Succession Planning 
Succession planning is an activity which involves identifying and growing talent with the intention of filling leadership and business critical roles in the future (CIPD, 2020). Within the supermarket Morrisons, there is a programme called Pathways, which aims to do just that. 
The Pathway programmes are designed to help people move through their career; they provide structured development and experience to get to the next level. Through annual performance reviews, talent spotting, and open communication with employees (Sage, 2020) an individual would attend a Pathways assessment day and if successful would be signed on to the programme which includes a 12-month placement as a manager alongside a structured leadership development training programme. If successful after the placement, they would be offered as permanent management position. 
In June 2020 there was a large restructure within the retail sector of the organisation with an aim of flattening the management hierarchy. Previously a store would be made up of:
Level 1 – Customer Assistants 
Level 2 – Team Managers 
Level 3 – Senior Manager 
Level 5 – General Manager 
My perception is that the Pathway programme from Level 1 colleague to Level 2 team manager was very successful, however the restructure removed the level 2 managers, resulting in a large jump from level 1 colleague to level 3 senior manager. The business identified this and in September 2020 introduced Pre-Pathway Learning, a 6-month instore programme supporting and developing talent ready for the Pathway assessment. The aim of the Pathway programmes is to have a pool full of talent ready for future vacancies, rather than focusing on a chosen few. (Wilkinson & Taylor, 2016, P.59) 
As part of the restructure, all senior managers became the same level. This allows movement between roles and provides the opportunity for growth. For example, as a level 3 people manager, I can move across into the level 3 operations manager role to grow in that area of the business, which sets the pathway to store manager, should that be my career plan. This allows for a transparent and clear development path. (Deloitte, 2018) As well as opportunities to move within roles, Morrisons also utilise high number of secondments for future business leaders to temporarily step in and gain experience in preparation for future development. This is similar to a strategy that Britannia Building Society used to address recruitment difficulties. (Personnel Today, 2004)
The impact of the pandemic on Morrisons was very different to other organisations. As an essential retailer the stores were allowed to remain open and as a result the 20/21 annual statement shows a £201 million profit. (Morrisons, 2021). However, the pandemic and the major increase in sales, came with challenges for activities like succession planning. It is safe to say that leadership development programmes very much fell to the waste side as face-to-face training was cancelled and getting through the day safely became the priority. As a result, my opinion is that the newly appointed level 3 managers were thrown in at the deep end and forced to sink or swim. The impact on this is now highlighted through capability concerns and a lack of talent coming through on the Pathways programmes meaning the business is unable to fulfil its aim of having a 70:30 ratio, whereby leadership roles are filled internally 70% of the time and externally for 30%. 
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Retention 
I have only been with Morrisons for the past 3 months, however, have already experienced a high turnover of level 1 customer assistants within my particular store. This seems to be the norm, with the retail industry known to have high employee turnover. The pandemic itself has led to a higher level of attrition with many employees only joining the company temporarily through lockdown and now returning to their previous roles as the country opens back up. (Personnel Today, 2020) 
Regardless of the impacts of the pandemic, I believe another reason for the high turnover is the inability to provide full time contracts. Customer patterns require flexible working times, therefore vacancies tend to be on smaller part time contracts which work for some people but not all. With job vacancies in the UK on the increase (ONS, 2021) I believe this is a barrier for the current attrition levels within Morrisons. 
During the Quarter 2 launch last week, the business laid out its intentions to really focus on creating careers at Morrisons, rather than just jobs. I think the investment and time into this will help attract and retain employees, however I would also make the following recommendations. 
Recommendations:
As alluded to previously, the Pathways programme is a great initiative to grow talent and support colleagues through career progression, however my findings would be that the programme is not advertised enough in stores. During a recent floor walk, I spoke to colleagues about their understanding of the programme and out of the 15 people I spoke to, only 2 people were aware of such programme. My recommendation would be to hold drop-in career sessions, where colleagues can review all the information about the programme and how it works, it is also a great opportunity to promote the craft apprenticeships which are also open to all colleagues. Another opportunity would be to use the notice boards to highlight the success of their fellow colleagues who have successfully passed the programme and are now in management level roles. 
Introduce a formal mentoring scheme which facilitates sessions between level 1 colleagues and managers. This will ensure retention remains on the agenda for line managers. (Thomas, 2019)
Utilise the colleague ‘Your Say’ forum and quarterly survey to really understand why people choose to stay with Morrisons and what would cause them to want to leave. (CIPD, 2021) 
Invest in Level 3 Manager capability and leadership development. Now that things are slowly beginning to return to normal, I would suggest that a refocus is put on this particular group. Research shows that engaged employees are more likely to stay with the organisation (People HR, 2019) and the fact that there is plenty of resource agreeing that line managers are crucial to employee engagement (Gallup, 2019; MacLeod & Clarke, 2009; CIPD, 2017) I believe more focus needs to be placed on developing engaging managers.  
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3. Discuss your development needs in relation to resourcing and talent planning, with your line manager, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement.
On reflection, within my previous HR roles, I have not really had to think about workforce planning in much detail as there was not any formal processes for activities such as succession planning. My main experience within this topic has been with recruitment, however this has been on the basic level of an employee leaves, so I arrange the recruitment to fill the vacancy. 
Joining an organisation such as Morrisons and being in the role of a senior leader within my store, will allow me to utilise the knowledge and skills I have acquired throughout this module to plan and carry out activities within workforce planning. Talent Management is high on the agenda for the business this year, and I now feel much more confident in being able to deliver on this agenda.  
Based on the 2013 CIPD profession map and Morrisons agenda for this year, my main focus areas will be:
· Finding different ways to create diversity within talent pools.
· Opening my mind to local, regional, and global approaches to talent, building relationships with external parties as part of the external talent pipeline.
· Develop capabilities of current management team to decrease likelihood of high attrition. 
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