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How has our approach to succession planning changed

Following my discussion with Cathy Evans, the Employee Relations Advisor for Pembrokeshire County Council regarding the Authority’s changing approach to succession planning, I have made the following findings:
[bookmark: _GoBack]It has been identified that succession planning will prove to be invaluable over the coming years due to the increasing age profile of the organisations’ employees.  This should be addressed in order to sustain the skills and expertise that will be lost with those employees.

The current pandemic has forced Pembrokeshire County Council to look at reviewing current strategies.  As stated by Cathy Evans, their main aim in regards to succession planning is “to focus on tapping into opportunities to recruit talent wishing to get out of the private sector instability and targeting the 18-24 youth market”.

Prior to the Co-vid crisis one of the main problems the organisation faced was in targeting those mainly from the external market to try and recruit senior/planning officers and surveyors; an area that the Local Authority struggled to fill mainly due to the location of the Authority.  In order to overcome this issue, the organisation decided to focus on a “grow your own” graduate apprenticeship scheme within their succession planning strategy.  Taylor & Woodhams 2016 state that “rather than targeting specific individuals for specific roles, the aim is to develop ‘pools of talent’ from which a replacement can be selected as and when a vacancy arises”, this certainly seems to be the direction that Pembrokeshire County Council are travelling towards.

One change in the succession planning strategy is to try and recruit from the Private Sector; though they are aware this is a short-term solution.  The Authority have a number of strategies in place to help attract external applicants, such as relocation packages and’ golden hellos’.  The CIPD recognise that whilst developing a talent pool internally is crucial, it is still important to recruit externally.  The CIPD advise that a ratio of 80:20 of insiders to outsiders is a good balance.  (CIPD factsheet 2012a).

On a longer term the strategy will be to focus heavily on youth employment.  With the Authority facing unprecedented financial pressures, this target group becomes particularly attractive due to the upcoming government schemes focused on this age group following the pandemic.  This will be done by working with our external partners within the DWP – Future Works – Workways.

The financial constraints being faced by the Authority have led to them having to do “more with less”, which has led to managers now being responsible for services and departments that they may not have the skills for.  The succession plan has set out the need for investment in coaching and training to help improve the quality of its managers and the numbers of managers coming up from lower levels.  Closely linked with the training of managers is investment in ICT to improve the skills of the workforce and also enabling redeployment to become a smooth process, which has been critical as this becomes ever more applicable during these current terms.
The main aim from the succession strategy of Pembrokeshire County Council is to achieve a blended approach of recruiting externally from the private sector whilst offering numerous in-house training programmes to fulfil the long term goal of ensuring the organisation does not lack the skills and expertise to provide the wide range of services provided.





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.

I have looked at all of the leavers within Pembrokeshire County Council within the period 01/01/2019 to 31/12/2019.
The Local Authority ran a voluntary severance scheme last year which accounted for 29 of the 894, which is a very low figure in relation to the amount of people who have left the Authority within that year.
The area with the largest number of leavers are those that resigned at 327, with the biggest sector being Education at 169 leavers, of 144 were female.  With so many staff leaving various schools within the authority, we must remain vigilant to any possible impact it could have on the service delivered to the children.
The Education sector seem to have the highest proportion of leavers throughout all the categories displayed in the leavers report.  It has been identified that schools have a large number of staff employed on fixed term contracts for a wide variety of reasons, which is heavily reflected within this report. 
The majority of those that left within the reporting period are women, a trend that also appears to have been replicated within the education sector.  A major influencing factor for women being drawn to this sector may be the more conducive working hours that help to ease issues such as childcare.  However, by using certain initiatives, this figure could be reduced.  Whilst the Local Authority is not in a position due to financial constraints to use money as an initiative to retain key staff, there are many other methods, such as:

· Wellness Offerings – According to a poll conducted by Robert Half 06/02/2020, “74% said they have mental wellness offerings of some sort, such as stress management programs. Sixty-five percent of employers offer financial wellness resources, such as retirement planning or credit counseling. And 63% said they provide gym access, incentives for engaging in healthy behavior or other physical wellness options”.
· Training and Development – this could play a crucial role when attempting to retain staff within Schools.  With the education system evolving at a rapid pace, investing in training for staff will make them feel valued.
· Communication and Feedback - according to Half “Keeping open lines of communication is a formal way of describing a practice that’s essential for employee retention”.  Staff need to feel confident that communication is a priority within the organisation and that their thoughts and feelings will be listened to.  Poor or no communication can lead to very low staff morale.
· Mentorship programmes – every new employee is paired with an experienced member of staff, other than their immediate line manager, to offer support and guidance whenever needed.




The business areas that have had very few leavers are central departments such as HR, Learning & Development, Audit and I.T.  The introduction of initiatives such as flexible working and home working has made these areas very desirable for those seeking a healthy work-life balance, where the traditional working hours may not suit.  Obviously, this is not an initiative that would work in the area that had the majority of leavers in the report studied.  



Development Needs

Studying for the CIPD Level 5 is actively enabling me to develop my skills further and gain more extensive knowledge with which to assist the Human Resource department within the organisation.
The CIPD profession map has identified six areas of focus to ensure that the various needs of employees and employers are ably met.  By looking at the profession map I have been able to highlight areas for personal development to enable myself to assist the Local Authority more thoroughly.  They are as follows:

· To continually develop my knowledge and skills to ensure that I can provide the best possible service to our customers; no matter what level.
· Ensure that the data I receive from employees and schools within the organisation is correct in order to maintain accuracy of reports produced by the department using this data and aiding managers to carefully monitor their succession plans.
· Ensure teamwork is maintained now that we are all working from home, to provide support to other team members as and when required and identifying any issues that may be arising within the team.
· Keep up to date with new I.T. systems and packages being used by the Local Authority especially now that working environments have been forced to change dramatically since the Co-vid 19 pandemic.
· Developing my skills to support school staff with regard to changes they will now face due to the pandemic when they return in September with full classes.
· Work on building relationships with people at different levels and departments to aid my development in understanding the value of people and what their needs are.
· Support others with their learning and development and understanding the importance of this.
By ensuring that my learning and development is maintained will enable me to develop my skills in the above and become a valuable asset to the HR department. 
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