Understanding resourcing and talent management – On the job training
 
Talk to your line manager or other relevant person to thoroughly understand how your organisation’s approach to succession planning has changed. If possible, be a part of discussions on succession planning. (500 words)

Succession planning is a distinctive activity regarded as highly important for organisations in identify future needs. Wilkinson & Taylor (2016) defines this process as follows:
“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”
Succession planning requires an organisation to carry out a number of processes including employee appraisals, aimed at identifying an employee’s aspirations and devising a development plan. Such a plan can include on-the-job training, coaching and mentoring, work shadowing and transferring of skills/knowledge between different departments.
Neath Port Talbot County Borough Council (NPTCBC) (2019) has incorporated the need for any training needs and development within their performance appraisal process. This encourages both managers and employees to discuss and identify any these needs to aid with developing an individual’s skills and knowledge.
Ulrich (2019) argues that a better organisational talent and culture will contribute to organisational success with workforce planning being used to improve talent. The use of models, forecasting, toolkits and strategies are pivotal to any planning process. 
NPTCBC (2008) has implemented a succession planning toolkit. The toolkit has been developed to guide to enable managers to prepare a plan in order to identify and develop the potential future leaders and individuals that are required to fill any business-critical positions within the Council, which ensures that a high quality service is provided.
The significant impact of the COVID-19 pandemic has emphasised the importance of organisation’s implementing workforce planning, including succession planning. CIPD (2020a) states that such an unprecedented situation has formed an urgent need for organisations of all sizes to undertake workforce planning. 
NPTCBC has encouraged their managers across all services to review and amend any succession plans that are currently in place due to changes in service provision as a direct result of the COVID-19 pandemic. This process remains ongoing.

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. 
In 2012, NPTCBC introduced an exit questionnaire process that would issue to all employees leaving the Council. As part of this process, HR reviewed what data is currently held for identifying leaving reasons with the majority of leavers specifying resignation only. Following this review, It was agreed to expand our current list of leaving reasons used for processing terminations using our HR/Payroll system. This process would provide us with more accurate leaving reasons as well as enhanced data for monitoring data for those who leave the Council.
I run a report using the Council’s bi-query reporting tool on the Education, Leisure and Lifelong Learning, as this is the largest directorate within the Council, employing nearly 2,500 employees. The data was run from the period of 1st April 2020 to 31st March 2021. As you can see from the below data run on leaving reasons, the majority of employees have left due to end of temporary contract and resignation – promotion opportunity elsewhere. 
A lot of the positions within this Directorate are lower graded salaries, which includes Kitchen and Cleaning roles within a school setting. These roles are term time specific which doesn’t attract a high calibre of applicants, sometimes only those with child care commitments/school aged children. Many have left due to obtaining promotion elsewhere, but I believe that with a robust induction programme in place, many employees would feel satisfied and therefore, not choose to seek alternative employment outside of the Council. 
Without these employees, Council School settings would find it difficult to provide the service that is required.

[bookmark: _GoBack]Discuss your development needs with your line manager in relation to resourcing and talent planning, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement. 
CIPD (2018) profession map outlines standards within the specialist knowledge area which covers both “resourcing” and “talent management”. 
Following my new role as HR Business Manager since November 2020, I have had great experience in working with a team that specifically deals with both recruitment and resourcing work. Since my appointment, I have had the opportunity to attend various recruitment – show and tell webinars, as well as providing current input into the development of our new HR/Payroll system/recruitment database.
This has included my involvement with recently introducing the new recruitment system to managers and providing them with updates on any resourcing changes that are occurring in line with the new system.
I feel I have gained a lot of insight and knowledge on the resourcing element of this module, however, I still have much to learn on the talent management processes and aim to develop my knowledge within this field.
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