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Lincolnshire & Rutland Public Service Compact
‘Managing Talent and Succession Planning
Key Messages from the Discussion Groups
In addressing the questions shown overleaf the discussion groups made the following points:

· It is fundamental that those who are ‘managing talent’ are “good managers of people”  

· No easy solutions – we need to promote a management culture that encourages managers to “be close to their teams – to respond to them and to feed their views back to the senior management team”

·  The organisational structure must facilitate dialogue 
· SMT must exemplify the culture that they are seeking to promote

· Learning and Development must be (and be seen to be) part of the ethos of the organisation

· There is a clear link between managing (young) talent and succession planning. If an organisation is able to manage their young talented people effectively then they will be retained. This in turn will go some way to addressing  succession planning issues

· Don’t be reluctant to invest (i.e. give access to training and development) to talented professionals – if they do leave as a consequence of being up-skilled and better qualified, you will get good value out of them before they leave

· Processes and systems should be in place (and should be used) to facilitate the ‘ambition’ discussion. Through credible and respected appraisal and review systems the ‘talented worker’ should get access to naturally occurring opportunities to discuss his/her aspirations and potential with an empathetic line manager

· The reputation of the organisation will be a key factor for whether or not a talented person feels at home (and motivated) within an organisation
· Some organisations should consider further staff development for middle managers to avoid the ‘blocker’ syndrome

· In the current economic climate and with some sector organisations ‘shrinking’ their workforce, a review of processes to ensure that (where appropriate) consideration is given to making an internal appointment for a vacancy may need to be raised as an organisation policy issue. Such a policy may give encouragement to talented individuals.

TALENT MANAGEMENT / SUCCESSION PLANNING

DISCUSSION POINTS

1. Do we know what ‘talent’ we have now.

2. Do we know what career ambitions they have.

3. Do we know or do we actively plan their development needs around those ambitions.

4. What processes do we have to do 1, 2, 3 above.

5. How does active succession planning square with the normal practise of advertising all jobs.

6. How do you manage disappointment.

7. What could work across organisations 

e.g.  - Assessment centres

        - Leadership development programmes 
      - Secondments / temporary placements 
        (rather than lose people to the   sector / area altogether)

       - Shadowing scheme

8. How might this be organised/managed.

9. What is the role for Line Managers.  How do you handle “blockers” who do not want to lose a key person.

10. Do you need a clear balance between internal and external appointments, to have new blood and generate new ideas and approaches.
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