
WHY 2020  
IS THE RIGHT  

TIME TO  
INVEST IN  

TALENT  
SUCCESSION  

PLANNING 



Now that the UK has left the European Union (EU) we are 
in a transition period until the end of the year. During this 
time, our trading relationship will remain the same and the 
UK will continue to follow EU rules, until the details of its 
new relationship is agreed.  
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The Government has announced details of a new points-based 
immigration system which will take effect from 1 January 2021 and 
will enable skilled workers to come to the UK.

Business now has much more certainty to plan ahead and ensure 
they have the skills they need to prosper.

What do these changes mean for talent development in your 
business? How can you get the skills you need in order to grow 
and develop into new markets? What changes might you need 
to make to your recruitment strategy so you can build resilience 
and capability in your organisation? At what level do you need 
to plug capability gaps so you avoid the rise of the ‘accidental 
manager’ within your workplace? 

It is more important than ever that organisations are proactively 
identifying and developing talent within the lower levels of their 
workforce and preparing for succession planning to cover events 
that are 2 or 3 years in the future.

This needs to take place through open and honest conversation, 
transparent appraisal and talent identification processes and 
structured, meaningful and relevant training. Doing this will create 
loyalty, embed organisational values and create future leaders 
within your organisation.
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HOW TO  
IDENTIFY  
TALENT?
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 � Set clear criteria that define exactly the 
behaviours, achievements and KPIs that 
you feel represent high potential

 � Use methods that are reliable, repeatable 
and transparent when assessing 
performance

 � Have support in place for those 
employees who are not currently meeting 
targets – supporting identified needs to 
improve under-performance

 � Don’t simply look at performance. For 
leadership and management roles, an 
individual’s behaviour in the workplace 
should also be considered

Identify the skills your 
organisation needs to develop 

 � Look internally at staff who are currently 
performing to high levels and identify the skills 
they have that allow them to perform to their 
potential and how these can be encouraged 
across the organisation

 � Examine your organisation’s plans for growth and 
which areas of the business are likely to need 
additional leadership capabilities over the coming 
years, include any staff attrition through planned 
retirement etc.

 � Identify trends where current employees are 
either over or under-performing to help inform 
your organisational needs

 � Communicate clearly why training is taking place 
and the desired outcomes

Identify and plan appropriate 
training

 � Work in partnership with a training provider (or 
multiple specialist training providers) to identify 
the training available that helps deliver your 
desired outcomes. Be prepared to contribute  
to the design of content and planning of  
training schedules

 � Consider additional areas where you can add 
value to an Apprenticeship course by offering 
internal development opportunities

 � Ensure you allow enough time for courses to be 
completed and for the inclusion of work-based 
tasks within the training
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Map out progression pathways
 � To encourage engagement and a culture of 

learning it’s important to consider the “What 
next?” question and provide progression options 
on completion

 � Consider options at the same, or lower, levels in 
different areas that can add value to the overall 
performance and promotion prospects of an 
individual within your organisation

 � Think about the skills that will be needed in the 
upcoming years rather than just what is needed at 
the moment. Have pathways available that allow 
for sideways movement

 � Match course end dates to known promotion 
opportunities (such as retirement dates or 
planned business growth) to give clear outcomes

Continually review, refresh  
and revisit relevance

 � Work closely with your training provider to 
monitor progress of all employees on training 
programmes and ensure training is still relevant to 
job roles

 � Review content on a regular basis to ensure 
that it is up-to-date and provides a meaningful 
experience to those employees enrolled on the 
course. Work with your provider to update this if 
your organisational needs change

 � Ensure you are involved with the training as 
often as possible and ensure your organisation 
refer to this within internal conversations about 
progression and growth

Provide succession planning 
opportunities

 � While still engaged in training, provide employees 
with opportunities to experience the role(s) 
they may be able to progress into. This could 
be shadowing a colleague, taking part in internal 
projects or attending team meetings.

 � Engage with internal managers who will be 
managing the succession planning process and 
work with them to offer internal promotion 
opportunities. Ask them to act as a mentor to 
those undergoing training to help manage any 
future transition period.

 � Plan a hand-over of sufficient length to allow 
a current post holder to share their knowledge 
and experience with the new post holder. Doing 
this helps keep organisational knowledge and 
experience from escaping your business.
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As part of the Hart Learning Group, everything we do is about helping you to improve and grow. 

We’re passionate about the role that talent can play in boosting 
productivity, sparking new ideas, growing revenues and driving 
bottom-line performance.
Our particular expertise relates to emerging talent 
and succession planning. We have a proven track 
record of supporting our clients to introduce 
training programmes that support staff at all levels 
to reach their potential. By working with you 
we design content and delivery plans that meet 
your operational needs and give real benefits and 
improvements to productivity.

We encourage our clients to think about three 
connected phases of activity and support you to 
implement them:

 � Engaging: building a relationship with your 
workforce, working with people to inform and 
inspire them about careers in your sector and 
your business.

 � Training: attracting and training people when they 
first join your business through apprenticeship, 
graduate trainee and other programmes.

 � Progressing: retaining and helping your talented 
employees to progress in your business, realise 
their full potential and maximise their impact in 
your business.

WORKING WITH HART L&D
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WORKING WITH HART L&D
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Our programmes include professional qualifications such as 
those from awarding bodies such as ILM, CMI, CIPD, AAT, 
CIM which help engage and retain your staff while improving 
their skills in a range of subjects. These include co-designed 
resources that relate to your specific business needs and 
assignments which deliver workplace benefits.

We take time to understand our clients and their needs 
before starting any training delivery. An example of this has 
been the work we have done with Ocado. Since the launch 
of the first cohort in 2017 the programme has gone from 
strength to strength and has been underpinned by our ‘always 
improving’ approach to programme design and development. 

Hart L&D’s Head of Client Engagement, Adam Barnes, says, 
“We listen carefully to feedback provided by clients to 
ensure our programmes are right for their business and 
right for the learners enrolled on them”. This is a sentiment 
echoed by Flossi Ward, Apprenticeship Specialist at Ocado, 
who added, “Hart L&D helped us with detailed pre-planning 
and sequencing meetings which have really helped to 
maintain engagement throughout the programme”. 

With another client, The Delta Group, it became clear that 
a blended approach with the inclusion of online learning 
content and face-to-face support was the ideal solution. 
By offering this Hart L&D were able to tailor the course to 
fit around a variety of different job roles across multiple 
delivery locations.

The apprenticeship programme is based on developing 
leadership and management skills and provides a recognised 
qualification from the Institute of Leadership & Management 
(ILM) once completed.

Adam Barnes outlined how Hart L&D approached 
the requests made, “We are a forward-thinking, client 
-responsive business and understood that The Delta Group 
needed a flexible delivery model. We’ve been able to 
develop an 18-month programme that is built around online 
content delivery and supported by monthly face-to-face 
support from our expert tutor.”

The Delta Group’s Lawrence Tingey added, “Tom (the 
tutor) has been busy visiting all of our sites and it’s great 
knowing he is on hand to offer support in person, especially 
during the start of the course when people may have more 
questions”.
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A City & Guilds Group Business



KEEP IN TOUCH

w:  www.hartld.co.uk

e:  enquiries@hartld.co.uk

t:  01462 471041

  @hart_ld

 Hart Learning and Development

    @HartLearningDevelopment


