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Approach to succession planning
Succession planning is a process where organizations ensure that they employee staff with the correct knowledge and skills to undertake any vacant roles at any moment (Taylor and Woodhams, 2016). 

The first steps of succession planning are to identify the critical and key roles within the organization. To do this, employers must review all positions at the company by asking questions and identify key components of the role to determine which roles are critical (LinkedIn, 2016).

Apart from management, a vital role that needs to be filled for the College to run, are lecturers. Without students or lecturers then courses cannot go ahead, which leads to a financial loss at Coleg Ceredigion (CC).

A role that has continued to be a challenge to fill is a lecturer in AAT. Reoccurring problems that have arisen from these vacancies are either candidates don’t have the relevant skills to teach the course or that they don’t have any interest in lecturing as they can earn more money working as a private accountant. Steps that have been followed in effort to recruit an adequate AAT lecturer have been firstly, follow normal recruitment procedures by line managers providing the HR department with job descriptions that have then been advertised on the usual job boards such as Indeed, Job Centre and the CC’s vacancy page (Coleg Ceredigion, 2020). 

Following unsuccessful interviews of applicants with insufficient skills and experience, myself and the managers thought again about how we could successfully re advertise and recruit. This time, with research we advertised again however we advertised on a job board specifically aimed at AAT tutors and accountants. We were successful in attracting potential candidates this time; however, the candidates were only interested if the course could be run at our campus in the South of the County as that is closes to them. We had students enrolled on the course at the North campus so that was not possible. 
The outcome of this recruitment process resulted in us deferring the AAT course for a year to allow us ample time to recruit the correct candidate and to also consider options such as pay and the campus in order to increase the possibility of appointment. 

Despite following our usual informal succession planning process, we were required to reconsider other options and better ways to ensure we attract and recruit the best possible candidate. As the college adopts an informal process, this allows changes to the planning to occur easily when needed for certain circumstances such as different job roles and the organization (Taylor, 2016).







Leavers

There are numerous reasons why employees decide to leave and organization, and the impact of someone leaving the company can have either a negative or positive affect. Obtaining the reasons why employees leave can help build effective recruitment and retention initiatives (CIPD, 2019).

Taylor (2014) suggest that the three most effective ways of establishing why people have chosen to leave are staff surveys, surveys of former employees, and the most popular of all three is exit interviews. 

At Coleg Ceredigion, all employees are asked to meet with myself as a member of the HR department to participate in an exit questionnaire. Once the decision to leave the organization has been made, whether this is by resignation, dismissal, or redundancy, I would contact the employee to confirm details such as their final date and salary, including any owed annual leave pay. This is usually agreed through emails, to which I would then arrange for us to meet to undertake the interview. It is not compulsory for employees to attend exit interviews, however it is recommended and suggested that they do so and are honest as possible. Due to having 7 campuses over west and south wales (Coleg Ceredigion, 2020), geographical distance can make it difficult to arrange face to face interviews; therefore in some circumstances they are completed by the employee and returned to me via mail or email.

When possible, the exit interviews are completed as soon as a resignation has been received, in order to attempt to delay or prevent the resignation. The reason for leaving can also be considered as a recommendation moving forward; this may impact future leavers of the organization.

During the last academic year 2018-2019, Coleg Ceredigion have had 28 leavers; these employees have left for various reasons such as, resignation, retirement, redundancy and that their fixed term contracts have ended. The reason with the highest figure attached is redundancies. Due to a restructure following a merger between Coleg Ceredigion and Coleg Sir Gar, there was a process of compulsory redundancies where 12 employees were made redundant (Gateway, 2020).
The next main reason for leaving was resignation; 11 employees resigned during 2018-2019. Looking through the exit interviews of these former employees, the common reason for these resignations were line management issues and employees being offered permanent contracts elsewhere. 

Having good rapport with line managers is important; a trusting relationship ensures better support of individuals (NHS, 2019). Arranging staff development events for managers to understand the importance of supporting employees and the impact this can have on developing their careers, offering, and managing flexible working opportunities and actively listen to employees during formal or informal processes. If employees feel that they are listened and supported, their relationships will build; hopefully reducing the number of staff that leave due to poor line management.
Many employees are employed on part time casual contracts; this means that they are not a permanent member of staff and that they are paid only for the hours that they work. Therefore, during the summer months, they do not receive pay as they have not taught. These reasons contribute to employees requesting permanent contracts and resigning to external employment. To reduce turnover rates for this reason, the college should provide better job satisfaction and security to make staying at the employment more attractive (SHRM, 2020).


















































Self-Evaluation

The CIPD profession map includes Resourcing and Talent Management as two separate segments of the Specialist Knowledge section of the map (CIPD, 2018).
Resourcing and talent planning are an important element in ensuring organizations attract and retain valuable individuals; a key priority for HR departments to provide alignment between organizational goals and objectives (CIPD, 2020).

A large aspect of my role as an Assistant HR Officer is the involvement within the recruitment and selection process. Currently, if an existing or new role needs advertising, the Executive team will approve or reject the request. Following and approval, line managers will provide me with job descriptions, shortlisting criteria and interview questions and tasks. Once I have received a job description, the vacancies are advertised via external job boards, as well as Coleg Ceredigion’s website and internal staff intranet (Coleg Ceredigion, 2020).

On average, vacancies are advertised for 2 weeks as this has proven to be an effective time scale to work in. I would then arrange interviews and participate on the interview panel. 

Through my current involvement in the process I do have a good understanding of the importance of resourcing and talent management. I can understand how workforce planning impact resourcing, as well as how various advertising platforms and competitors affect the reaction of candidate, ensuring positive effectiveness of the recruitment and selection process (CIPD, 2018). However, I would benefit from having a deeper knowledge of how to recruit the best people through the best channels, such as targeting the economically inactive like graduates or school leavers and by offering work experience programs (CIPD, 2019).  Working in an educational setting provides us with great foundations to build this type of recruitment program.

I am aware of the various approaches in retaining talent, assessing and reviewing talent through performance management and gathering people data. However, the area of talent management where I believe needs improvement is that of talent pools. I am mindful of how helpful and effective talent pools and understand why they are implemented. However, as talent pools aren’t currently used at CC, I have no direct experience of them. To develop myself in this area, I could discuss in more detail with my line manager and colleagues why and how they should be used and the benefit of doing so to the organization (CIPD, 2018).
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