Having been promoted in the last few months, my role now will be working very closely with the Senior workforce planning manager, being responsible for the training and development aspect of the workforce, this will by default significantly improveBoth my knowledge and competencies towards this area. 

The area where I feel needs development is in relation to country specific people policies and how they work with partner suppliers on issues such as relocation immigration and tax. This will be added to my personal learning plan and in order to overcome this, I will research using the CIPD website and alsoBy speaking to the medical recruitment team as we recruit a high number of medical stuff from overseas and therefore offer a relocation packages and work with immigration and legal services to ensure all guidelines are met

[bookmark: _GoBack]reflection, I have however delivered an introduction to workforce planning as part of the managers passport program, having to talk about the organisational integrated medium-term plan and how this impacts the role, so wonder whether it is more confidence the knowledge needed.
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