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CHANGES IN THE ORGANISATION’S APPROACH TO RECRUITMENT DUE TO THE PANDEMIC
I have recently joined the Recruitment Taskforce Team in Neath Port Talbot Council, where I work as a Recruitment Support Officer. Our main responsibility is to work on different ways of ensuring the vacancies are filled in a timely manner.
The pandemic has changed the recruitment methods, and most of these changes has been positively embraced and will stay for the foreseeable future. Page Personnel (2022) has identified 7 ways in which companies have changed their recruitment process:
1. Video interviews and virtual interview processes.
2. Location is not a limiting factor as many jobs are remote working.
3. Some organisations that used to attract talent who took risks are now losing it as professionals look for job security.
4. Companies have to sell themselves in the recruitment process.
5. Physical workplace benefits are less important now than company culture.
6. Professionals are rethinking their careers.
7. Company reputation is essential when hiring, especially during tough times.

Neath Port Talbot Council launched a series of changes in the recruitment process which are still in place at the present time:
· The re-introduction of the Workforce Planning Group, to assist in making any recruitment decisions, including any employees who were at risk, or needed to be moved to other services in the Council, as temporary redeployment.

· The abolishment to advertising internally only. It was agreed that all vacancies would be advertised both internally and externally in order to make the recruitment process faster.

· Video interviews to avoid close contact to individuals and to make the process quicker, which has been incorporated into the Recruitment and Selection Policy.

· The implementation of video meetings of our Recruitment Taskforce Team with external partners.

· The redesign of the Council’s recruitment portal, including testimonials from current employees, including the Chief Executive, to promote the Council's brand.

· The ability to being able to manage the recruitment processes, including job analysis, selection, and onboarding remotely.

As a Recruitment Support Officer, I am able to manage a vacancy, from posting it on our website, to then create all the necessary paperwork for both successful and unsuccessful candidates, and be able to start their onboarding process, providing the candidates have access to a device where they can receive emails. If they do not, there is an alternate member of the Employment Support Team working in the office who would be able to print a copy of the documentation and post it to the individual, however, this would delay the process.
Previously, I worked as a manager in Zara for 12 years, and during the pandemic, we were not allowed to offer video interviews, which made us have to re-locate the interview place, which was usually a small office, to a large corridor where we would be able to keep social distance. This was an initiative which was not launched by our Head Office but by the store management team, as we made the decision to keep as safe as possible and follow Covid guidelines in closed spaces.

ANALYSIS OF STATISTICS FOR LEAVERS TO DETECT TRENDS AS REASONS FOR LEAVING, BUSINESS AREAS, DEMOGRAPHIC. SUGGEST RETENTION INITIATIVES RELEVANT TO THE ORGANISATION
I have been provided with the Council’s leavers report from 01/10/2021 until 01/04/2022, with a total of 358 leavers. After analysing the data, I have observed that the department with the highest number of leavers is Education, Leisure and Lifelong Learning, with nearly 50% of the total exits (176), followed by Environment and Regeneration, with 76, and Social Services, Health and Housing, with 64.
As per the reasons for leaving the Council, 256 employees resigned, over 71%, where the highest percentage (22%) comes from individuals who resigned but did not provide a reason, followed by 17% who resigned because they were promoted elsewhere, 13% who retired, and 8% needed a change. Most of the Council’s leavers due to promotion came from the Environment and Regeneration Team, specifically from the Test, Trace and Protect Department, a service which was intended to be temporary. The following team with the most leavers after Environment and Regeneration is the Education, Leisure and Lifelong Learning Team, in particular the school cleaning and kitchen areas, where the jobs are typically part time and during term time only.
According to Wilkinson and Taylor (2016), different retention strategies may be implemented according to the leaving reason. In the Council’s case, the majority of the employees who provided a reason resigned because they had a promotion in another organisation, from which we can assume that were there development opportunities available, they would have stayed. I believe the implementation and reinforcement of the following strategies would make an impact on the leavers report:
· Regular employee appraisals. From my personal experience, both as employee and manager, it is fundamental to have regular conversations with our employees. They should be arranged in advanced, letting the employee know when it would take place, and always try and keep the same day/time. The manager usually decides how frequent they should happen, more often in the case of new starters. The manager will provide feedback of the current performance and tackle any issues if goals have not been achieved, and it is important to keep the conversations as open and relaxed as possible, so the employee feels confident to bring up any matters.

· Investment on training and development, and skills development programmes. As the jobs are part time, support could be offered for employees to attend training, for instance, for school cleaners to be able to work as chefs and open the possibility to hold a full-time position in the school where they work.   The Welsh Government launched in 2019 the Personal Learning Accounts (Careers Wales, 2022), to allow individuals, with earnings lower than £29,534 and aged 19 or over, the access to flexible courses to progress in their career or change it. These courses are fully funded by the Welsh Government, and it is an option that should be promoted by all the managers. 

· Job rotation. In the case of cleaners and kitchen assistant roles, a job rotation system could be put in place for cleaners to get a grasp of working in a kitchen environment, if they were interested in becoming a chef.

MY DEVELOPMENT NEEDS AGAINST THE CIPD PROFESSION MAP
After analysing the CIPD standards established in the CIPD Profession Map regarding Talent Management (CIPD, 2022), I would class myself in the Foundation Level, as there are some areas I need to develop. As I only joined Neath Port Talbot Council at the end of January 2022, the knowledge I have gained in terms of Talent Management come from my roles as a Section Manager and Deputy Store Manager in Zara. 
As an international high street retailer, and one of the company values was to promote internally, the organisation developed very successful Training and Development Programmes to cover Cashier, Commercial and Management Roles mainly, due to the continuous growth and expansion all over the world. I was highly involved in these programmes, both as trainer and as trainee, as I am always willing to keep developing my skills. In this aspect, the main objective was to have at least two or three members of staff on a development programme, in a store where the total number of employees is around 30.
By training and developing in our stores, we were able to cover vacancies in not just our own stores in the United Kingdom, but also on other stores within the group (Inditex) all over the world. We had a talent pool with employees ready to cover almost straight away any positions that might arise.
However, I am not very aware of the Neath Port Talbot Council’s approach in this matter, which I am willing to work on as this is going to be my priority to achieve my work objectives for the following year as a part of the Recruitment Taskforce Team.
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