On the Job Training 

Development requirements 
I met with my line manager to discuss my development needs in the area of resourcing and talent planning.  We reviewed the resourcing element of the CIPD (2018) new profession map and agreed that I am practicing at associate level, having gained a great deal of understanding in this field over the past year, by arranging and facilitating numerous recruitment processes, including advertising roles, developing pre-interview assessments and scenarios and sitting on interview panels.  To support this, I have also undergone recruitment and selection, TRAC and job description writing training.

To further develop my knowledge and skills in this area, I have requested that I support the attraction and recruitment of more senior roles in the organisation and am due to support one of the Programme Leads with the recruitment of a Programme Manager.  This will give me an opportunity to understand the approaches used in more senior recruitment and help me understand what is required.  This will also help me with my future development once I am ready to apply for a more senior role.  
My current role involves promoting the 350 different roles within NHS Wales and the different entry routes required.  This supports the Health and Social Care Workforce Strategy (HEIW and Social Care Wales, 2020), with attraction and recruitment being one of the main themes, with the aim to establish a strong and recognisable brand and promote the NHS in Wales as the sector of choice for the future workforce by 2030.  This is supported by evidence that states that the NHS in Wales is experiencing shortages in many occupations and professional groups, with attraction aimed predominately at a small number of careers.  Therefore, my role will be to develop resources, information and guidance to support individuals to make informed career choices and provide them with the skills and knowledge of NHS Wales recruitment practices to enable them to make a successful application and perform at their best at interview.   I have already started on this work by developing resources that support younger students to develop their CV and guidance to support applicants with completing an NHS application form, with an emphasis on transferrable skills.  

Organisation’s approach to succession planning
I met with the National Talent and Succession Senior Manager at HEIW to understand the organisation’s approach to talent planning.  CIPD (2020a) refer to succession planning as identifying and growing talent to fill leadership and business critical positions in the future.  One of HEIW’s strategic objectives is to work with partners to develop a collective leadership strategy, with the first step looking at identifying and growing talent to fill executive roles across the whole of NHS Wales.  This is being done by developing an Aspiring Directors Programme which identifies and develops ready now and high potential leaders for the future from tier 3 roles (assistant directors) to fill tier 2 (executive director) roles.   HEIW is participating in the Aspiring Directors Programme and has identified candidates appropriate for the programme, which will contribute to the internal succession plan as well as the wider NHS in Wales.  

Give a Grad a Go (2020) explain how a strong graduate programme can introduce new employees to a successful, long term and developmentally structured career path.  HEIW has just embarked on a two year, fully funded NHS Wales General Management Graduate Programme that is designed for aspiring future leaders of NHS Wales (HEIW, 2020).  The programme supports individuals to gain academic knowledge and hands on learning experiences from placements within primary care, secondary care and corporate areas across NHS Wales.  At the end of the programme, candidates will achieve a Masters and be offered permanent employment within the NHS in Wales at the end of the programme.  This will ensure we have talented individuals with the capabilities,  drive and necessary values and behaviours required for the future.  

Whilst HEIW’s national remit is to support succession plans for tier 1 – 3 roles, it is the responsibility for individual organisations to manage their succession plans for those in tiers 4 and below.  Therefore, HEIW has this responsibility and the annual values based Performance Appraisal and Development (PADR) review process helps to identify how employees feel about their current role and whether or not they feel ready to be challenged and take the next step in their career.  It also asks employees to reflect on what assistance they require from their line manager and the organisation to develop and take the next step.  Collation of the information in this document supports the organisation to identify potential successors who are ready to step up now and those who feel they need some time to develop.  This information can help inform the development of the organisation’s talent and succession plan.

To support employees to be able to progress in their careers and enable robust succession plans, HEIW offers numerous development opportunities to staff including secondments, shadowing opportunities and internal and external training opportunities.  The People Team are currently working on the development of an aspiring and current managers training programme, to develop talent that suits the needs of the business and is underpinned by HEIW’s values and behaviours (HEIW, 2018) and compassionate leadership principles (HEIW, 2021).

It is clear that HEIW is playing a significant role in succession plans both internally and externally, making use of a broad range of opportunities to ensure there is a talented pipeline of individuals available to fill the roles required in the future. 

Review of statistics for recent leavers within HEIW
HEIW has a rolling turnover rate of 7.5% (HEIW, 2021a) considerably lower than the average UK turnover rate of 15% (Monster, 2021).  Review of leavers data between Oct 2018 and March 2021 revealed 82 leavers, 65 of whom were from the Medical Directorate.  55 of these formed part of the TUPE transfer that occurred in 2018, where three legacy organisations were brought together to form HEIW.  Interesting, of these 55, only 12 left the organisation to work in another NHS organisation, likely reflecting the difference in terms and conditions of the Medical Deanery and the NHS.  There have been comments received from staff that gaining a promotion within HEIW results in inferior terms and conditions, with less annual leave and less pay for more responsibility.  Therefore, not only is HEIW losing these employees, NHS Wales is.  

Unfortunately, HEIW are unable to offer superior employment packages due to its terms and conditions of employment, so for individuals who see salary as the most important factor, unfortunately we will not be able to retain these individuals.  However, with research from Harvard Business Review (Achor, et al, 2018) stating that 9 out of 10 people prefer a role with meaning compared to a high salary, there is value in HEIW working on it organisational culture and any non-monetary benefits they can offer.  

One of HEIW’s main priorities since formation has been its organisational culture.  They have implemented many initiatives to support this, including a Culture Group which consists of members of staff from different departments and levels with the aim to discuss cultural barriers experienced by TUPE staff and those joining HEIW as new employees.  The organisation is also exploring ways in which it can support what the CIPD (2020b) refers to as “good work” to enhance its organisational culture including offering vast opportunities for development both within individual roles and in a broader sense, promoting healthy working relationships through staff engagement and offering a good work life balance.  These are all positive steps the organisation is taking and should continue to build on to enhance HEIW’s brand, organisational positioning against other NHS organisations and employment offering.   

There have been 12 individuals who have left HEIW between October 2018 and March 2021 as a promotional move.  This demonstrates one of the negative impacts of having a high retention rate, with less opportunities for internal promotion, meaning employees need to leave the organisation to progress their careers.  

Finally, the most significant observation from reviewing this data is that for 35% of leavers, the reason for leaving has not been identified.  There is therefore value in the organisation being proactive and developing a more robust exit interview process to enable the organisation to collect more reliable data which can help inform future retention strategies, particularly if the turnover rate was to significantly increase.  
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