Resource and Talent Planning
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1. Meet with your line manager or other relevant person to thoroughly understand how your organisation’s approach to succession planning has changed. 

Carmarthenshire County Council develops a skills audit that looks at the skills of the current workforce and how the staff can then fit into roles to meet business objectives. As the Authority is a large employer offering different services in different areas this would be done by each department at a Departmental Management Team (DMT) meeting. This meeting would consist of Director, all head of services, finance and one of the HR Business Partners. Vacancies that need to be filled both current and new would be discussed at this meeting. As stated by the BBC (2018) funding for local councils has been cut and will continue to be cut going forward. Therefore, when ever someone leaves a job DMT will look at if it is essential to fill it on the same grade or if the job could be looked at with some duties being removed to try and save some money. On occasions it’s possible to distribute the duties to other staff members meaning there is a saving. During recent years one of the main ways in which Carmarthenshire County Council has looked to change their approach to succession planning is to try and develop staff through the Graduate Scheme. This is evident on Carmarthenshire County Council (2020) where the Authority encourage graduates to apply for various roles develop throughout the council. This would be a two-year position with the expectation that after that period the staff would have developed into potential officers of the future. It allows various areas to mould staff and develop the required skills as identified in the skills audit. A similar programme to this as stated by Carmarthenshire County Council (2020) is the Apprenticeships Scheme. This again looks to get staff in to develop and offer them an opportunity to ‘learn while they earn’. Like most companies Carmarthenshire County Council has had to adapt their approach to succession planning in order to look at ways to save money while still providing a good service. The development of staff has therefore been one of the main aspects of this. An example of this is the time and money put into a new internal coaching network. This network consists of 22 qualified coaches who will meet up with coachees in order to help them develop in their roles. These new innovative ways of trying to meet the needs of the services as identified in the skills audits have been crucial in recent times when trying to work with an ever-decreasing budget. Being a publicly funded organisation there is always a lot of scrutiny by the public who will expect high quality service regardless of any factors such as a reduction in funding. By developing programmes like the graduate scheme this is a way to keep functioning at a standard that will satisfy the public.    


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 Carmarthenshire County Council is a large employer there is a verity of reasons why people leave. These include ill health capability, dismissal, retirement, capability and resignation for a various reason. Having looked at certain areas that have a high turnover rate I have identified that the role of Social Worker seems to be one of biggest trends when it comes to staff resigning from their position. Whilst a clear reason for staff who work as social workers leaving is the stress of the job it is important to try and identify ways in which this can be addressed to keep workers in the role. Having worked with the Communities Department previously in my role as an Assistant HR Advisor data showed that one of the largest demographics of leavers in the Social Worker role was that of staff aged 18-34. A main reason for this is whilst staff see the role of a Social Worker as a good career which is quite well-paid starting on a Grade I with an annual salary of £31,371 I don’t feel they truly understand the emotional side of the role. Whilst they do placements as part of their required qualification the fact that so many decide to leave quite early on in their career suggests that the actual job itself is far more difficult than anticipated. There have been many incentives to try and reduce the staff turnover of social workers in Carmarthenshire County Council but none of yet seem to be addressing the issue with vacancies constantly being advertised. I would advise that potentially looking at a way in which someone could come into the role on a graduate type scheme could perhaps help to develop staff over a period of two to three years before they had to have their own caseload. This would allow them to shadow more senior workers as well as completing the required qualifications to get a thorough understating of what the role is before they commit to it as a future career. Another way in which I think needs to improve to reduce the amount of staff that leave is to have a more thorough exit interview. At present this isn’t always done and if it is more of a tick box exercise for staff that are leaving on good terms. I would suggest that this should be taken in house by someone in the People Management section who would write out to staff following their termination explaining that the information will be treated as confidential and would not affect any future refence or their chance to return in the future. I believe this would get more honest feedback with the information used to help provide plans for any area that needs improving.      

3. Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. 

During a meeting with my line manager I identified that there were areas that I needed to develop both through formal qualifications and in the style in which I worked to try and help out in the areas identified above. In order for me to be able to support the managers from the areas I advise and get the best out of them to try to utilise the current talent in the organisation and keep staff happy I have looked to use a coaching way of working. I have previously been on two internal Coaching Skills for Managers courses. One being a bite size course which was around one and a half hours long and the other a half day course. These courses gave me clarity on what it is to be a coach and use coaching conversations. In order to adopt this way of working I have been trying to use them on the managers I support. In order to continue to pursue a career as a formal coach within the Authority’s coaching network my manager has encouraged me to complete a formal coaching qualification. These could potentially be an ILM at Level 5 which I could complete whilst working. Having looked at a few applicable areas of the CIPD Profession Map such as culture I can see that I mainly fit into the Associate Level currently. In order to continue to develop I intend to look at continually developing through formal courses as well as regularly meeting with my manager to gain feedback and advice. I would also like to become more involved with the workforce planning as I develop my career. Whilst I have experience in providing data to senior managers I feel that I could add value from a strategic perspective by being involve and identifying areas in which the council can not only attract the best talent but also retain it.  
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