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Module Name:  On the job training – Resource and Talent Planning 

1a.	Meet with your line manager or other relevant person to thoroughly understand how your organisation’s approach to succession planning has changed. If possible, attend a succession planning meeting or discussion.   
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As the majority of our succession planning is very reactive and short term rather than being strategic (CIPD, 2018) I met with my line manager to understand if our approach had changed over the years given that his employment span a period of mass expansion.  As we discussed the topic it was clear that historically we had not planned for succession by ‘’identifying and developing potential future leaders, senior managers and individuals’’ (CIPD, 2019) and we still, with few exceptions, failed to adopted this approach, risking both stability and continuity when considering succession planning.    (Forbes, 2020)  Another area which had also remained the same was our preference, as an organisation, to promote from within.  Whilst there are numerous benefits, including developing emerging talent we both agreed that on occasion we had potentially missed opportunities to introduce alternative ways of thinking and increase our diversity. (ibid) 
We both agreed that the current Head of Operations appeared to consider succession planning more although again there was no formal planning or systems in place with many decisions relying on managerial judgement.   (Stainer, 1971)  My line manager said that whilst the organisation still had a very informal approach he felt that there had been more of a ‘collaborative’ approach (CIPD, 2019) to succession planning in recent years, more so since I had joined the Company as I had often provided objectivity to managers opinions around who should be consider for promotion.  He commented that operational staff were now proactively engaging with HR whereas before this had not happened.   I agreed, highlighting my involvement in a number of meetings with the Head of Operations and his team to discuss promotions and development.   I identified that our approach was fairly traditional, identifying a single person to fill a future role and that the more modern approach would be to identify a pool of people who could develop and progress into a number of different roles. (Forbes, 2020) My line manager agreed and said that this approach had not changed since he had been with the Company, however given that there are limited opportunities for promotion perhaps this approach would provide some form of development for people and bring a greater flexibility to the table.  I agreed outlining that many of our young middle managers, were millennials and a typical trait of theirs the need for development and progression (Adkins & Rigoni, 2016)   so this may be beneficial. 
In summary, the organisational approach has not significantly changed over the past 10 years with a very much informal and reactive approach still in place.  There has been some developments and a more collaborative approach,  however in order to provide long term stability for the organisation and development opportunities for the staff a more structured and planned approach should be adopted utilising relevant data (SHRM, na) and contingency scenario planning. (Forbes, 2020)
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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 relevant to your organisation. 
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As an organisation we do not carry out formal exit interviews so there is no data collected which clearly identifies reasons for departure, making it difficult to track.  (Spain & Groysberg, 2016) However, due to a relatively small workforce HR frequently knows the reason for leaving.  Discounting those leavers on fixed term contracts the following can be identified for leavers over the past year:
	Reason for leaving
	Number of People

	Returned to EU
	11

	Ill Health
	7

	New job
	5

	Refused flexibility
	4

	Failed probation
	4

	Personal reasons
	3

	Job was not what was expected
	2

	Relocated with family
	2

	Dismissed
	2

	Unhappy with Mgr
	1



No strong pattern was identified relating to the demographic of leavers with ages ranging from early 20’s to late 50’s, however more younger people left than older.  This however, is a reflection of our workforce demographic.   The majority of the older leavers were from the EU and were returning to their families with some younger people returning due to the uncertainty of Brexit. The majority of younger people left due to finding a new job, refused flexibility, failed probation/dismissal or personal reasons.   
The majority of those that left due to ill health were suffering from some form of mental health issues and all of those that left due to refused flexibility had childcare issues that could not be accommodated within their roles.
All of the leavers were from the Production departments, which paid NLW with employees often required to work long shifts carrying out very manual work, with limited progression opportunities. Something that is key to a millennial workforce. (Adkins & Rigioni, 2016) In comparison other departments pay higher rates due to different job roles, have relatively set shift patterns and there is a perception that the job is easier this may explain the higher levels of turnover in Production. 
With these limited findings in mind there are some considerations that could be made to improve retention within the business:
1.	Introduce Exit interviews to assist with development of retention strategies; (Spain & Groysberg, 2016)
2.	Retention of EU nationals –Proactively understand why people are return to their home countries to establish support mechanisms which may encourage them to remain in the UK ie providing information on the Settlement Schemes and setting up designated workstations to help people apply.  (Haycock, 2018)
3.	Mental Health – 1 in 5 people suffer from mental health problems with many losing their jobs. (Centre for Mental Health, 2020)  This combined with associated absence, cost UK businesses up to £35 billion last year. (ibid)  We need to proactively manage mental health by promoting wellbeing and providing more support ,(ACAS, na) putting in place procedures to implement earlier intervention to reduce absence/attrition;
4.	Financial reward – Pay is a ‘hygiene’ factor and not a sustainable means of engagement/retention (Mullins & Christy, 2013) but further investigation should be made into the impact of a low wage on turnover figures;
5.	Flexible working can retain talent.  (Webber, 2018) It is recommended that the company review their approach and consider the benefits  of ‘temporal flexibility’ within the workforce. (CIPD, 2018) A collaborative approach, backed by senior managers is vital (CIPD, 2019a) considering the change in mindset needed. 
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3.	Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement (for example delivering training on the topic/coaching line managers). Record your discussion (300 words approximately).
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During the discussions with my manager I said that I had not really understood the full extent and benefits of effective resource and talent planning, whilst I had heard the phrase, I did not fully understand what it meant.  However, when viewing details of resource and talent planning within the CIPD profession map (CIPD, 2013) it was evident with a few exceptions I was already working at Band 2 Level with some of the Band 3 requirements also being fulfilled particularly in relation to ‘building third party relationships’ and working with managers to ensure ‘new starters and transitioning employees undergo appropriate and supporting induction’ (CIPD, 2013).  This was something that was reassuring to me and increased my confidence in this area.
In order to develop further I feel I need to embrace workforce planning with a more strategic view, however I highlighted to my manager that without clear organisational goals and involvement in planning on new projects at a relatively early stage creating a strategic plan would be more difficult.  He acknowledged this advising that he would involve me as early as he could in any new developments that he believed would have an impact to workforce planning.  
As many of the decisions made in relation to workforce planning are made using managerial judgement, I feel that I need to develop myself more as an evidence-based practitioner (CIPD, 2019) in this area, in order to support and guide opinion with organisational data.  In the first instance this would involve analyse of HR metrics that support workforce planning such as demographic and skills analysis. In order to do this effectively I would benefit from further reading into best practise in this area and this will also assist me develop a more strategic approach. 
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