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The advantage of doing it this way round, particularly starting
with senior roles, is that from the earliest stages you can
incorporate diversity considerations into your core principles,
get high level buy in, and educate the key people who will
lead any future expansion. Another approach would be to
partner with other organisations to share resources and
learning. 

“Talking about sharing resources
and working across partnerships is
all very well, but how do I deal with
the grievances I am bound to get
from people in my organisation who
see someone else getting chances,
or who don’t want to relocate to do
their next job?” 

The impact of the white paper has pushed collaboration up
the agenda for local government, but it can be equally
relevant to other parts of the public sector. For instance,
where there are national shortages in particular skills, or
problems recruiting senior leadership posts, it may make
sense for a number of organisations to collaborate in
developing a wider talent pool, rather than compete with
each other and the rest of the country. Different
organisational cultures mean that the initial business case
and the model of talent management need to be explored
very carefully to ensure shared understanding about the
scheme and how it will operate. This clearly adds a
dimension when thinking about how to ensure fairness and
consistency of approach and requires a high level of buy in
from senior managers and elected members, and
transparent processes, well communicated. Potential
grievances could be minimised through inviting applications,
rather than nominations to the scheme; open, robust
recruitment to any vacancies; and constructive feedback
with alternative development opportunities for unsuccessful
candidates. 
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“How can we prevent succession
planning being viewed as ‘jobs for
the boys’?” 

The reality is that discussions about succession planning
happen all the time in organisations and getting it out into the
open can only help to improve fairness. It is important to
communicate that succession planning isn’t about
guaranteeing anyone a job – it’s about making sure there are
people with the skills to apply. Providing managers with
simple toolkits for assessing the risk of key posts staying
unfilled, building a clear business case for action and having
a transparent process, are essential steps. Additional ways
to ensure and demonstrate fairness include having
succession planning panels that include senior managers
from outside the immediate work / service area, using data
to monitor the impact on the profile of the workforce, and
communicating the outcomes.

Contact

Terry McDougall 0845 601 0649
terry.mcdougall@solaceenterprises.com

Carol Sharp 0771741 2227
candopeople@btinternet.com

w: solaceenterprises.com 
t: 0845 601 0649



About SOLACE Enterprises

SOLACE Enterprises provides high quality, customer-focused and
practical support to local government and the wider public sector.
Operating across the UK, we offer consultancy, development and
resourcing services delivered by experienced practitioners with
public and private sector experience. 

SOLACE Enterprises is unique because it uses all of its surplus
income to fund the work of SOLACE, supporting research and
policy development and providing capacity to help strengthen the
Society's national influencing and thought leadership role. The
company is probably also unique among public sector
consultancies in operating internationally, providing election
expertise and governance support to governments overseas.

And the special link with the public sector doesn't end there. Our
consultants have direct managerial and political experience in the
sector bringing understanding, specialist expertise and innovation
to our wide ranging list of customers. A natural choice for any
public sector organisation thinking about the way it delivers its
services, exploring its relationship with its partners and
customers, developing its talent or seeking specialist expertise.

Our services

Flexible Resourcing

Specialist individual interims and teams
Service review and challenge
Independent investigations
Mediation services

Developing Leadership

Tailored leadership programmes
Elected member development 
Team building
Collaborative leadership
Coaching and mentoring
Independent appraisals 
Personal development planning 
360o feedback 
Action learning 
New Chief Executive Briefing
Open Programmes and master classes 

Recruitment and Selection

Fully flexible recruitment and selection service
Assessment centres 
Candidate management
Talent management
Career development 
Job design and evaluation
Salary reviews
Diversity expertise 

Organisation Development 

Culture change 
Community engagement
Partnership working 
OpenStrategy
Organisational performance
Organisation design 
Peer challenge and assessment - CPA, CAA 
Organisational and efficiency  reviews
Customer service models
HR advice




