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[bookmark: _Toc72165993][bookmark: _Toc94889644]Glossary of Terms


NWSSP - 	NHS Wales Shared Services Partnership
POD - 	People and Organisational Development
SLG -		Senior Leadership Group
DEI -		Diversity, Equality and Inclusion
VUCA-	Volatile, Uncertain, Complex and Ambiguous
HEIW-		NHS Health Education and Improvement Wales
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Executive Summary

The following report will evaluate NWSSP’s ability to broaden the talent pool. Following an introduction to the organisation and a definition of key terms the report will explore the impact that internal and external factors, such as coronavirus, the labour market, the government and working culture have had on NWSSP’s ability to the broaden the talent pool.
This paper will then critically evaluate the talent management and HR strategies in place at NWSSP that address broadening the talent pool. It will concentrate on the attraction strategies, such as its internal culture programme and the agile working toolkit, arguing that these resources do not currently go far enough to address talent management issues. Following this, it will investigate the recruitment strategies, such as diverse career entry routes and team resource in place. It will outline that whilst strategies exist, they do not currently go far enough to broaden the talent pool due to a lack of staff resource. 
A conclusion will be provided, summarising the key arguments made during the report.
Based on the evaluation of external and internal factors, the findings at NWSSP, academic research and examples from other organisations, rational, fair and achievable recommendations will be placed forward, to aid NWSSP in broadening the talent pool. 
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1 [bookmark: _Toc94889648]Introduction
This business case has been developed for the consideration of NHS Wales Shared Services Partnership’s (NWSSP) Senior Leadership Group (SLG) within People and OD (POD). 
1.1 [bookmark: _Toc94889649]Background of NWSSP
NWSSP is an All-Wales organisation within NHS Wales. It celebrated its 10th year in 2021 and employs more than 5,000 staff and 2,500 GP and Dentist trainees. NWSSP strives to add value through partnership, innovation, and excellence by working with Welsh Government, health boards, trusts, and authorities to provide a streamlined, efficient, and professional health care service for the people of Wales (NWSSP, 2022c). NWSSP has tripled its staff count over the decade and projects to employ more than 5000 staff after 2021 - excluding trainees (see figure 1 below). 
[image: ]
[bookmark: _Toc94798860]Figure 1: Growth of NWSSP
However, these figures fail to tell us who they will recruit or if talent is prioritised. Also, the question of how NWSSP plans to attract, recruit, and retain these employees is unclear.
1.1 [bookmark: _Toc94889650]Broadening the Talent Pool 
The CIPD (2021b) define talent as people who positively contribute to an organisation and its output. There are many interpretations of Talent Management, with some arguing that it means ensuring the timings, job and person are all correct (GreggU, 2017) with the assistance of strategic planning. Others refer to it as the attraction of, engagement with, development and retention of valuable people (CIPD, 2021b). Neither definition is incorrect as organisations must consider all the above factors when working on talent management. 
When exploring the meaning of ‘broadening the talent pool’ for organisations, this can be challenging. There is no one way to broaden talent as organisations can consider branding, employee benefits, technology, and diverse career entry routes. However, focusing on any of these in isolation is not enough. Organisations must consider how they attract, recruit, and retain talent (CIPD, 2020a and CIPD, 2021a). As this report is focused on how NWSSP can broaden their talent pool, attraction and recruitment methods will be prioritised. 






2 [bookmark: _Toc94889651]Internal and External Influencing Factors 
It is acknowledged that there are internal and external factors that may influence organisation’s ability to broaden the talent pool. The most significant influencing factors for NWSSP are outlined below. 
2.1 [bookmark: _Toc94889652]Labour Market
Labour markets refer to availability of workers in correlation to the availability of work (Oxford Dictionary). A tight labour market is when there is a small proportion of individuals who have the required experience, skills and/or attributes for a particular role (Taylor, 2019). In juxtaposition, a loose labour market is when the supply is plentiful (Taylor, 2019), meaning that organisations are less likely to struggle to recruit as competition is reduced with other organisations.
	The UK currently finds itself in a tight labour market, meaning that organisations face difficulties finding and retaining talent due to competition from other organisations. In Autumn, the CIPD (2021g) reported that 47% of organisations surveyed, expressed difficulty filling vacant posts, compared to 39% the previous year. This shows that businesses are recruiting in an increasingly tight labour. Arguably, the current state of the UK’s labour market was pre-empted, with the CIPD (2020c) foreseeing that the supply of labour would remain tight following Brexit.
	Despite the impact that the UK’s labour market has had on other businesses nationally, NWSSP, as an NHS organisation, has been less impacted. The CIPD (2020a) survey found that because of the ongoing coronavirus pandemic (see 2.2.), public sector vacancies have increased (see figure 1 below). 
[image: ]
[bookmark: _Toc94798861]Figure 2: Growth of NWSSP
This shows that despite a tight labour market across the UK, NWSSP has been less impacted than private and third sector organisations. Not only have NWSSP advertised new roles, but they have successfully been able to recruit more than 1200 new employees in 2021. However, NWSSP should remain cautious as there is evidence of a further change in the labour market. 
The Guardian (2021) reported that 25% of employees surveyed intended to leave their employment, despite not having alternative employment secured, because of stress and work pressure.  This is not isolated to the UK, as shown in research by De Smet et al. (2021) where 19 million American employees, and rising, left their employment in April 2021. The current tight labour market means that employees are confident that if they leave their job, they will find suitable employment elsewhere (The Guardian, 2021), making it challenging for businesses to recruit and retain talent. The external environment and state of the labour market has clearly significantly impacted organisations globally. Whilst it has not negatively impacted NWSSP, the increasingly tight labour market in the UK means that NWSSP must monitor the external environment to prevent a talent crisis (CIPD, 2021h).
	 
2.2 [bookmark: _Toc94889653]Coronavirus
Prior to late 2019, the world was unaware of what coronavirus was (Benenden Health, 2020). Two years later, it has become the most well-known and influential global healthcare crisis (Ghabour, 2020) – changing who we are, how we live and work (CIPD, 2021i). NWSSP is no exception to this. Prior to the pandemic, the workforce worked from the organisation’s offices, warehouses, and depots. In 2022, the working culture has radically changed, with around 70% working from home regularly. This aligns with research conducted by the CIPD (2021j), who found that pre-pandemic, 65% of businesses failed to enable working from home. In 2021, it was recognised that the pandemic had significantly impacted the world and working lives of people, with increasingly expectations from staff for flexible working (CIPD, 2021b). 	
	Not only has coronavirus impacted how and where people work, but it has impacted organisation’s ability to focus on broadening the talent pool. In March 2020, the UK Government closed all non-essential business, resulting in many businesses, such as Arcadia being unable to recover following a long period of closure and loss of income (Ng, 2020). With businesses closed, leaders focused on the needs of the business and existing staff. This can be shown through a Deloitte (2020) report, advising businesses to focus on the morale of their workforce, embedding new working cultures and coaching employees through the volatile, uncertain, complex and ambiguous (VUCA) world of today (Nembhard et al., 2020). Extensive research has been carried out in the NHS to evaluate the impact coronavirus has had on NHS staff. Reports have concluded that despite the initial surge of moral amongst workers, and interest from the public to help (Nursing Times, 2021), staff absence, burnout and anxiety is now on the rise (Gillet and Wright, 2021 and House of Commons Health and Social Care Committee, 2021). In 2019, employee absence at NWSSP was 4.8% at its highest and dropped to an average of 3% in 2020 (see appendix 1). In 2021, absence increased back to pre-pandemic rates, illuminating the findings found across the NHS relating to staff burnout. With businesses focused on recovery and their existing workforce, arguably, room to focus on strategies to broaden the talent pool, was likely side-lined. However, there appears to be shift from this mindset. 
Non-essential businesses have remained open in the UK for more than 6 months, except for bars and nightclubs in Wales (BBC News, 2021). With stability creeping back into business life - albeit, slowly – businesses are encouraged to shift their focus from the here and now to planning (Hatami, Sjatil and Sneader, 2020). The HR profession arguably have a pivotal role to plan in business and strategic planning, particularly talent (Ulrich, 2020). 
2.3 [bookmark: _Toc94889654]Government and Legal
All organisations are influenced by decisions made by the government and the law they enforce. The governments frequent changes to the rules and process behind government funded recruitment schemes can mean the difference between a business diversifying career entry routes, or not. In 2020, The CIPD (2020a) found an increase in the number of organisations offering apprenticeship or alternative entry schemes. At the time, the government announced changes to the apprenticeship programme, extending the accessibility of the scheme to organisations who do not pay the apprenticeship Levy (GOV.UK, 2020a). The apprenticeship is currently applicable to any business with a £3 million or more yearly pay bill, enabling them to access the scheme (GOV.UK, 2021a). The widening of accessibility to the schemes could explain the increased participation of organisations in 2020. However, this has since reduced, with less organisations now offering post education entry schemes (CIPD, 2021a). The CIPD (2021k) noted that because of the pandemic, the government provided £3000 to organisations who recruited an apprentice between April and September 2021, and yet uptake in the scheme decreased. This may have been influenced by the governments launch of Kickstart, a fully government funded 6-month employment scheme applicable to people 16–24 who are on universal credit and have been unable to secure employment because of the pandemic (UK Government, 2022 and HM Government, 2022). Organisations also received a bonus of £1500 for every person employed under this scheme, which could be used for set-up or training costs (CIPD, 2020d). The financial advantages to organisations of the kickstart scheme over the apprenticeship scheme could explain why there was a decrease in uptake from businesses in the UK between 2020 and 2021.
2.4 [bookmark: _Toc94889655]Culture
As well as external factors influencing organisation’s ability to broaden the talent pool, internal factors also impact. When looking at the size of public organisations such as the NHS and the Police, research has shown that they are more likely to have diverse entry routes, such as apprenticeship, graduate, or intern schemes (CIPD, 2020d). Not only are they typically larger than private or third sector organisations, but the NHS is the highest employer in England (The Kings Fund, 2021) and Wales (HEIW, 2022a). When taking the size of public organisations into account, it is therefore reasonable to expect the sector to employ proportionally more people through alternative entry schemes (CIPD, 2020a). In juxtaposition, private organisations are more inclined to recruit via consultancy agencies, social media, or professional referral schemes (CIPD, 2020a and CIPD, 2021a). With public sector organisation typically being long standing, it is likely that the advocation of diverse entry schemes has become entrenched in their working culture. 	
	Whilst it is less common for private organisations to utilise schemes such as apprenticeships, an increasing emphasis on diversity and inclusion could cause this to change in the future. Research has shown that people are attracted to organisation who value diversity and inclusion (Polonskaia and Royal, 2019). The Longhurst Group has been working with those who have disabilities or having caring responsibilities, to establish a route that widens their access to employment, and benefits the business (Hogarth, 2021). The Co-Operative have also been exploring how they can become more inclusive in their recruitment strategies by evaluating their candidate experience (Hogarth, 2021). Businesses are aware that to attract talent, they need to be inclusive and value diversity. Over time, we may see private and public organisations use of diverse entry schemes increase to meet talent demand and expectation. 






3 [bookmark: _Toc94889656]Findings and Analysis 
The external and internal environment significantly impacts talent management in organisations. To navigate and overcome talent management issues, the CIPD (2020a and 2021a) encourages organisations to prioritise attraction, recruitment, and the retention of talent. 
3.1 [bookmark: _Toc94889657]Attraction Strategies
According to Manpower Group (2018), when experiencing a tight labour market, organisations attention to their culture and purpose is key to attracting talent. There is evidence that NWSSP recognises its value and have taken steps to improve and refine their working culture and purpose.
3.1.1 [bookmark: _Toc94889658]This is our NWSSP
In 2020, NWSSP launched its culture programme, ‘This is our NWSSP’. The programme is comprised of staff from POD and 20 champions from across the organisation. ‘This is our NWSSP’ is influenced by the findings of Michael West (2019) and his advocation for organisation to pay attention to their culture to improve staff experiences and health. In late 2020, the champions and POD representatives worked together to conduct interviews and focus groups with staff to find out about the current working culture – good and bad – and understand desired working culture of staff. Following their discovery, an evaluation took place and resulted in an action plan, setting out how they can achieve the needs of their people. This action plan was shared with staff across the organisation via a virtual coffee morning (NWSSP, 2021b), with an overview of the discovery, design, and delivery of the programme (see figure 2).

[bookmark: _Toc94798862]Figure 3: NWSSP's Culture Programme Stages

Whilst this clearly shows the commitment of NWSSP’s leaders to develop a healthy working culture for its staff, this important programme is not being utilised to broaden the talent pool. 	
	NWSSP currently has an internal intranet, available only to staff in the organisation. Here the programme, its champions and progress are clearly communicated (NWSSP, 2022a). Whilst this is valuable, there is currently no promotion or awareness of NWSSP commitment to working culture via external communication channels. At present, NWSSP does not reference ‘This is our NWSSP’, its achievements or plans to further improve its working culture on the external facing internet (NWSSP, 2022b). Furthermore, whilst the organisation does have a public twitter (2022) and Linked In (2022) profile, ‘This is our NWSSP’ and the general working culture of the organisation is not promoted or communicated.
	Consequently, the internal promotion of the programme and culture overall could be valuable to talent management at NWSSP when addressing the retention of staff. But the programme is arguably undervalued and overlooked in its ability broaden the talent pool by attracting people to the organisation (see 5.1.1 for recommendations). 
3.1.2 [bookmark: _Toc94889659]Agile Working Toolkit
Whilst The Five Trends Shaping the Future of Work (2017) encouraged organisations to consider how they can create a more agile workforce to attract a broader talent pool, before the UK’s first lockdown (GOV.UK, 2020b), more than 90% of NWSSP’s staff worked from the organisation’s offices, depots, or warehouses permanently. Other academics, such as Taylor (2019) did not place the same emphasis on the value of agile working and its impact on talent management. Taylor (2019) and The Five Trends (2017) opposing views may have been influenced by Taylor analogy of the current working practices in 2019, and The Five Trends identifying future trends. Either way, it would appear as though NWSSP acted on the findings of Taylor (2019) and others alike at the time. This changed with the announcement of a national lockdown and staff working from home overnight. 
The pandemic had resulted in 24% of staff working from home across the UK at the start of 2020 (CIPD, 2020b) to 61% in 2021 (CIPD, 2021d). NWSSP was no exception to this. During the discovery phase of ‘This is our NWSSP’, staff expressed their desire to see agile working embedded as a permanent part of their working culture. Consequently, a separate Agile Working panel was established at NWSSP, to design and implement agile working, whilst supporting staff through these cultural changes.
Staff engagement groups and surveys were run regularly, to find out what NWSSP’s people were experiencing, needed, and wanted long-term. This was followed by NWSSP (2021c) coffee mornings, open for all staff to attend, listen, question, and offer their views. The results from the various engagement pieces resulted in the development and launch of NWSSP’s first Agile Working Toolkit (NWSSP, 2021d). The toolkit has been communicated via internal email, placed on the intranet, and now forms part of the managers and leaders training sessions ran internally. Like the findings for ‘This is our NWSSP’, addressed is 3.1.1, the toolkit has been promoted widely internally, but its promotion externally is non-existent. This means that only those currently employed by NWSSP are aware of its agile working culture. It is arguable that NWSSP has not considered the shifting expectations of talent today and the value that the promotion of its agile working culture could have on attracting a broader talent pool (see 5.1.2.1 for recommendations). A continued failure to promote agile working externally, could result in a reduced talent pool for NWSSP. 
3.2 [bookmark: _Toc94889660]Recruitment Strategies
CIPD (2021e and 2020a) reports also emphasise the cruciality of retention strategies to talent management. Below, the findings of NWSSP’s recruitment strategies are discussed in relation to broadening the potential talent pool.
3.2.1 [bookmark: _Toc94889661]Career Entry Routes
3.2.1.1 [bookmark: _Toc94889662]Apprentices 

CIPD (2020a) found that public organisations, such as the NHS, were more likely to take on apprentices compared to third and private sectors. Across NHS Wales, there are approximately 190 apprenticeship roles available, ranging from level 2 to 5 (HEIW, 2022b). Of these roles, none are within NWSSP. In its 10-year history, NWSSP has only employed 2 apprentices. Today, NWSSP has managers guidance available internally, to provide information to managers apprenticeship schemes, however this guidance was created in 2020, and has not been updated since. This has left the internal resources severely out of date, and arguably not fit for purpose. NWSSP’s inability to update the guidance illuminates the argument in 2.3, where because of Coronavirus, other priorities took president opposed to career entry routes.
	Whilst NWSSP has only directly hired 2 staff members via an apprenticeship scheme, approximately 200 staff are currently upskilling through an apprenticeship qualification. This illuminates the findings from the CIPD (2021g), who noted 44% of organisations utilise apprenticeship qualifications to develop existing staff, compared to only 26% utilising the scheme to recruit new talent. It is possible that UK organisations are opting to upskill their existing staff to compete in a tight labour market. This was shown in 2018, where research found that almost 65% of businesses used training, and development schemes, like apprenticeships, to upskill their staff to combat talent shortages in a tight labour market (Manpower Group, 2018). 	
3.2.1.2 [bookmark: _Toc94889663]Kickstart Scheme 
The Government launched the Kickstart Scheme to combat some of the challenges, brought to individuals and organisations by the pandemic. Anyone aged 16-24, who is on universal credit and has either been unable to secure employment or has lost their job because of the pandemic, can take part in the scheme (GOV.UK, 2021b). Eligible people can join a new organisation for 6 months and gain the necessary skills and experiences that will help them secure permanent employment (UK Government, 2022). The benefits for organisations interested in taking part in the scheme are demonstrated below (see table 1):
[bookmark: _Toc94798984]Table 1: Advantages for organisations taking part in the Kickstart Scheme
	1. Complying with a moral duty to help others.

	2. The wages are fully funded at National Minimum Wage by the Government

	3. Each employee comes with a £1500 grant which can be spent on set-up costs and or learning and development

	4. National Insurance contributions are paid by the Government 

	5. Minimum pension contributions are automatically paid by the Government



	In July 2021, NWSSP created a new post in the POD team – an Organisational Development Officer. As part of their role, they are expected to explore alternative career entry routes, as well as nurturing existing process, to broaden the talent pool for the organisation. Consequently, the officer has engaged with the Kickstart programme, resulting in 31 new employees for NWSSP. By taking part in the scheme, an opportunity has been provided to those who may have otherwise struggled to access opportunities within the NHS. 
3.2.2 [bookmark: _Toc94889664]Resource
Whilst widening access is part of the new Organisational Development role, they also support the wider POD team, particularly the 4 Specialist Facilitators. As a result, the running of the Kickstart Scheme has been their only development of the widening access agenda at NWSSP, meaning that the development of the existing and new career entry routes, have not been developed.
	As of January 2022, POD recruited a new Specialist Facilitator, responsible for Culture and Inclusion at NWSSP. This decision was made in alignment with the CIPD (2022) Professions Map, where culture and behaviour are core knowledge, and working inclusively and ethically are core behaviour of HR professionals. The Facilitator will lead ‘This is our NWSSP’, working with staff to develop a culture of learning, compassion, inclusivity, and innovation. They will also be responsible for ensuring that workplace policies and practices are inclusive, and that equality and diversity is embedded in working culture. However, it is important to recognise that this role is primarily internal facing. The role does not and will not focus on how the culture of the organisation will be communicated externally. Whilst it is essential to establish a positive working culture to reduce the risk of future talent retention or well-being issues (Taylor, 2019), an internal focus will not go far enough in allowing NWSSP to broaden the talent pool.
















4 [bookmark: _Toc94889665]Conclusions 
There are a variety of factors that influence organisation’s ability to broaden the talent pool effectively. The increasingly tight labour market, the ongoing coronavirus pandemic, the government and their legal decisions, and organisational culture are some of the most influential factors for talent planning at NWSSP.
	The findings have shown that whilst NWSSP has many positive HR strategies in place, such as their culture programme, their commitment to agile working and career entry routes, they have not gone far enough in utilising these schemes to broaden the talent pool. One of the major critiques of NWSSP’s current HR strategies is that they are internally focused. Whilst this can be positive when thinking about how NWSSP can retain talent, they have neglected to focus on how these strategies can add value but attracting talent. This report will now provide rational, fair, and achievable recommendations. They consider the analysis of the external and internal environment, the critical analysis of NWSSP’s current HR strategies, and research from academics and other organisations. It will outline that the external communication of NWSSP’s existing and future HR strategies need to be developed to broaden the talent pool.




5 [bookmark: _Toc94889666]Recommendations 
The below recommendations have been placed for NWSSP to broaden their talent pool. 
5.1 [bookmark: _Toc94889667]NWSSP’s Purpose and Values to be Communicated Externally
It is recommended that NWSSP promotes and communicates their workplace culture, values, and purpose more effectively externally, to attract a broader talent pool.
Academics have argued that it doesn’t matter what the purpose and values of an organisation are – what matters is that they communicate it effectively (Pink, 2010). In recent years, this argument has been refuted, with Peter Cheese stating that the ethical value of an organisation is essential to people today (People Management Magazine, 2021). Whilst Pink (2010) claim that ‘values’ are irrelevant to attracting talent may be outdated, his statement about the importance of communication remains valid. 
CIPD (2020a) noted that organisational values and the nurturing of the employer brand influence the attraction of talent. An idea arguably amplified by the coronavirus pandemic. People have had an opportunity to evaluate their lives, putting purpose, acting for the common good and social responsibility at the top of the agenda when considering current or future employment (People Management Magazine, 2021). The CIPD (2021e) illuminate this, adding that talent today connect with an organisation when they demonstrate that they care about doing the right thing ethically and uphold their set values.
	Accenture, an IT, and consulting company have taken the time to nurture and promote their organisational purpose and commitment to deliver technology whilst ensuring equality and accessibility (Accenture, 2022). Publicly, they claim that their commitment to their purpose and values has allowed them to attract, grow and reward talent (Accenture, 2022). Similarly, Netflix rely on their organisational purpose and values to attract the right talent. With their vision statement to be ‘the best global entertainment distribution service’ (Visionary Businessperson, 2022), they strive attract and hire talent that align with this statement – the best (McCord, 2014). A CIPD (2014) report found that when talents values align with the business, it can lead to increased engagement, passion, and performance, with many interviewed claiming they felt more personally invested in the company as a result. 
	In summary, if NWSSP can communicate their values and purpose externally, it could attract people who align with the direction of vision of the organisation. Further, it is evidence that people care about the organisation they work and what they stand for, meaning that promotion of this could see an increase talent attraction for NWSSP. 
5.2 [bookmark: _Toc94889668]Promotion of NWSSP’s Employee Benefits Externally
It is recommended that NWSSP promote and communicate their employee benefits externally to attract a broader talent pool. 
The CIPD (2020a) report showed that whilst the nurturement of values proved the most effective method of talent attraction, employee perks are also valued. Coronavirus has led employees to rethink their careers and priorities (People Scout, 2022). Figure 3 below outlines the top reasons people listed for leaving their current roles. 

[bookmark: _Toc94798863]Figure 4: Top Reasons Talent Consider New Roles, Adapted from People Scout (2022).
Whilst this survey analysed why employees leave current employment, the above results could also be used to understand what influences talent to apply, or not for a role. Figure 3 demonstrates that 34% of those surveyed stated they left employment because of a lack of work life balance and flexibility, and 23% left due to limited professional development. If NWSSP promotes its employee benefits externally, they could see their talent pool broaden by 57%. 
5.2.1 [bookmark: _Toc94889669]Hybrid Working
A recent survey found that 90% of respondents who attained new employment in 2021, did not have to move as hybrid working was offered (De Smet et al., 2021). The idea that talent can now work in a different part of the country or world without disrupting their home life on commute for long hours, evidently significantly impact the attraction of a role. CIPD (2021a) found organisations have realised this, as there has been a significant growth of organisations offering flexible to address attraction and retention issues. Organisations participating in a survey said they anticipate 40% of employees will work agilely as it is an expectation amongst talent to ensure a healthy work life balance (CIPD, 2021f). 
	In summary, the impact of the external environment, particularly the labour market and coronavirus, have shifted the expectations of talent today. As shown, if people are unclear on whether agile working is available, they may not apply. Whilst NWSSP offers agile working, it not externally publicised, meaning that their talent pool is reduced by roughly 34% (People Scott, 2022). Promotion of this employee benefit, as well as others, could significantly broaden the talent pool for NWSSP.
5.2.2 [bookmark: _Toc94889670]Professional Development
The survey by People Scout (2022) also found 23% left their employment due to limited opportunities, 23% due to limited professional growth. Professional development is important to talent today, meaning that NWSSP should do more to promote their learning and development offerings externally. 
 When competing in a tight labour market, Taylor (2019) argued that development and opportunities matter, and the existence of an in-house development programme can go far in attracting talent. Companies are increasingly developing their inhouse skills to ensure they do not lose talent and cater for the needs of the business (Manpower, 2018). The CIPD (2021b) illuminated this argument and found that by developing learning interventions and nurturing existing staff, organisations can attract people to the organisation and improve employee retention. 	
In summary, NWSSP should work to communicate their development opportunities externally as it will enable them to not only attract talent to the organisation but widen the talent pool internally. CIPD (2020a) explained that by focusing on the upskilling of existing staff, NWSSP could attract new talent to the organisation who may already have the existing skills for the role, and grow the talent pool by aiding existing staff to be considered for the available role/s. In a tight labour market, this will enable NWSSP to combat the talent shortages presented when faced with a tight labour market, reducing the risk of a talent crisis following the pandemic.
5.3 [bookmark: _Toc94889671]Recruit a POD Specialist Facilitator for Widening Access
It is recommended that NWSSP recruit a POD Specialist Facilitator for Widening Access, to ensure a dedicated member of staff can push the agenda forward and concentrate on HR strategies to broaden the talent pool. 
	As discussed in 3.2.2, there is currently no resource dedicated to broadening the talent pool at NWSSP. As a result, whilst the recommendations outlined in 5.1 and 5.2 were justified and reasonable, additional resource is required to action the recommendations. 
The additional resource could lead on the above recommendations and diversify career entry routes to broaden NWSSP’s talent reach (Taylor, 2019). Whilst NWSSP currently offers Apprenticeships and takes part in the Kickstart Programme, the numbers are minimal. Additional resource will enable NWSSP to engage with the community and attract a diverse workforce with new skills and experiences (CIPD, 2021a). When organisations utilise different career entry routes, they can attract a diversity of talent, who offer new and innovative solutions, have different experiences and skills and ultimately, add value to the organisation (Polonskaia, 2019). Whilst Noon (2018) has argued that it can be ‘pointless’ for organisations to concentrate on diversity and inclusion strategies for the sake of it, others would state that it is far from pointless and is the duty of the employer to act in an inclusive and ethical manner (CIPD, 2022). For NWSSP to demonstrate their commitment to inclusion, offering diverse career entry routes is essential. Accenture (2022) found that by implementing diverse and inclusive talent recruitment strategies, they have seen an increase in applicants and the quality of talent they attract. 
 	In summary, to ensure NWSSP attract talent effectively, the Specialist Facilitator can strategically plan to ensure NWSSP recruit the right person, for the right job at the right time (GreggU, 2017). By working with the new Culture and Inclusion Facilitator, they can embed diverse career entry routes to broaden the talent pool and attract future talent to NWSSP. The planning and development of these new recruitment approaches cannot be achieved without the right resource. 
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	NWSSP Sickness FTE % Timeline

	
	Jan
	Feb
	March
	April
	May
	June
	July 
	Aug
	Sept
	Oct
	Nov 
	Dec

	2019
	4.28%
	4.47%
	4.46%
	4.51%
	4.33%
	4.02%
	4.24%
	3.70%
	3.74%
	4.61%
	4.87%
	4.62%

	2020
	4.14%
	4.49%
	5.30%
	4.22%
	2.83%
	2.75%
	2.99%
	2.67%
	2.83%
	3.21%
	3.38%
	3.16%
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