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Talent planning, also known as workforce planning, is a process where organizations 
analyze their current workforce to identify any needs and gaps required at present and in the 
future. This process also ensures that organizational goals, plans, and strategical objectives 
are reached. According to the CIPD (2019a) it is in place to get “the right number of people 
with the right skills employed in the right place at the right time, at the right costs and on the 
right contract to deliver an organisation’s short and long term objectives.” 
Since the merger in 2017, both Coleg Ceredigion and Coleg Sir Gar have adopted and 
follow the same policies and procedures to ensure harmonization amongst the 7 campuses 
and staff. 
 
Coleg Ceredigion (CC) adopt a formal approach to talent planning, although there are 
informal elements to the procedure.  
 
Succession Planning 
Following a discussion with the Teaching and Learning Manager via Google Meet (Evidence 
1.1 and 1.2) I was able to obtain further information on how succession planning is rolled out 
at the college. Developing employees to the best of their abilities whilst aligning their 
personal ambitions with the organisational goals is key. This is supported by the extended 
pathways that the teaching and learning team manage. All new employees or newly qualified 
lecturers are required to commence the pathways. There are 4 stages each with their own 
set of criteria (Evidence 1.3) and employees work their way through. This process 
encourages open, honest and appraisal like discussions to ensure the employees can 
progress in the way they wish. The pathway is embedded during recruitment; the interview 
observation stage invites members of the teaching and learning team to observe the 
candidates. The observation scoring form has recently been redesigned to ensure that the 
candidates align with the college’s pathway (Evidence 1.4). Despite this formal process 
being mandatory for all new employers, the mentoring pathways are also available to 
existing employers. Staff can be referred by their line managers if concerns or gaps have 
been identified, or they can self-refer. It is optional to commence and complete the pathway 
if it is a self-referral, however, if a manager referral is not optional. This ensures all staff 
continue to develop themselves and their abilities.  
 
Following discussions with managers; a Faculty Manager and Head of Section I was able to 
identify how managers help develop current staff for promotions and managerial roles as 
well as what support is provided once they are appointed for the roles. The newly appointed 
head of section (evidence 1.5,1.6, 1.7 and 1.8) advised me that being a lecturer already 
provides you with strong leadership skills, as you are required manager and lead your class 
of learners. Therefore, even though the academic staff are equipped with management 
skills, managers and colleagues are always supportive and encouraging for everyone to 
further develop themselves and to attend relevant training events, such as the leadership 
and management and 360 degree management courses. CC greatly believes in continuous 
development of employees; this benefits the college in having highly skilled and 
qualifications, but also helps the employees reach their desired goals. Many employees who 
inspire to become managers are involved in supervising programmes such as, becoming 
lead internal verification or principal markers for awarding bodies as well as completing 
masters and other open University courses; usually supported and funded by the college.  
This backing gives staff the encouragement and belief that they can develop their career, 
providing they have the correct skills to do so. Subordinates are also expected to undertake 
some duties of the line manager when they are off site to fulfill other management 
responsibilities, calling upon them for various matters. This requires line managers to equip 
their staff with the appropriate skills to 
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complete their own work as well as the work of senior managers. They are given great 
support and mentoring; having daily meetings to share practices and information to make 
sure all managers are update with any changes. 
The HR department keeps record of all employee’s CPD records. This is used when 
addressing any gaps and identifying any training, coaching, or mentoring that needs to be 
implemented (Taylor, 2016). The college always attempts to refresh the team by holding 
graduate residency schemes; despite this scheme being voluntary, it offers a great 
foundation for candidates starting out as well as the college selecting students on the PGCE 
course to gain their teaching experience by teaching on in house courses (Coleg Ceredigion, 
2020). 
 
Recruitment and Selection 
Once an employee has informed their line manager and HR that they are leaving, or as soon 
as a manager wants to advertise a vacancy, an approval must first come from the Executive 
Team. Once a decision has been decided, it is then down to the line manager of the post to 
write a job pack, including all essential and desirable skills, experience and attributes 
required to fulfill the vacancy. The job description and person specification are used as the 
criteria for short listing (Evidence 1.9) and the interview process is based on the panel 
scoring on the candidates’ performance (Evidence1.10). 
 
Vacancies are always advertised on the same job boards, however, exceptions can be made 
for certain vacancies, such as, any recruitment for the working farm at the Gelli Aur campus 
are advertised in the farmers weekly.  
 
Once the closing date has been, the interview panel shortlist the following day and 
interviews are scheduled as soon as possible. All interviews require candidates to participate 
in tasks relevant to their role followed by formal interview question. Once a decision has 
been made, the successful candidate is contacted, and the process of DBS checks begin. All 
unsuccessful candidates are also contacted by phone or email. 
 
Sickness, retirement, and redundancies 
When lecturing staff are absent, part-time casual lectures with relevant skills and 
qualifications are asked to cover and a part-time contract is raised for payment. From 
experience we have awareness of which part-time casual has what qualifications; asking the 
lecturers with the alike qualifications to cover the classes. This ensures consistency for the 
class as they have the same supply lecturer and do not miss out on lessons. However, there 
is no formal talent pool with the names and skills of CC employees but there is a focus on 
addressing skill gaps but retraining existing staff or employing new casual lecturers. 
When employees decide to leave there are procedures that managers follow. Since 2006 it 
has become unlawful to disadvantage someone because of their age (CIPD, 2019b), and 
CC have an aging workforce (Evidence 1.11) meaning managers have had little experience 
in managing retirement. However, for employees who do leave because of retirement, or 
more often through resignations, line managers have an open discussion with that member 
of staff to establish a timescale of when they are leaving and therefore a plan can be put in 
place to arrange smooth an effective handover to avoid disruption for students.  
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CC record and monitor internal and external information in various ways. Within the HR 
function, the recruitment and turnover figures are obtained. Turnover statistics (Evidence 
1.12) allows us to monitor the number of employees leave the organisation, and for what 
reason. Knowing why staff decide to leave, allow us to frame an effective recruitment and 
retention practice; hoping to avoid the right people from leaving the organisation (CIPD, 
2019b). As well as turnover rates, CC monitors the amount of internal and external 
vacancies. The college claims to promote internally over externally, only when appropriate 
(Coleg Ceredigion, 2019), which is shown by the number of internal staff that were promoted 
over external candidates in academic year 2018-2019 (Evidence 1.13). 
 
The skills, capabilities and attitudes are audited to ensure the employees of the college are 
provided with the appropriate abilities to undertake their roles, whether that is as an 
academic member of staff, business support, or management. There is no formal talent pool 
developed at the college, however the HR department record staff development records. On 
the request of the employee or manager, we can provide individual records (Evidence 1.14). 
Documenting these records, ensures that CC recruit the correct people, and can put 
measures in place to reduce any gaps that are identified. This also, allows individuals to 
meet their own goals and objectives, increasing motivation, engagement, and workplace 
satisfaction (ACAS, 2019). Meeting individual goals lead to departmental achievement, 
aligning with overall organisational objectives.  
 
Another way CC analyses information that assess the people and sills need of the college is 
by holding biannual appraisals through the staff intranet (Evidence 1.15). Appraisals give 
employees the opportunity to voice their personal objectives, requesting for training in 
specific areas; also enabling line managers to identify any improvements needs  
The external information held at CC in relation to the organizations skills and needs is by 
assessing the current labor market. We are currently in a loose labor market which gives the 
college greater advantage and control. A loose labour market means the number of 
unemployed and job seekers is higher than the number of available vacancies (Wilkinson 
and Taylor, 2016).  
 
The labor market identifies how recruitment and retention should be carried out to align with 
organisational strategies (CIPD, 2019c). One of the many sources of labor include graduates 
and post school leavers. As a college our competitors are schools with sixth forms; 
therefore, to attract and encourage school leavers to enroll on courses at CC, lecturers 
attend ‘Have a go’ sessions at schools where school pupils can try different activities to get a 
flavor of what that course would entail (Evidence 1.16).  
 
Employers can no longer retire employees; however, retirement impacts on the tight labour 
market and the ageing workforce is becoming an HR trend. As shown in evidence 1.11, CC 
monitor the number of employees that fall into specific age categories to allow effective 
preparation for succession planning.  
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It is important that organisations follow best practice when planning activities to ensure the 
aim of reaching individual and organisational goals and capabilities are met (CIPD, 2020). 
 
The college heavily supports workforce planning for the academic staff; the formal mentoring 
and extended pathway process has proven effective in ensuring the correct people are 
appointed following recruitment. Having the organisations planning and strategies embedded 
in the interview criteria helps the college in appointing candidates who align their own goals 
with those of the organisation. The pathway also molds the staff to be equipped with the 
appropriate skills required to be successful within their roles.  
 
The effective appraisal system is a great contributing factor to planning. During appraisals, 
employees can advise their line managers on where they wish to take their career; this gives 
the manager an idea on how to succession plan for the future. 
 
However, there does seem to be lack of support for staff during the second and third stages 
of the extended pathways as well as lack of process for business support. This negatively 
impacts on how the college can plan activities and address potential needs within that area. 
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Despite the college using elements of talent planning in their approach, there are ways that 
this practice could be enhanced.  
 
Firstly, this could be improved by ensuring the college’s values and behaviors (Evidence 2.1) 
are written within the job description and person specification pack. This ensures that 
candidates can self-select against what the organisation believes and deciding whether their 
own values and behaviors align with those of the college ((Wilkinson and Taylor, 2016). This 
will also reduce the amount of unsatisfactory application, reducing the time taken during the 
shortlisting process. 
 
Another recommendation would be to implement competency framework as an approach at 
CC. Rankin (2008a) advises that competency frameworks should be used as an alternative 
to person specifications, if not as an additional document. Competency frameworks can be 
either generic to an organisation or specific to job roles; the factors identified as 
competencies support the recruitment process by insuring the correct people with the correct 
skills, experience and qualifications are appointed.  
 
Calculating the cost of turnover is a starting point of the process to manage and improve 
retention rates (Taylor, 2014). CC monitor the number of leavers there are per academic 
year and the reasons why, through exit interviews. However, there is no calculation of the 
indirect cost turnover has on the organisation. Indirect costs such as the administrative work 
involved in terminating the employee and then opening a new recruitment process and 
advertising, interviewing, requesting references, inputting onto the payroll system, and 
issuing contracts. Also. the time lost when asking a panel of managers to attend for interview 
is not an efficient use of their time when they are required to work on greater and more 
strategical matters. As well as the inefficient use of administrative duties, the frequent 
turnover of staff can also reduce staff morale and productivity, which effects the performance 
and output of work. Therefore, it would be a recommendation for the college to monitor the 
indirect costs of the turnover rates.  
 
Finally, even though the HR function at the college conduct exit interviews (Evidence 2.2) 
with all employees; a member of the HR department will meet with the member of staff that 
is leaving and will have an honest question and answer session. Any matters or suggestions 
raised during the interview are always feedback to line managers (Evidence 2.3) they do not 
always implement or consider the changes. Not making the changes to the issues raised, 
could be a crucial factor in preventing employees from leaving. Therefore, it would be 
advised to chase up managers to request that they make the changes where appropriate; 
hopefully preventing employees from leaving in the future due to the same matter and 
showing the workforce that employees have a voice (CIPD, 2020). 
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Competency Frameworks define what skills or competencies an individual or a specific role 
must have in an organisation (CIPD, 2020). The decision to introduce competency 
frameworks to the college was based on the need to only recruit the appropriate people for 
vacancies at the college, also ensuring that the organisation is fully equipped with the best 
skills; aligning with the college’s behaviours, performance and strategies (Coleg Ceredigion, 
2020). The frameworks will also be used for job descriptions and person specifications whilst 
taking into consideration current and future needs of the college. Role analysis help design 
the frameworks used for recruitment and selection and ensuring the competency-based 
interviews are structured to support the competencies stated in the specifications (Armstrong 
and Taylor, 2014). 
 
The development of the competency frameworks was worked on by specific members of the 
HR team, Executive Director of HR, HR advisor and Assistant HR Officers. The 
commencement of the project began with self-researching further into competency 
frameworks and having discussions on how to proceed with process of introducing 
competency frameworks to the organisation. I was asked to assist with the implementation 
by gathering job descriptions and personal specifications, as well as having conversations 
with specific managers, which enabled me to develop competency frameworks alongside by 
colleagues and counterparts at Coleg Sir Gar (Evidence 3.1) 
 
Coleg Ceredigion have no internal policies or legislations which support competency 
frameworks, due to the lack of using the frameworks until the recently devised project. 
However, I was able to conduct my own research and benchmark to gain a better 
understanding of the various legislations similar organisation’s use in association to 
competency frameworks. I was able to take information from the Department for Education’s 
Competency Framework for Governance (2017), whose legislation is aimed at schools in 
England, however, the strategy and principles enclosed are something that Coleg 
Ceredigion can take into consideration (Evidence 3.2). Competency frameworks will 
increase organisation and cultural awareness, as well as enhancing understanding of HR 
policies and procedures and their importance (Armstrong, 2006). 
 
To implement competency frameworks in line with best practice, Armstrong and Taylor 
(2014) suggests following 10 steps. The first step is to establish a need and rationale for the 
frameworks and understand the benefits of doing so, this is followed by involvement and 
communication from employees and managers to help with the designing of the framework. 
The third and fourth step surrounds the designing of the framework; getting the project team 
together to research and benchmark ideas and writing clear, unbiased definitions of 
competency frameworks. It is important to define exactly how the frameworks are intended 
to be used before testing the framework with managers and employees to gain their reaction 
and understanding. Once the feedback has been obtained, any amendments need to be 
made before the framework is communicated to the workforce. It’s important that line 
managers and HR receive appropriate training on the frameworks. Finally, evaluating and 
monitoring the frameworks is an important step in understanding the effectiveness of the 
frameworks. 
 
When implementing a new strategy, it’s important to clarify a timescale to work within to 
ensure every individual of the project team works towards the same goal and finishes their 



26 
 

tasks in timely manner to prevent any delays or obstruction. A good way of monitoring your 
progress is by creating and abiding by a Gantt chart. Gannt charts are often used during 
project management to display activities against the time scale. I was able to assist 
effectively to the project by completing my individual tasks in time to work closely with my 
colleagues to submit and implement the competency framework (Evidence 3.3). Usually any 
news or information is shared with the staff in face to face meetings, therefore the 
competency frameworks were communicated via the weekly Tuesday staff briefings, with the 
opportunity to speak with their line managers and HR should there be further queries.  
 
Due to the current circumstances we were unable to offer any training, however this will be 
something that the department can develop once face to face working is allowed. The final 
step of the Gantt chart was to monitor and evaluate the effectiveness of the framework. As 
the competencies have only recently introduced, it is not possible to get an adequate 
reading; adding to this issue is the freeze on recruitment until lockdown and working 
restrictions are lifted. Once this has happened, we would be able to gain a more accurate 
result. 
 
Following the agreed Gannt chart in evidence 3.3 I was able to contribute to the task in an 
agreed and timely manner. Job analysis questions were developed and formed as 
questionnaires, as well as interview questions (Evidence 3.4 and 3.5), which were sent out 
to employees of the college to complete and return to me (Evidence 3.6). The answers 
gathered enabled me to work with my colleagues to combine the answers and form the 
competency framework (Evidence 3.7). I also received an email from a senior HR colleague 
thanking me for my contribution to this process; confirming I had an effective input to the 
plan (Evidence 3.8). 
 
Once the competency framework was created by the team, we firstly presented the 
document to the Executive Director of HR who then took the framework into an Executive 
board meeting for discussion (Evidence 3.9). Before any new strategy can be implemented it 
must first meet the requirements and expectations of the Executive team. It is clear from 
evidence 3.9 that this was approved by the Executive members and HR were given authority 
to implement the effective competency framework moving forward. 
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