Succession planning

Succession Planning at castle leisure was non existent until around two years ago. This changed when the current director of people arrived. As senior HR Officer I have been heavily involved in the planning. They areas of weakness for Castle Leisure were the Head office positions. Having lost the head of HR, Commercial executive and Marketing manager in the same week, the organisation realised that we did not have any strong internal candidates to replace the job roles. This became a priority. The organisation invested in a larger HR department and a Human resource software to start the process. Until this point, we used a paper filing system for all aspects of HR, Personnel files through to the annual leave diaries.
I was brought in at this point to digitalise the HR department. My team set about scanning each document from the personnel files and uploading them to our new iris software. We quickly realised that our 900+ employees had lots of relevant qualifications and experience to take the next step in their careers.
So, we had a starting point. The HR department now fully digitalised we could run reports to identify our skill deficits and start filling those gaps.
Fast forward two years and Castle Leisure are in far better position. We have monthly succession planning meetings, a large L&D department offering internal and external qualifications. Every employee from site management and above either has a relevant degree or working towards one. The site managers regularly get seconded into temporary head office roles to verify their suitability for promotion. Currently the organisation has a specific employee in waiting for each senior head office role. The employee knows their career path and spends 1 week every 3 months working with the senior team. This year we plan on completing the same exercise for general staff who are candidates to take a first step in to club management.

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.
The last year has seen a very large labour turnover within Castle Leisure. The Pandemic has changed the business in two key ways.
· The first being Redundancies. When the organisation realised that our business would be closed for a significant time, it was felt there was a need for redundancies. The total number of redundancies made were just over 100.
· The second key area is that there has been a loss in confidence working within the hospitality sector. We have lost over 150 employees to different sectors, namely health and social sectors.





See below graph:
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I believe this trend was an uncontrollable trend for the organisation to manage. The employees lost, were all minimum wage employees. All it took was for one employee to get a job in a safer sector and more followed. We were also closed during this period and were not topping up the job retention scheme beyond the 80%.
When the first lockdown was lifted, the organisation went about business as usual and made no enhanced effort to retain the employees. The Second lockdown hit and the same happened. We started to lose employees.
During the second lockdown a considerable amount of time was spend trying to put together a retention programme to lessen the loss of employees the organisation was seeing. Firstly, the organisation topped up the job retention scheme to 100% wages. This was difficult for the organisation as we were on a forced closure with no income. Stage two was to put together a new pay scale for when we were allowed to reopen. The employees were informed of this during the closure. The new pay scale meant on average each employee would receive a 50p an hour increase above minimum wage.
We lost no further employees after both retention schemes were announced. Upon reopening on 17th of May we have found that we needed to employ large numbers of CSA’s. we are currently working with the kickstart scheme to fill these vacancies.






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.


Reflecting on the CIPD Profession maps specialist knowledge relating to resourcing and talent management: -
As a HR Generalist I am normally heavily involved in this area. 
My Line manager often leaves me to lead the succession planning meetings, and as far as she is concerned, I meet or exceed the skills required to work at associate level and beyond.
There is an area I feel I personally need to further my skills. Motivation for the organisation’s talent pools is often low. We are quick to identify potential talent and to create career pathways. We have issues with keeping the talent motivated until they are needed to fill the role. Sometimes this could take years for a gap to open up. Keeping the talent pools motivated and retaining them during this period is where our planning falls short. I have completed a significant amount of research on this subject, and I believe that the organisation is ready to revaluate its approach. I am currently putting together a management briefing paper that is targeted to the board of Directors. I have spent a considerable amount of time completing motivation training courses during the pandemic and feel that the approach I’m suggesting will help retain more talent.
In short I have suggested that each senior Head office role has a designate role attached to it. This will be a considerable cost to the organisation, hopefully the argument I have put forward in relation to cost VS loss of talent will be approved. This I believe will achieve higher levels of motivation for the managers in waiting and allow us to retain them to fill roles as we experience loss.
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