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On the Job Training - Understanding Resourcing and Talent Planning – 5KRTP
On the Job Training 

1a	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.

As I am not involved directly with succession planning, I contacted the relevant department to find out the current process and requested if we could have a meeting for me to understand the process. A teams meeting was setup Friday 11th March 2022, and it was advised that the Health Board are currently overhauling their approach, but to date nothing has been finalised for roll out. HEIW are doing some work on National, NHS Wales’s level that the Health Board will be aligned to. Succession planning is for organisations to ensure that they have staff with knowledge, ability, and experience necessary to move into senior roles (Taylor, 2022, p.297).

The Talent and Succession Group will be key in operationalising the National Succession Strategy with an initial focus on succession planning for Tiers 1 – 2 and Talent Management and development for Tiers 2 and 3 so there is a clear sustainable pipeline of talent at very senior and executive levels. The Group will include a wide range of clinical, professional and organisational representatives to ensure that its work reflects the multi professional nature of Executive Teams. 

The Workforce Organisational Development Assistant Director sits on this panel.















All other tiers will be managed locally by respective organisations through a local approach to talent management and succession planning.  HEIW will support local implementation through OD Practitioner development and a co-produced Talent Management toolkit, utilising research-based models and best practice tools. The overall aim of the Succession Strategy is to ensure a future pipeline of outstanding performers across services within NHS Wales, with at least three shortlisted NHS Wales’s applicants for every Board level position by 2025. 

There is a process in place for 2020-21 and these processes include Identification (Organisational Nomination), Executive Talent Pipeline Network, Executive Development Framework, Identification 2 (test self perceived readiness) and Deployment. There will then be future process 2022 onwards and processes include Identification 1 (request to join executive talent pipeline), Identification 2, (flagged potential executive talent) Ready now, Ready soon, Deployment.

There is a proposed timeline shown below:-
[image: ]
There is also the NHS Wales Success Profile document for current and aspiring executive directors developed in 2021 by Silver Maple for HEIW. An NHS Wales National Succession Strategy 2017-2027 document is also in place, which sets out the ambition to deliver a pipeline of talent of NHS staff at local and national levels, underpinned by a technical solution through ESR.

In recent weeks Health Education and Improvement Wales (HEIW) have published a diagnostic tool, and it is being rolled out to organisations to see how they are performing relating to their application of talent management activities in the workplace, which in turn will enable them to identify where their strengths and weaknesses are and what subsequent action’s needs. Such tool will also enable the identification of strategic priorities in relation to talent management and succession planning over the next few years in accordance with NHS Wales Strategy. 

The Health Board did not currently have a mapping process/system for staff with leadership aspirations/potential in order to create talent pipelines to feed into tiers 1, 2, 3 etc. While the PADR process could potentially capture such information, it is not done on a consistent basis across the HB. Systems/processes for mapping talent across the system is currently being reviewed. In the interim the Organisation Development Practitioner for Talent Management and Succession Planning has been using the Electronic Staff Record (ESR) system, to try and map out workforce profiles across the organisation to identify potential future hotspots which may be as result of a high volume of retirements and/or longstanding hard to fill vacancies to aid the more strategic management of talent. 

From the meeting it was apparent that, although someone may be identified as a potential successor, e.g. a local Lead Physio may be a natural successor for a Head of Physio, fair and robust recruitment practices will still need to followed and an external appointment may actually be appointed as opposed to the internal pre identified ‘successor’ due to them being a better ‘fit’ for the role based on their skills, behaviours and experience. 

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. 

As my job role is running reports for the organisation via the Electronic Staff Record (ESR) I was able to run the leavers report for the month of February 2022. From the report it showed that 150 staff had left the Health Board, with the job roles ranging from Optometrist, Social Worker, Health Care Support Worker, Phlebotomist, Secretaries, Receptionist, Occupational Therapist, Podiatrist, Physiotherapist, Radiographer, Cook, Porter and Healthcare Scientist Manager. The Highest of the staff groups were between Nursing & Midwifery 39 leavers and with Medical and Dental being 31. Additional Clinical Services were 25 and Admin and Clerical 32. People leave organisations for different reasons such as; a new job has better prospects, they’re unhappy in their current job, or they have a poor relationship with their manager. It’s difficult to gage why people leave as they don’t always provide the genuine reason for leaving CIPD (2021).

Reasons for leaving varied over the job roles and within Additional Clinical Services there were 6 Retiring, 2 Better Pay Package, 3 Voluntary Resignation – Health, 9 Voluntary Resignation - Other/Not Known, 2 Voluntary Resignation - Work Life Balance, 2 Fixed term contract,. This showed staff aged over 30 for the majority.

Administrative and Clerical there were  2 End of Fixed Term Contract, 2 Retirement - Ill Health, 7 Retirement Age, 2 Voluntary Resignation - Better Reward Package, Voluntary Resignation – 1 Child Dependants, 2 Voluntary Resignation – Health, 5 Voluntary Resignation - Other/Not Known, 2 Voluntary Resignation – Relocation, 1 Voluntary Resignation - Work Life Balance and 8 Bank Staff not fulfilled minimum work requirement.  Regarding bank this may have been admin to cover the pandemic and not filling work requirement means they haven’t work for 6 months and then the record is terminated. The bank age was between 21 and 35. Again the leaver’s age were over 30.

Moreover, there were 11 from Medical and Dental and with reason being End of Fixed Term Contract, with 8 End of Fixed Term Contract - External Rotation, there were 3 Voluntary Resignation - Other/Not Known, 1 Voluntary Resignation – Relocation, 3 Employee Transfer, and 3 Bank Staff not fulfilled minimum work requirement, with the majority of staff over 30.
 
Within Nursing and Midwifery Registered 18 of these were Bank Staff not fulfilled minimum work requirement, 1 Retirement - Ill Health, 8 Retirement Age, 3 Voluntary Early Retirement - with Actuarial Reduction, 1 Voluntary Resignation - Better Reward Package, 4 Voluntary Resignation - Other/Not Known, 4 Voluntary Resignation - Work Life Balance. Quite interestingly staff were also over 30 with a lot of them between 40 – 60 years of age.

Add Prof Scientific and Technic had 4 Bank Staff not fulfilled minimum work requirement, 1 Voluntary Resignation - Work Life Balance.

Estates and Ancillary had 1 Retirement - Ill Health, 2 Retirement Age, 1 Voluntary Resignation - Work Life Balance, 1 Voluntary Resignation – Health, 3 Voluntary Resignation - Other/Not Known.

Healthcare Scientist they had 1 Retirement Age, 1 Voluntary Resignation – Incompatible Working Relationship, 1 Voluntary Resignation - Other/Not Known.  These were over 51 years of age.

Conclusion

Within each job role there seemed to be retirements, retirement ill health, and bank staff not fulfilled requirement. This is due to natural wastage for the leaving reasons and is popular with the aged demographic, which in turn apart from retirements seemed to be a factor as the majority were over 30. There were nine Work Life Balance reasons between all the job roles, along with a few Better Reward Packages. There were also Voluntary Resignations which were other/not known. Upon analysing the report it is difficult to gage how to suggest retention initiatives. The Culture department as a whole are overseeing retention and as this is a fairly new department this is high on the department/teams objectives. I contacted the department to confirm this and ask if I could be part of the next stage regarding their initiative of asking staff the question via the Health Board’s intranet ‘Are you thinking of leaving?’

3. 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. Record your discussion (300 words approximately) 318

In my March 1-2-1 with my manager we discussed my development needs regarding Resourcing and Talent Planning using the CIPD Professional Map. The only resourcing I am involved in is managing my team who setup positions for recruitment to then put all NHS adverts onto the TRAC/NHS Jobs system. The position requirement is important when advertising as it shows the job role which relates to Nursing Midwifery Council, General Medical Dental, Additional Clinical Services etc. and fits the process as to whether they require a professional pin registration. The other details also sitting in line with the National Workforce Datasets for occupational code and pay grade as these need to align accordingly, with the Criminal Record Bureau (CRB) details being equally important.

Regarding Talent Planning I am not involved in this and there is a fairly new department in the Heath Board that are working with Health Education and Improvement Wales (HEIW) to process map the strategy. Mencap’s recruitment process was a model that was produced putting the people with Learning Disability in the centre of the process, ranging from adverts through to appraisals. This was a massive success and it was achieved within six months (CIPD, 2022b).

Looking at the CIPD Professional Map it was apparent that I needed to improve my skills in talent planning. As I have a good working relationship with this department my manager said to ask if I could be involved in any of the meetings that will be taking place with HEIW regarding succession planning. We discussed other actions from the following and my required needs to become familiar with the process. For the actions of reading/researching and speaking to colleagues that was straightforward enough and I can follow from the actions list. However, with regards to shadowing colleagues this may be more difficult due to current situation with the pandemic.

The map showed that I needed to do the following:-
	
Ask an experienced colleague to talk you through the different search methods and techniques used, and the advantages and disadvantages of each (e.g. corporate websites, job sites, professional networking sites, agencies).


	
Ask an experienced colleague to talk you through the different search methods and techniques used, and the advantages and disadvantages of each (e.g. corporate websites, job sites, professional networking sites, agencies).


	
Read the CIPD's factsheet on different selection methods and how to use these fairly and objectively. Go to the factsheet 


	
Find out how the organisation seeks candidate feedback and how this is analysed and acted on.


	
Read the organisation's global mobility policies and also specific country guidelines (if applicable). Prepare questions to ask a specialist colleague working in this area.


	

Ask a manager or colleague to explain to you the different types of employees and workers in your organisation (for example, employed, contractors, consultants, and gig workers). If you are based in the UK, use the CIPD's factsheet on employment status and the difference between employees, workers and the self-employed to supplement your learning. Go to the factsheet 


	
Read the CIPD's report 'Making work experience work: top tips for employers'. Speak to your manager or a colleague about how work experience is approached in your organisation. Go to the report 


	
Shadow a resourcing/recruitment specialist to gain an understanding of the specialism.


	
Read the CIPD's factsheet on recruitment and the main stages of the recruitment process. Go to the factsheet 


	
Read the book 'Resourcing and Talent Management' by Stephen Taylor to give you an overview of the specialism.


	
You may find the CIPD's course on Recruitment and Selection useful. Explore the course now, to see if it's suitable for you and the work you do. Find out more about this course 


	
Read the CIPD's factsheet on workforce planning to understand this key area of people practice. Find out how workforce planning is implemented in your organisation Go to the factsheet   


	
Choose a key skillset in the organisation. Through online research, data analysis and discussions with colleagues, identify other organisations which are also seeking this skillset. Think about what you can learn from their approach.
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HEIW


Tier 1: Chief Executive                 (Succession Planning)


Tier 2: Executive Director        (Succession Planning, Talent Management, Development)


Tier 3: Assistant Director                  (Talent Management & Development) 
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