On the job training:

1) Evaluate Chwarae Teg’s approach to succession planning

I met with my line manager and we discussed what Chwarae Teg’s approach to succession planning is. Succession planning refers to a group of activities that aim to ensure that at any time an organisation has sufficient numbers of people with the ability, knowledge, personal attributes and experience necessary to step into roles at the next level when they become vacant (Taylor and Woodhams, 2016). 

There are two important points about Chwarae Teg that impact upon its succession planning: -

Firstly, Chwarae Teg has a relatively flat structure. (See attached organisational chart).  Within this flat structure there are very few managerial roles. Karaveli and Hall (2003) assert that a flat structure goes against the traditional view of someone ‘stepping up’ to replace someone. A flatter structure doesn’t prepare roles, but rather allows organisations to put in place processes that seek to identify and develop pools of talented individuals who can assume a variety of unknown future positions. Within Chwarae Teg this is certainly the case, with a focus on more agile processes that are built around a core set of leadership competencies that drive all assessment, development, and selection decisions. When a role becomes available it is open to all staff to apply. 

Secondly, Chwarae Teg is a registered charity and has sources of funding from a variety of sources. As a result of this different teams/departments are on different contracts; some are on fixed-term, others project specific contracts. This means restructuring tends to take place when funding expands or contracts and more/fewer staff are required. As, such when projects end/begin, there is a natural turnover of staff.

The people team within Chwarae Teg reviewed succession planning and career development in January 2019 and recommended the following specific actions be implemented:

· Carry out a skills audit of all employees to identify capabilities and skills gaps within the organisation. This presents an opportunity for employees to fulfil potential. Identifies a talent pipeline and creates opportunities for progression.

· Encourage job shadowing/rotation to gain understanding of colleagues’ roles. This will increase opportunities for progression/promotion and improve retention.

· Encourage employees looking for advancement to explore additional opportunities to widen their business experience through secondments/volunteering or Trusteeships. This will increase opportunities for progression/promotion and reduce attrition from voluntary leavers. 

· Implement an internal mentoring programme to support the development of employees within their roles. This will provide increased opportunities for progression/promotion and aid succession planning.

· Create a career development/progression pathway so employees can plan their development in line with career aspirations. This will provide increased opportunities for progression/promotion and aid succession planning.

Whilst these activities are in in place, there is no defined pathway for succession. Rather succession planning is focused on the individual wanting to develop their own skills, in readiness for any promotional opportunities that may arise. This comes from the appraisal process. There is equality and fairness in the process as everyone has the same access to learning and development opportunities, such as mentoring, volunteering and identifying suitable training (CIPD, 2020). 
[bookmark: _GoBack]

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. 


Looking at the data for the quarter January 2020 – April 2020, the following was found:

Total Staff: 87
Leavers: 7

Of these seven, 5 were voluntary, the other two went on maternity leave.

5 Voluntary – all female, aged between 30 and 60. Two were from the Engagement Team, one from the Business Team and two from the Women’s Team.

A review of the data showed that in the previous quarter, there were no leavers and in the three quarters preceding this, two left voluntarily with three leaving to go on maternity. The HR department feeds this information to the board in a monthly report and this quarters figures have been discussed at length.  Chwarae Teg has always prided itself as being an ‘employer of choice’ (Taylor and Woodhams, 2016). Whilst being in the third sector (a charity) pay is relatively high and employees are treated well, with benefits including agile working, pensions and learning opportunities. 

When anyone leaves the organisation, exit interviews are carried out. The interview highlights their reasons for leaving, factors that might have encouraged them to stay and improvements that could have been made by Chwarae Teg were discussed (CIPD, 2019).  The exit interviews are part of a wider strategy for exploring staff well-being and sit alongside an annual staff satisfaction survey and the work done on employee wellbeing by the Employer Forum. 

Clearly such a spike in voluntary leavers needs to be explained and the outcomes from the exit interviews highlighted a specific issue. 

Delivery roles
The five leavers were all part of European funded projects, working in delivery roles, which are due to be restructured due to a change in finding in July 2020. This restructuring will mean redundancies with the engagement tea, business team and women’s team, being reduced in numbers. All staff in these teams have been communicated with about the restructuring and reminded that they are on fixed contracts with a specific end date to coincide with project end.  The exit interviews highlighted that each person knew their contract was coming to an end and they felt unconfident about their role moving forward. Each person left to another job in another organisation, which offered them longer-term security for themselves and their families. The exit interviews discussed rates of pay, benefits and working conditions and none of the leavers stated that these were areas that forced them to leave. Indeeed, all leavers stated leaving was a difficult decision because they felt that they would be sacrificing flexibility for stability. 

Outcomes
In terms of reviewing retention strategies the following has been suggested:

Better planning – Whilst all individuals working on specific projects know they are on fixed-term contracts the date of the imminent restructure took individuals and teams by surprise in terms of how quickly it came around. Potential changes needs to be highlighted a year before, with open and honest communications. Whist there are no positions available to move people into support should be given to individuals and teams earlier on in the process. This can include identifying learning and development opportunities, helping prepare for job seeking and welfare support. 

Fixed vs permanent contract – There is anecdotal tension between departments who are on fixed contracts and those on permanent ones. We are supposed to be ‘one Chwarae Teg’ but there is a perception that those delivering on EU projects bring the money in, to be supported by permanent contract colleagues who keep their jobs. Whist this is not the case (redundancies affect all teams and staff) more can be done to stop silo working, including better communication and a more open and transparent process about re-structuring. 



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).

In discussions with my line manager we reviewed my progress and HR knowledge in line with the CIPD discussion Map. 

It has been agreed that I need to do more in the following areas:

1) Help managers within the organisation to identify the skills and capabilities within their teams to deliver current and future needs. 
In order to do this I will work closer with the different teams within the organisation. I have developed a presentation about Learning and Development and will present this to the heads of the different teams to ensure that we are identifying the talent and are offering the same learning and development opportunities to each individual across all teams. With this I will be able to provide advice and make recommendations to managers about when to resource externally or use internal talent to build short- term capability. 

2) Test the external market to ascertain levels of available talent, what it will take to attract them and how to source (social and professional media, search, press etc.). 
Firstly, I will work closer with the marketing team and review our current employer brand. What this looks like from both an internal and an external point of view.   We will carry out a review of our current recruitment activities to determine where we could potentially be advertising.
Secondly, I will explore better communication and closer relationships with universities, communities and Welsh Government to ensure we are searching for talent in the right places and understand competitors and the talent pipeline. This can then lead to the creation of a talent management plan which can build a diverse source of required talent to fill medium-to long-term needs of Chwarae Teg. 

A workplan has been implemented for how I can achieve this and it will be reviewed every two months by myself and my line manager. 
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