
Understanding resourcing and talent planning
On the job training number 1


Succession planning within an organisation is vital in order to ensure the correct number of employees with the necessary skills and experience are in place to support the organisations success (Taylor and Woodhams 2016). In order to understand how succession planning has changed within Hywel Dda University Health Board (HDUHB) I met with my line manager who has 16 years’ experience in her role. By evaluating the approach to recruitment within the Health Board, it is evident that there has been a recent shift in behaviours and attitudes to creating a sustainable workforce. 
Previously, workforce intelligence reports suggest that although large numbers of applicants were employed in to roles, the length of time of their employment was less than 12 months on average which suggests recruitment activities were focused more on hiring ‘bums on seats’ instead of ensuring the correct person, with the appropriate expertise and knowledge was appointed. HDUHB’s annual plan includes the requirement for transforming clinical services which looks at creating new roles in order to support the structural changes planned for future organisational development. (HDUHB 2019). 
Succession planning looks at identifying future needs of the business and being able to recognise key employees who are potential future leaders/managers and influencers within the organisation (CIPD 2020).  It includes look at individual roles, as well as overall services within the Health Board and planning appropriately to meet the needs of the service required. During my discussion with my manager, we were able to identify the need for change, considering various factors such as:
· Moving away from acute service to community services
· Providing access to out of hours care at home – including GP services
· Ageing population
· The locality of different hospital sites – discussing rural areas and the difficulties patients can ace in accessing services

As a result, the organisation’s approach to recruitment strategies and workforce/succession planning needs to adapt. With the desire to make services less reactive – requiring hospital care or admission, to proactive and prevention based on early intervention techniques HDUHB needs to react and provide solutions (Edwards, N 2014). A 3-year integrated medium term plan (IMTP) has been designed, alongside the annual plan which details exactly how the organisation hopes to achieve this. Some of the approaches include:
· An assessment of manages practice staff to identify the additional recruitment need
· Creating of new job roles 
· A review of therapies and how these can work effectively alongside GP practices to increase the benefits of working in a multi-disciplinary team
· Increase the number of salaried GP’s within managed practices
· A review of structures within the community in order to understand the required change of focus and being able to respond to national changes and demands
(HDUHB 2020)
It is clear that HDUHB’s approach to succession planning will be based on a ‘PESTLE’ analysis of the organisation which can assist in workforce planning to identify the areas which require change (CIPD 2019).  The Health Board’s approach to succession planning is traditional, with a highly-structured top down approach which looks at identifying key employees as successors for vital positions in order to ensure sustainability of the organisation and its needs. 

Reference list

Chartered Institute of Personnel and Development (2020) Succession Planning [online] Available at: https://www.cipd.co.uk/knowledge/strategy/resourcing/succession-planning-factsheet (Accessed on 20/04/2020). 
Edwards, N., (2014) Community services how they can change care [online] Available at: https://www.kingsfund.org.uk/sites/default/files/field/field_publication_file/community-services-nigel-edwards-feb14.pdf (Accessed on 07/09/2020). 

Taylor, S., & Woodhams, C. (2016) Human Resource Management. People and Organisations. 2nd edn, London: Chartered Institute of Personnel and Development

Hywel Dda University health Board (2019) Hywel Dda University Health Board annual plan 2019/20 [online] Available at: http://www.wales.nhs.uk/sitesplus/documents/862/Item%205.3%20Annual%20Plan%202019-20.pdf (Accessed on 07/09/2020).
Understanding resourcing and talent planning
On the job training number 2

During a recent assessment of employees who have terminated their positions within HDUHB in a 12-month period there are various trends which can be identified. Although there were a number of reasons for leaving the organisation, the most common ones were as follows:
· Voluntary- other reasons (unknown)
· End of fixed term contract 
· Retirement
· Work life balance
· Relocation
I was able to gather data on the numbers of employees who left within the first 12 months of their employment due to the above reasons with my findings illustrated below:

It is evident that a high number of staff leave without providing a reason, which suggests a lack of proactive behaviour in relation to conducting exit interviews (Spain, E & Groysberg, B 2016). As a result, my recommendations for retention activities includes more focus on conducting an in-depth exit interview (EI) upon the employee’s termination. Implementing a strategic EI approach can provide an insight in to employees thoughts and opinions and identify issues within the organisation. It is suggested that as part of this strategy, organisations can benefit in the following ways:
· Uncovering issues related to HR
· Understand employee’s perceptions of the organisation and their roles
· Provide insight in to the leadership styles of line managers/senior managers and the success/failures of these approaches
· Identify gaps within the business environment – eg. Learning about competitors and any additional benefits they may be offering (benchmarking)
· Create open dialogue of innovative ideas for the organisation to improve 
[bookmark: _Hlk50406538](Spain, E & Groysberg, B 2016).

Based on my findings, another main reason for leavers was that employees had come to the end of their fixed term contract with the organisation. Considering the needs of the Health Board, there are some areas where fixed term contracts may be necessary. As HDUHB is a training organisation, there are times throughout the year where training nurses, doctors, pharmacists and physiotherapists carry out their training placement within the organisation, before rotating to their next employer for exposure to the relevant areas of training they need and so a FT contract in these instances is justified (Dube, P 2020). However, there has been a recent trend in advertising posts that should be permanent roles within the Health Board and so I have been liaising with managers to discourage this as an attempt to retain employees and meet future workforce planning needs. I arranged a meeting and discovered some of the reasons why managers were approaching job advertisements in the way they have recently and discovered the following:

· Uncertainty around organisational and economic pressures which has resulted in employers requiring more flexibility and practical arrangements when appointing employees
· There is a particular focus on hiring ‘locum consultant’s instead of substantive consultants due to the requirement for an immediate appointment. Within the HB locum consultant appointments have less governance as part of the onboarding process, meaning it is a quicker route for the department 
· It enables managers to specify how and when the employment will end – with the presumption that if it is discovered the employee doesn’t ‘fit the role’ completely, they are able to end the FT contract 

As a result, I have suggested that training sessions are provided for service managers in relation to fixed term contracts and how they can retain employees within their departments to understand why FT contracts are not always the answer. I would start with directing them to the ACAS website which provides free e-learning courses discussing types of contracts, hours and pay (Acas 2020). 

Reducing FT contracts within the organisation will also assist with retention of employees as well as recruitment difficulties as often, organisation’s miss out on attracting skilled, experienced individuals as they are less likely to apply for a fixed term position which are often short-term and therefore not considered job security (Spain, E & Groysberg, B 2016).
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As a HR professional, it is important that I am able to continuously reflect and review my development in order to identify any further development needs. Using the CIPD Profession map as a basis for my discussion, I am able to recognise that I need to gain more expertise in Organisational development. I discussed with my line manager how I could assist with this whilst still considering the limitations that my role may bring.

Within the Health Board, organisational development is something which is often associated with executive level decisions and then disseminated down as necessary. However, I explained to my line manager that I consider organisational development to be the responsibility of everyone. Although OD is a complex system, my role is to maintain best practice in day-to-day operations of the organisation in order to influence effective practices and procedures (Conkright, T 2014) and that based on my experience above, I could contribute in a small way, which can ultimately impact in large way further down the line. 

My aim to achieve contribution in this area, includes improving my skills and knowledge associated with Fixed Term contracts, as well as permanent contracts and fully understand the benefits/downfalls of both as well as the corporate governance around both and what it means for the Health Board. I have arranged to meet with my senior manager to attend a training session where this will be discussed, as well as carry out my own research to familiarise myself further. I can then ensure that I can provide training to service managers in recognising appropriate circumstances where FT contracts may be used once I have advanced my knowledge and experience to share and support organisational development with the aim of improving employee retention. It is also recognised that by providing internal organisational training, it can provide financial benefits, build relationships with colleagues, and better understand organisation direction and purpose (Meier, K 2018). 
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Reason For leaving
Numbers left	End of FT	Retierment age	Vol Res - Adult Dependant	Vol Res - Better reward package	Vol Res - Other/ Unknown	Vol Res - Promotion	Vol Res - Relocation	Vol Res - Work life balance	22	11	1	2	44	1	12	4	