Module: Understanding Resourcing and Talent Planning

On the job training

1b:	An evaluation of my Organisation’s approach to succession planning and how it’s changed.
 Succession planning can be defined as activities “To ensure an orderly and successful transition of leadership while still advancing the organizations’ mission and strategic priorities” (Starboard Leadership Consulting Llc, 2022).
Our previous approaches to succession planning have been unsuccessful. In previous years a leadership programme was created to provide employees with training opportunities to encourage internal development and progression, however a lack of buy in for the initiative, combined with a lack of alignment to organisational goals and objectives meant that the programme fizzled out. Research suggests that strategic thinking has transitioned to a resourced-based view of competitive advantage (Duhan, et al., 2001)
The recent Covid-19 pandemic and impact of Brexit on the labour market have emphasised the importance of an organisations need to develop to retain competitive advantage. With job vacancies rising to a record high of 1.17 million the ability to develop talent internally not only serves as a feeder in to senior positions, with the added benefit of employees having internal organisational knowledge, but also supports the retention of staff (BBC, 2021).
We are in the process of developing a new approach to leadership and development within the organisation. The new approach will consist of a set of core competencies which are aligned to our organisational values and objectives, with a clear development pathway for each job role, with development initiatives to drive development between stage 1-4, stage 4 being senior management. There have been several catalysts for this change, the Covid pandemic, Brexit, and a realisation that the organisations structure must change to incorporate new business opportunities, with the requirement for more senior leaders to underpin the expanding organisational structure.
The old approach was a casual programme which consisted of employees who were participating in the scheme on a voluntary basis purely for the purpose of progressing to more senior positions. The new proposal will remove the current supervision structure and will be replaced with ‘personal development plans’ for all members of staff which will be conducted by line managers on a regular basis, every 3 months. These plans will be structured and will be a mandatory requirement for all staff. Staff will be able to see the required competencies at each level, dependent on job role, and will be able to identify clearly defined progression routes with the characteristics and abilities visible at each stage.
Development tools will consist of online training, classroom training, coaching and mentoring, shadowing and secondment and temporary position opportunities to work at a higher level.
2.	A review of statistics for recent leavers within my organisation to identify trends.
I review the statistics for leavers on a monthly basis, identifying attrition rates, and reasons for departure. I also review the exit interviews on a monthly basis to identify any issues that require further review, and to identify trends.
Our current attrition rate in Elliots Hill is on average around 2% per month. This is a lot lower than the industry average for the social care industry which sits at an annual turnover of 28% in England with comparable rates in Wales (Skills for Care, 2021).
There is no wonder that there is such a high turnover in the Health and Social Care industry. The pandemic has highlighted more than ever the importance of the health and social care workforce in supporting the wellbeing of our communities and those that are at their most vulnerable. Aside from that it also plays a critical part in supporting the NHS by ensuring that patients in hospital are able to return to their own homes, making more beds available for those that need them most. Health and Social Care workers also support in keeping hospital admissions low by supporting the most vulnerable people in our society, however despite all of this, they are paid comparable rates to a supermarket worker or an employee in the tourism and leisure industry where minimal or no qualifications are required. There is no wonder that the attrition rates for this industry are so high, when employees are faced with difficult working conditions, low pay and a lack of benefits, working in difficult circumstances (Evans, 2020).
Statistics for recent leavers have reinforced these concerns with 60% of leavers leaving the industry altogether having expressed that they feel ‘burnt out’ and undervalued by the industry in general. 20% of leavers have left to go to comparable vacancies in the Local Authority who are able to offer an enhanced benefits package, occupational sick pay and a higher rate of pay, all of which small local social care Companies are unable to compete with.
Between the group of Companies that I oversee, the Domiciliary side is definitely the worst impacted, with attrition rates at 4% each month, this is double the attrition rates for the supported living section. This type of work requires use of your own vehicle, and carers are only paid for contact times, which means that travel time is paid at a lower rate and is not inclusive of hours worked.
3.	Development needs
Having reviewed the CIPD progression map in relation to resourcing and talent planning, I discussed my thoughts with my director during my recent supervision.
According to the CIPD progression map I am working in between an Associate Level and a Chartered Member level. In order to work at a more strategic level I believe that I need to gather more experience of working on communications and marketing initiatives to enhance the employer brand, employee experience and to develop my ability to use market insights to shape the different resourcing initiatives. I have recently been involved in the implementation of a programme to welcome international recruitment to the organisation with the application for a sponsorship visa which will allow foreign nationals to be employed by the organisation.
In order to work around the current recruitment issues faced by the industry, I also think that it would be beneficial for me to develop my skills in relation to the development of different recruitment and employability initiatives. It would be good to link with a local college or higher education department and feed into the organisation and provide work placements etc.
Another element for development would be the need to be able to “design and select assessment approaches for all levels in the organisation”. I am currently working on a core competencies document which will support in the implementation of personal development plans; however, I certainly have a lack of experience in this field. The core competencies will eventually feed into interview and recruitment documentation as well as on job descriptions and adverts.
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