Module Name: Understanding Resourcing and Talent Planning– 5KRTP – I1K1001
Report Title: On the Job Training Records – Understanding Resourcing and Talent Planning. 

Student Name: Sarah Measday
Student Number:- 1910137
CIPD Member Number:- 55478518
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: 
[image: ]
Date: 

































Part 1 --- Brief 

Meet with 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.
500 words


Meeting – I met with Christine my line manager on a Teams Call, as due to the Pandemic we are still unable to conduct face-to-face meetings at present. We discussed what currently happens within Swansea Council and The Service Centre where I am currently working. The service centre is made up of the helpdesk team, workforce – analytical, recruitment and change team, payroll and also accounts receivable and payable teams. I work in the Workforce Team and am currently in the Recruitment and Change section. 

Christine explained that current succession planning for the higher paid roles would probably follow the more traditional method as outlined in the CIPD factsheet on succession planning. Individuals would probably be identified to fill senior roles within the organisation as a whole and would be trained and developed to take over a role should the need arise. Lower paid roles do not usually have calculated succession plans but Christine explained as a manager that she would look for potential in her staff to be able to take over the higher paid supervisory roles should the need arise. She would also discuss in 1-1’s with the team what training they would like / need and what the future for them is. In other words ascertain if they want to remain in a grade 5 role or whether they have aspiration to climb the ladder, therefore identifying future talent. 

We have also conducted some workforce planning workshops in specific directorates of the council. I attended one with the Resources directorate prior to the pandemic in Jan 2020. Here we looked at the current employees of each area of the directorate, focusing on the age demographics’ to highlight the need for more succession planning. It was noted that there were within the service centre team, a higher number of managers in the Age 55+ who could be looking to retirement in the next 5-10years. These workshops are designed to highlight the need for forward thinking and the development of your employees. The council would rather recruit from within than go out to advert which has further costs, they would also like to use the talent that they have trained and employees who have knowledge already.

As a council when a position does become available, we are duty bound to advertise the job, even if it is ring fenced and not formally advertised. Any such jobs are also advertised to those seeking redeployment or perhaps are under threat of redundancy. Despite perhaps having someone in mind for a role, or a succession plan in place, this does not mean that the role is yours as we have to be fair in giving access to all. In other words, although there is a succession plan, you will still need to apply for the posts and meet the criteria. If there is more than one interested party in the role then you will also need to competitively interview for the post.

Christine explained that this understanding has been her understanding of succession planning for some time and that this has not really changed since she has been in a manger role. Christine also stated that workforce planning is somewhat sporadic in terms of there should be more workshops like I have described above and that the future needs of the business should be more frequently talked about. A once a year workshop is not enough.


Part 2 - Brief 

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.  500 words

Response

I asked the Workforce Data Team to produce a report on Leavers for the last year for analysis. The total leaver for 2020-21 were 318, this covers the 3 Council Directorates of Place, Resources and Social Services, but excludes the Education department as reasons for leaving are not always logged on the system in the same way for schools. 
The vast majority of leavers during this period– 130 in total were due to resignation to take up new employment elsewhere. Whilst Exit forms are issued it would be hard to determine the reasons for the resignation as the vast majority of Exit forms aren’t completed and no HR analysis takes place. This is currently seen as a weakness within the council and something that HR are currently looking to address to improve data on reasons why people leave and to look at the retention rates. 
A further 55 persons resigned at 55+ and the vast majority of the reason for these resignations is that they are at age 55 and therefore able to access the pension and therefore are resigning to retire.  
A further 50 people also left employment due to the end of a Fixed term contract or temporary contract ending. Temporary or fixed term contracts are usually ended as the funding has run out or is no longer available. A number of these contracts over the past year have been those temporarily recruited to Track and Trace for the Covid-19 - Pandemic. Funding for this role came from the Welsh government and these contracts were offered on a short term 3 month basis. So the recruitment was on a demand level – high reported cases meant more advisors and tracers were needed but once figures fell for Covid-19 cases then fixed term contracts were ended as there was no longer enough work to support further employment. As cases rose again we needed to further recruit to these roles. So, TTP recruitment has kept us busy through the pandemic. 
  
We as a council had very few redundancies over the year
3 - Compulsory Redundancies 
3 - Voluntary Redundancies
7 - Early Retirement / Voluntary Redundancies 

These figures are perhaps a little less than normal as due to the pandemic many employees at risk have been redeployed into other areas such as track and trace. As we return to a more business as usual approach I believe we may see these figures increase slightly. Especially as working life has changed due to the pandemic and some are struggling with agile working, home working and the changes to job roles that have taken place. 

In order to look at retention more effectively we need to understand better the reason for leaving. The Exit form mentioned earlier would be an effective way to establish reasons. We are as already mentioned looking at ways that this can be guaranteed to be completed and also at a new way of analysis of those that are completed.
As a council our Terms and Conditions for contracts are nationally agreed and it would be difficult to change these terms in order to improve retention but on the whole the council itself offer’s good benefits to its employees such as:-
24 days holiday in the first 5 years of employment, 29 days in year 5-9 year and increasing again to 33 days a year after 10years service. In addition you will also get your statutory 8 Bank Holidays. 
A good pension package is also available.
Flexible working agreements are available to all workers this includes arrangements such Compressed Hrs, reduced hrs, career breaks etc.
The council has been looking over the past few years at increasing the agility of its workforce and reducing the need for large office spaces with more agile working and home working being made available. This of course has now become the norm as a consequence of the pandemic. Large amounts of people now work totally from home rather than an office, for some this is a great plus to their employment. 
We have recently appointed employees into track and trace who live as far away as Scotland. They are considered remote workers and all training was also provided remotely via Teams.
  
  


Part 3 - Brief

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.   300 words

I met with my Manager Christine again on a Teams Call. As due to the Pandemic we are unable to conduct face-to-face meetings at present. We discussed what we have been doing in this Resourcing and Talent Planning module.


Response

Whilst looking at the Profession Map it has been identified that Swansea Council has a clear Recruitment and Selection Policy in Place, and we also have what is called an Applicants Charter which outlines our promise to applicants during the application and selection process. 

All posts, once a Job Description has been drawn up are put through a Job Evaluation meeting to determine grading etc. This is undertaken at a JE Panel meeting held by HR and OD Advisors and also Business Partner’s on a fortnightly basis. If High demand they will meet weekly.   I have observed one of these sessions, but due to the pandemic it has not been possible to observe more. I work within the recruitment team so my role involves adding jobs to the Council website for advertisement, Closing application packs and sending to manager’s, receiving shortlisting’s for invite to interview letters to be sent out, receiving successful candidate information, sending out the appropriate new starter paperwork, requesting references and finally adding the new employees to the payroll system. I also deal with terminations and voluntary redundancy calculations. 

I have a good knowledge of all of the above processes and in order to move on Christine and I discussed the following. 
1. I would need more time to study the Job Evaluation process and also more time with the HR Advisors Team at Panel meetings to fully understand the process. It is hoped that this can be done following return to Business as Usual.
2. Learning Interview Skills. Christine noted that there was a training that I could access on recruitment and selection for manager’s on the “Manager’s Tool-Kit page of staff net” and this would cover the basis for any interview techniques, and requirements. HR rarely interview unless it is a role for the HR Advisors Team as they are the manager’s. Most interviewing is undertaken via Manager’s and Supervisors. The HR team would get involved if there was mass recruitment and we have seen this recently with Track and Trace recruitment for Contact Advisors and Tracers for the covid-19 pandemic. Where it was necessary to recruit 100 employees to work in the call centre alongside the NHS in a number of weeks. 
3. Learning further requirements for advising in redundancy cases. Again, I currently deal with Voluntary redundancies, gaining estimates from payroll and writing out to employees with these but pre assessment advice on the Business case remains with the HR Team. Again it is hoped that I can shadow one of the HR advisors team when Panel meets to assess business cases. This will help progression in this area and more knowledge in advising employees should the need arise.
4. [bookmark: _GoBack]In terms of Succession planning it is hoped that I would be able to attend more Workshops in other Resources as soon as Business as usual returns. This will increase my knowledge of Workforce and Succession Planning. 
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