Qualification: CIPD Diploma in Applied Human Resources

Module Name:

On the job training – Understanding Resourcing and Talent Planning 

Word Count: 1216







Student Name: Carys Francis
Student Number: 1904626
CIPD Membership Number: 55382687



By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.

Signed: C Francis
Date: 12th May 2021







Understanding Resourcing and Talent Planning – on the job training

1. Talk to your line manager or other relevant person to thoroughly understand how your organisations approach to succession planning has changed. If possible, be a part of discussions on succession planning. 

CDA Care’s succession planning is covered by numerous different policies including the business plan policy, monitoring of business performance, recruitment policy, development appraisal policy, and the business continuity policy. Part of CDA Care’s Development Appraisal Policy and Procedure is to identify individuals training and development needs that are required to meet the organisations goals and objectives, and also to highlight the potential for each employee to develop into future roles and to improve within their current position. During the appraisal between the employee and their line manager, they will discuss and make a record of the training and development needs of the appraisee in order for them to improve the way in which they carry out their current role, and also to allow them to work towards the organisational goals. Potential future development needs will also be identified during the appraisal to enable the appraisee to ‘act up’ and transition into future roles within the company. 

CDA Care’s Business Continuity Policy and Procedure has been reviewed and continues to be reviewed on a regular basis to ensure that the impact of any disruption due to the Covid-19 pandemic, or any other emergency, is minimal. In order to prepare for this, the policy takes into account what areas of the business could be disrupted in different situations, identifying what risks CDA Care may face, how those risks could be reduced, what is expected of employees in these circumstances and how their roles may be affected, and how the plan should be monitored and communicated. Throughout the Covid-19 pandemic it has been essential that CDA continually monitor the resources that are available in relation to staffing levels (mainly support workers) due to the high levels of sickness absence we have experienced during outbreaks of Covid-19 within the organisation. CDA Care have had to put measures in place where staffing levels have been affected, and this includes offering additional training and mentoring to support workers which has enabled them to ‘act up’ and transition into roles in other departments/areas where necessary.  

During the discussion with my line manager, it was agreed that there are ways in which we can improve the succession planning procedure at CDA Care by implementing best practices and introducing a more formal approach to identifying and developing future successors for more senior positions rather than just at support worker level (CIPD, 2020). Identifying future successors could further be linked with performance reviews, business planning, and also CDA Care’s learning and development framework (HR Technologist, 2019). 

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 decided to review the statistics of leavers (support workers only) within the last six months, and broke this down into the three different areas of the business:

	
	Swansea leavers
	Carmarthenshire leavers
	Neath Port Talbot leavers 
	Total leavers

	December 
	6
	4
	1
	11

	January
	3
	2
	5
	10

	February
	2
	3
	4
	9

	March
	5
	4
	1
	10

	April
	2
	4
	1
	7 

	May 
	1
	2
	0
	3



Within CDA Care, all leavers are given an exit questionnaire which allows them to give management an insight of their experience working at CDA and to state their reason for leaving, if they haven’t already done so in their resignation. Although we try to encourage as many people as we can to complete these, only around 50% of leavers complete them and send them back. However, from the information we have received from some leavers in the last six months, it is evident that the main reasons for leaving are: progression opportunities within another company, unhappy with unsociable hours, accepted a job with less travelling or closer to home, or the job isn’t what they expected it to be. During the months of August and September we often see a rise in leavers due to people leaving to start college or university. 

Unfortunately, in response to some of the main reasons for leaving such as unsociable hours, and the travelling between service user’s homes, there isn’t a lot that can be done about this. We do try to be as flexible and as fair as we can when it comes to evening and weekend working but it’s not something that can be avoided all together. 

All staff members are given the opportunity to apply for more senior job roles when they become vacant, with progression opportunities being one of the benefits of working at CDA Care, however, due to the large pool of support workers in comparison to the small number of senior positions that do become available, some employees prefer to move on to another organisation where they are able to go straight in at senior level, rather than waiting for an opportunity to arise at CDA. 

To improve retention, I would suggest that the interview process is reviewed to ensure new employees coming into the organisation have a thorough understanding of what the role of a support worker involves before they start work. The rate of pay for mileage and travel time could also be reviewed and compared to competitors, as many employees have found that sometimes, depending on what area they are working in, they are spending too much money on fuel. 

Employee turnover rates tend to be quite high across all domiciliary care companies in the United Kingdom. It is one of the biggest challenges care providers face, with the turnover rate in social care around 31% in October 2020 (Access, 2020). Pay is often thought of as the main factor influencing the turnover rate, as well as contracts of employment. The majority of care providers only offer zero hour contracts to employees, therefore to stand out from our competitors, since April we have been offering guaranteed hours contracts to new and existing employees to see if this improves retention rates within CDA Care. We also pay slightly above minimum wage, which is around the same as what our competitors pay. 

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. 

Using the CIPD Profession Map myself and my line manager agreed that it would be beneficial for my professional develop to enhance my knowledge within certain areas of resourcing and talent planning. I explained that I would like to develop within the following areas: how workforce planning impacts the resourcing agenda, working with education providers delivering work experience programmes, carrying out succession and contingency planning, gathering workforce data to ‘forecast’ working planning and the approach, and finally to better understand different market insights including competitors rewards and benefits. It would be beneficial to both myself and CDA Care, if I had the time and the knowledge to be able to create a workforce plan and succession plan which is based on existing data available within the organisation. I would like to be able to give a forecast of which resources are likely to be required in the future, and the approach we should take to ensure we are successful in attaining these resources. I would also like to develop and introduce a formal succession planning procedure, as at the moment it seems to be mainly informal and not as consistent as it could be. Once I have achieved the above objectives, I would then like to progress in the following areas: using market insights to shape resourcing initiatives, design assessment approaches for all levels of employees within CDA Care, and how to tailor recruitment and selection approaches to different demographics. (CIPD, Resourcing, 2021) (CIPD, Talent Management, 2021).
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