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1. 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.
In April 2020, I had a discussion with my line manager over MS Teams to discuss the Association’s approach to succession planning. The purpose of succession planning is to allow an organisation to use their internal resources by developing their potential and ability to be used for other vacant roles, predominately senior roles (Wilkinson and Taylor 2016). This would suggest that the organisation would have the resources to promote current employees, implement secondments and lower cost of external recruitment. My line manager confirmed that the Association does not have a formal succession plan in place but we do suggest that the development of employees is discussed at all performance meetings, especially their annual appraisal. 
She shared that employee culture over the years has changed from specific employees being targeted and considered to be ‘favourites’ for specific roles and given the opportunity to develop to fulfil the needs of the organisation to all employees being communicated with upcoming opportunities and if it would be relatable to their own role. 
As part of our updated performance meetings policy, 6 performance meetings are to be held each year with one being replaced as the annual appraisal. From October – January, appraisal meetings are held which begin with the Chief Executive and cascade through the hierarchical levels of employees. This allows organisational goals to be passed down and demonstrates that all employees will be contributing towards the growth and success of the business. By arranging the meetings between these months, it ensures that every meeting is held prior to budget approval in March. I would gather information from appraisal meetings of training courses, shadowing, coaching and mentoring etc requested, continued professional development suggestions and put into a spreadsheet of possible upcoming events during the year. We would have discussions with line managers of any suggestions that had been made that did not meet the requirements of their role and suggest that the Association would not be able to support their personal development in that area. 
We can also gather information from potential further development that’s required from conducting post-training evaluation forms with employees that have attended a training course. This can gather evidence of how useful the training would be to other employees, the success of the training to the current employee and its effectiveness on their current role. 
In the past, my line manager confirmed that restructures have been held for positions that were no longer suitable for the future alignment of the organisation and redundancy procedures were held prior to a restructure (Secker 2020). 
From the organisations perspective, they believe that it is important to continuously develop their employees as it builds their skills and knowledge, increases their talent pool and increases employee engagement by having an Association which contributes to their own personal growth and ambitions. Our Learning and Development Policy and Strategy includes a vast amount of routes which are available to develop employees i.e. training courses, coaching, shadowing. We also understand that not all vacancies will be applicable to current employees and perspective employees can provide new ideas and suggestions to move the organisation more forward. 

To agree which route is best, these can be agreed by line managers through performance meetings. Weeks contemplated that perspective employees from outside the organisation would be able to provide fresh insight and best practice suggestions for discussion but their lack of company knowledge and culture may oversee their potential benefit (Weeks 2020). 
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. 
Since April 2019, 12 employees have left the organisation. I have provided a detailed account of the leavers in the table below.
	Position
	Employment Start Date
	Employment End Date
	Reason for Ending
	Department

	Compliance & Asset Surveyor
	25/02/2019
	03/04/2019
	Resigned
	Operations

	Customer Services & Comms Manager
	18/06/2018
	15/05/2019
	Dismissed
	Operations

	Head of Housing Services
	04/06/2001
	04/06/2019
	Voluntary redundancy
	Operations

	Senior Support Worker
	16/07/2018
	13/09/2019
	Dismissed
	Care Homes

	Mental Health Support Worker
	01/01/2019
	05/10/2019
	Resigned
	Care Homes

	Mental Health Support Worker
	05/12/2017
	15/10/2019
	Resigned
	Care Homes

	Mental Health Support Worker
	10/12/2018
	20/10/2019
	Resigned
	Care Homes

	Mental Health Support Worker
	31/07/2017
	03/11/2019
	Resigned
	Care Homes

	Mental Health Support Worker
	28/02/2005
	08/11/2019
	Ill health retirement
	Care Homes

	Finance Assistant
	03/09/2018
	19/11/2019
	Resigned
	Corporate Resources

	Housing Officer 
	11/09/2019
	14/02/2020
	Resigned
	Operations

	Mental Health Support Worker
	13/01/2020
	14/02/2020
	Resigned
	Care Homes



Within the organisation, the Association has two departments – Operations and Corporate Resources. We are also landlords to two Care Homes for Adults with Mental Health Illnesses. It is noticeable in the table above 58% of our leavers came from the Care Homes. This is an ongoing concern within the Association and I had based my research report on the turnover of employees within Care Homes. The report had discovered that the care sector in Wales makes up 6% of the country’s workforce with between 80,000-90,000 employees (Social Care Wales 2018). The average salary for each worker was just under £17,000 a year, in comparison to an average annual salary of £27, 820 in Wales across all sectors (Welsh Government 2019). The Association have attempted to mitigate this concern by offering a salary above average and minimum wage. From exit interviews which were held, most employees had shared positives of working within the organisation i.e. extra benefits that were available to them, positive working relationships, but there wasn’t ability to progress as there were only two senior roles in the Care Home. According to Chirgwin, the sector needs to recruit nearly 130,000 staff members each year to replace those retiring and leaving for other roles, therefore, there are vast amounts of vacancies appearing that might be more suitable for our employees (2019). 

Thomas and Hatcher suggested that there were push and pull factors available that would cause an employee to terminate their contract of employment but there were factors that HR could introduced to control this level (2018).  In February 2020, the Office for National Statistics published their winter labour market report (2020). This demonstrated that 76.5% of the population aged 16-64 were in employment and suggest that we are in a tight labour market. Therefore, this would put more onus on the Association to consider their position in the labour market against competitors, benefits on offer and their employee branding approach. 

During the last year, the Association has been working to develop their monetary and non-monetary benefits i.e. flexible working, cost of living choices, health and wellbeing opportunities, learning and development etc (Taylor and Wilkinson 2016). This has allowed us to discover the current and future needs of our organisation and workforce, develop our talent pools and have internal opportunities through proactive succession planning. 
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. 
When discussing the areas that we use to uncover development needs i.e. performance meetings including appraisals we considered the fact that line managers might not be aware of the skills that are required from their employees to achieve organisational goals. At the moment, we predominately take the needs of the employee from information noted within their appraisals. 
I have discussed with my line manager to consider developing my communication skills and understanding of the resources available for employees to develop their skills. From this, I’d have the confidence to conduct meetings with line managers (following appraisals), to fully discuss the needs of the employee and question if their development requirements have been correctly identified against the organisation’s and personal goals. 

Leading on from this, the Association has primarily used external training courses as they’re basis to develop skills and knowledge. Moving forward, my line manager and I discussed the possibility to using a pro and con standard for each required area of development and also consider the preferred learning method for each employee. This would increase their interest and demonstrate that the association are willing to support them in more than one way.
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