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Personal statement for LO1 (including reference list) 
LO1 – Be able to review and evaluate an organisation’s approach to talent planning.
Talent planning or otherwise known as workforce planning is the process of balancing supply and demand – in other words, identifying skills against numbers required. This includes an analysis of the current workforce, defining future workforce requirements, identifying the gap between both and devising an action plan. Such a process can help an organisation achieve their mission, goals and strategic plan. 
CIPD (2020b) argues that “it’s about getting the right number of people with the right skills employed in the right place at the right time, at the right cost and on the right contract to deliver…”
Neath Port Talbot County Borough Council (NPTCBC) emphasises similarities within their aim of workforce planning:
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CIPD (2020a) states that any talent planning process should align with both the organisational goals and strategic objectives. Adopting such a process strategically, can help an organisation build a workforce that is able to enhance sustainable performance, encourage learning and development and add employer brand value. 
There are many more benefits to the implementation of talent planning processes within an organisation which includes:
· Reduction in labour costs
· Being able to Identify and react to changing customer requirements
· Increase employee retention
· Ascertain approaches to boost people development
· Target insufficiencies 
· Improve productivity/talent management
· Improve employees’ work-life balance
HR Zone (2021) defines workforce planning as a process that ensures an organisation has the human capital that is able to perform effectively now and in the future. Such a process includes identification of both current and future needs and cost effective methods for recruiting and retaining valued individuals. Furthermore, a continual workforce analysis approach should be adopted ensuring that the workforce remains efficient. They also add that strategic workforce planning is aligned to the organisation’s largely business objectives and seeks to analyse its long term vision.
CIPD (2020b) argues that the implementation of any process should refer to the stages of workforce planning (figure 1) which involves the gathering information, analysing it to identify future needs for people and skills and transforming this into an action plan in order to develop and shape its current workforce.
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Figure 1 – CIPD website
NPTCBC (2018) has implemented a Workforce Planning Strategy 2018-2022 (appendix 1). The plan highlights that public sector is facing difficult and uncertain times with challenging financial pressures, along with social, economic, demographic and legislative changes. With this in mind, the council sets out its intentions to shape the workforce to create a bright future that will attract, retain and motivate the best employees with the right skills in order to efficiently deliver services to the community. 
This plan includes an analysis of the current workforce and highlights that in order to identify future workforce demands, the council would need to align current data with their purpose, vision and values. These includes a number of strategic plans:
· Corporate Plan Strategic Objectives and priorities 2017-2022 which includes their well-being objective
· Medium Term Financial Plan
· Asset Management Plan
· Risk and Governance
· Corporate Change Programme
The medium term financial plan particularly drew my attention with financial pressures on public sector organisations to reduce budget costs due to stringent Welsh Government funding. The council has already established a Head of Service Workforce Planning Group, which consists of corporate directors and trade unions. The group’s key priorities are safeguarding its workforce from compulsory redundancies to the maximum extent possible, whilst seeking redeployment opportunities, identifying skills gaps and reviewing learning and development initiatives in order to retain and develop its existing workforce.
Our Learning, Training and Development Section implement training programmes on a yearly basis in line with legislative changes and service provisions, working in close partnership with neighbouring external organisations such as NPT Colleges and the NHS (appendix 2).
The group meets on a fortnightly basis to discuss and address workforce planning. I have attached the last agenda items that were discussed as an example (appendix 3). The group is very much focussed on dealing with workforce planning issues as and when they arise with reliance very much on management forecasting through NPTCBC succession planning toolkit. It is evident that the Workforce Planning Strategy 2018-2022 priorities over recent years have changed due to the current pandemic with much focus being placed on redeployment of employees to front line services last year.
Directorate representatives and HR were tasked with identifying those employees who were available for redeployment to ensure that vital services continued (appendix 4). This included the implementation of the NPT safe and well scheme, which provided those vulnerable people within the Borough with essential goods during lockdown.
The workforce planning group’s restriction on external recruitment has ensured that those employees deemed at risk of redundancy or medical redeployment are given first consideration during any recruitment and selection process, as well as offering career development opportunities for other employees. I have attached the recruitment and selection policy which outlines this (appendix 5). Any requests for external advertising must be done so through completion of a robust business case for consideration through the group (appendix 6). These processes highlight the council’s workforce planning strategy and dedication to retain and develop within.
The above process can be difficult to sustain particularly in those services with high turnover rates. Waste services is a large section which seeks to recruit Waste Operatives on a quarterly basis due to high turnover and sickness absence rates. The shift rota and physicality of the role are contributors to the above reasons. I have retrieved data for the period of 2018-2019 (pre-COVID19) using the council’s internal bi-query reporting tool to identify leaving reasons and number of recruitment advertisements (appendix 7).
The Architectural Section has been identified as a potential need to address skills shortages in the near future due to many experienced employees approaching retirement age (appendix 10). The recruitment process has already commenced and research undertaken on identifying competitive salaries with other local authorities to ensure that the service has experience to replace those leaving. A Market Pay supplement is currently being considered to attract experienced Architects. 
In order to combat the fall in the number of appointments during the last two years and ensure that the service remains fully operational, the Council joined forces with Matrix-SCM (2021) limited – specialists in managing and improving recruitment supply, through reliable hiring. Through the use of technology, struggling recruiting managers are able to identify suitable applicants for urgent placement where the necessary pre-employment checks have already been undertaken. 
It is recommended that completion of a PESTLE analysis to identify external factors that could affect the organisation. CIPD (2020c) argues that the use of such a framework will help organisations gain an understanding into those external influences that may impact on the business. This process also allows HR and management to assess any potential risks specific to their industry and will help gain insight on their decisions – this includes workforce planning.
It is evident that technological factors will shape any future workforce planning processes due to the current pandemic. NPTCBC aims to create a ‘blended’ approach following the easing of lockdown restrictions, where most employees will be expected to work from home, with a few days office based. The Council had already implemented a Smart & Connected Digital Strategy 2018-2022 (appendix 8), pre-COVID19 and more recently have developed a digital Partners Directory. The aim of our Digital Partners is to help other staff to gain digital confidence and overcome any barriers to getting digitally active in both the workplace and their personal lives.  
On undertaking a comparison with another local authority, the City & County of Swansea, there was little evidence of a workforce planning strategy in line with NPTCBC. They have implemented a ‘managing the employment establishment’ policy which they have highlighted is a short version pending a HR policy review (appendix 9). They have referenced the purpose of the policy is to maintain accurate establishment information that is critical to forward planning from a budgetary and workforce planning perspective. I was unable to find further information relating to their workforce planning process.
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APPENDIX 2 - Learning, Training and Development programme 2019-2020 (first few pages)
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APPENDIX 3 – Head of Service Workforce Planning group agenda
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APPENDIX 4 – Example of redeployment spreadsheet
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APPENDIX 6 – Business case for external advertising requests
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APPENDIX 7 – Data on Waste Services











APPENDIX 8 - Smart & Connected Digital Strategy 2018-2022
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APPENDIX 9 – Swansea Council’s managing the employment establishment policy (first few pages)
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APPENDIX 10 - Architectural employee retirement age bi-query report
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Personal statement for LO2 (including reference list) 
LO2 – Be able to recommend ways to improve an organisation’s approach to talent planning.

Wilkinson & Taylor (2016) state that any workforce plan can vary according to both scope and timescales, however, they emphasise that there are four stages in talent planning, which are:

· Forecasting demand for future skills
· Forecasting supply for future skills
· Identifying the skills gaps between demand and supply
· Plans to fill any gaps

NPTCBC currently has a well establishment workforce planning strategy in place through its 2018-2022 plan – it is clear that this is also aligned with other corporate business strategies which CIPD highlights the importance of. NPTCBC (2021) also has a succession planning process in place to assist managers with preparing and identifying future leaders for business-critical roles within their services (appendix 11).

Wilkinson & Taylor (2016) argue that succession planning can help an organisation to have sufficient numbers of people with the ability, personal attributes, knowledge and necessary experience to enable them to step into higher level roles when needed. This will help create a smooth transition between roles, reacting quickly to changes, whilst enabling acting up opportunities.

The creation of a Head of Service Workforce Planning Group has allowed the organisation to analyse and address any workforce issues, including those identified during recent unprecedented circumstances. With the urgency to redeploy employees to different front line services ensuring that these services were not disrupted during the current pandemic.

Since the group was implemented in 2011, the number of employees deemed at risk through redundancy has dropped significantly from just under 500 employees to 52 employees at present. Another example of the impact the group has had on addressing workforce issues.

However, taking into account the significant impact of the COVID19 pandemic on organisations, it is important that organisations review their workforce planning processes, including succession planning. NPTCBC workforce plan was implemented pre-COVID, over 3 years ago, with changes in service provisions and processes that have had an impact on the workforce. CIPD (2020a) states that such an unprecedented situation has formed an urgent need for organisations of all sizes to undertake workforce planning. 

It is recommended that NPTCBC undertakes a review of its current workforce plan 2018-2022 to ensure that it is still fit for purpose taking into account of any workforce changes following the pandemic situation. 
Jacobs (2020) argues the need for organisations to rethink their workforce planning processes post-COVID with redundancies and restructures becoming a fact of life for the foreseeable future thanks to the impact of the pandemic. Conferring about the CIPD (2020b) People Profession 2030 research which underlined the need for organisations to expect internal change around operating models, structures and processes, which will be a key future trend. 
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APPENDIX 11 – Succession planning toolkit (first few pages)
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LO3 – Be able to contribute to people resourcing activities 
Taylor (2019) states that resourcing forms a key part of a generalist HR role that undertakes activities that are central to organisations that employee people. These activities include recruitment, selection, retention, performance management, change management, employee well-being, HR planning and dismissals.
CIPD (2018) emphasises the importance of resourcing within an organisation and argues that this should involve the attraction and selection of individuals into the right position at the right time for the right cost. Such an approach should be done through the use of workforce planning data and knowledge. 
NPTCBC has a very stringent approach on practicing safe recruitment across all services - this includes any recruitment and selection process that is undertaken. There are also many legislative processes that must be adhered to when undertaken any recruitment and selection. CIPD (2021) refers to the Equality Act 2010 as the most significant example, making it unlawful for employers to discriminate against job applicants and employees because of the ‘protected characteristics’ as outlined:
· Age
· Sex
· Disability
· Race
· Religion or belief
· Gender reassignment
· Sexual orientation
· Pregnancy and maternity
· Marriage and civil partnership

NPTCBC’s recruitment and selection policy and procedure (appendix 5) emphasises this as well as other legislation that falls within this remit including the Welsh Language Act 2016.  As part of our recruitment and selection process, all recruiting managers must attend training undertaken by a HR representative. Within my role as HR Business Manager, I am responsible for conducting the recruitment and selection training and ensuring that all recruiting managers are fully aware of the Council’s process as well as the various legislation associated with it. All managers must attend this training prior to undertaking any recruitment and selection activities. Such an approach, ensures that the Council operates fairly and consistently.  
I was requested by my manager to review and amend the current recruitment and selection training slides to incorporate conducting via the MS Teams online platform method. It was imperative that any information here would provide managers with an understanding of the Council’s processes as well as the legalities involved (appendix 12). 
It was important that the slides were creative for online viewing, to ensure that these were easily understood and all audiences are kept well engaged throughout the presentation. It is my responsibility to regularly review and amend any slides taking into account any legislative and procedural changes. Many further training sessions have been arranged over the coming months. I have provided a few of the recruitment and selection training PowerPoint slides for information (appendix 13).  
I also included a few demonstration videos – ‘how not to conduct an interview’ as well as guidance notes on current interviewing processes under the current circumstances, using video call. I have devised an interactive quiz for the end of each training session to motivate as well as identifying whether any audiences have taken on board what was discussed. This is a fun way of keeping an audience engaged.
I have received feedback from a number of sessions, with attendees finding the training very useful and informative. Many advised that they were confident that they had attained sound knowledge and understanding of the Council’s recruitment and selection process when representing their service. I have included some feedback responses from those who had attended (appendix 14).
The new CIPD (2018) profession map highlights the importance of ‘resourcing’ within the specialist knowledge area. It refers to the need for those involved in any resourcing activity should be focused on “understanding the candidate experience, designing effective assessment and selection approaches and, overall, how to make effective recruitment decisions”.
This approach is reflective in our recruitment and selection training, ensuring that all managers involved are fully aware and understanding of their role in such processes.
[image: ][image: ]     
                     CIPD profession map 2018

When reflecting on the standards set within this specialist knowledge area, I feel i am between the foundation and associate level, having knowledge and experience in different areas of both. For example, I feel I am at the foundation level for understanding my organisations approach to workforce planning and at associate level when it comes to conducting a fair and objective assessment. 
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APPENDIX 12 – Email request from manager to review R & S training slides
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APPENDIX 13 – Recruitment & Selection PowerPoint slides (few slides)
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APPENDIX 13 – Feedback responses following attendance at training sessions
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Staff leaving reasons between 2018-2019

Staff turnover reasons in Waste Services 2018-2019	
Physical demands	Stress	Dissatisfaction with role	Other	51	10	21	18	

Waste Operative's recruitment activity 

Number of adverts	2017	2018	2019	2020	5	6	4	9	Appointments	2017	2018	2019	2020	12	9	2	2	
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‘Appendices L Introduction

il

1 Prior Consideration Guidance Note. 1517
Neath Port Talbot Councilrecognises that achievement of its goas and the securing o ts

2 Post Details Form 15 welbeing objectives are dependent on the recruitment and the retention of a skiled and.

5 Susiness Case for External Advertising 1820 committed workforce. This policy and procedure sets out our approach to this.

4 Shortisting Guidance Note: 228

s Intenviewing Guidance Note 238

2. Policy Statement

Al recruitment and selection activites will be carred out n a far, consistent, effective and
professional manner. An effective recruitment process contributes directly to the continuing.
Success of the organisation and i additon, it s the responsibiliy of the Head o HR to ensure.
that ths policy and pracedure complies with al relevant egisative and other related policy
reguirements.

The organisation is committed to applying is equal opportunities in employment poliy at all
stages of recruitment and selection. Shortisting, inerviewing and selection will ahways be carried
out without regard to gender, sexual orfentation, marita satus, colour, ace, nationaity, ethnic
or national origins,religion of belie, age or trade union membership, unless lawfuly allowed for
certain specfic posts.

Allappointments must be made in accordance with this policy and must, therefore, be subject to
agvertisement and interview. The Head of HR must approve any exceptions n advance of formal
appointment.

Financial pprova for the establishment of a new post orthe filng of 2 vacancy must be
Obtained before the recruitment process commences and a post detals form completed by the
recruiting manager.

It s the organisation's practice to seek two written references (one from the current or most
ecent employer, this will nlude 2 verbal reference for posts working with children. Wealso
ask for documentary proof of qualiications, eligiiity to work in the United Kingom, gaps in
employment information, a pre-placement medical questionnaire and a Disclosure and
Barring Check (where required). Any offer of employment will be conditional on these being
satistactory to the recruiting manager.
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design of the recrajtment and selection polcy. Itis designed as an aid o assist managers and Prior Consideration Guidance Note is attached as Appendix One.

) For new posts and in the case of where the duties of 3 post have changed significantly the.
Manager must contact the HR Employment Support Team for the post to be evaluated / re- Items that should be included in job descriptions are:

2 evaluated.

= « Anote that indicates that, as duties and responsibilities change, the job description will

= ‘There are two categories of Prior Consideration, Tier one and Tier two. Tier One redeployees wil Scope a0 purpose of the job s reguested by the ne manager

) must express an interest in the post, complete an application form (or skills and achievement content of the advert. The person specification should be specific, related to the job, and not

H] “prior consideration’ candicate who, within a ‘reasonable’ period of time and training The person specification must form part of the further particulars of 3 vacancy along with the job
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application. The person specification forms the basis of the selection decision and enables the.
selection panel to ensure objectiiy.

The person specification details the:

knowledge (incuding necessary qualiications)
kil and abilfies

experience

aptituces

(2R84 10 do the ob, specifying which are essential and which are desirable;
Note that these may be different from the attributes of the previous osthalder,

Essentia criteria are those without which an appointee would be unable to adequately perform
the job; desirable criteri are those that may enable the candidate to perform better.

« For some jobs a particular qualification(s) may be essentia, while for others no singe.
qualfication may be 2ppropriate and a particular type of experience may be Just a5
relevant 3 a formal qualifcation. Where qualifications are deemed essential these
Should reflect the minimum requirements necessary to carry out the job to an
acceptable standard.

+ The type of experience required of applicants should be speciied. Simply speciying 2
Set number of Yea(R SRRIRNGE E.8. “MUSt have 5 YEIs AARRFERRE) may be contrary
to age discrimination legislation and should be avoided. It s preferable to descrive the
type ofskils and knowledge that a person viould be expected to have accumulated over
Such a period and would be able to demonstrate.

Required abilties should be expressed in terms of the standards required, not ust in terms of the
fask 10 be undertaken, and should be as specific a5 possible. For example, avoid statements such
a5 Ability to wrte reports’; instead, indicate the expected standard, such as “Abity o write
detailed financialreports that encompass departmental budgeting, annual variances, and
forecasting.

Great care must be taken f physical requirements are specifed. The Equaity Act 2010 requires
employers to make reasonable adjustments to jobs to make them suitable for people with a
disabiliy. t i therefore important that any physical requirement i stated in terms of the job.
that needs to be done. For example 2 job may require that the appointee ‘must be able to ravel
extensively throughout the County Borougt. In this instance, it will be necessary to consider if an
abily to dive s required, or whether or not reasonable adjustments can be made for non-

arivers,

vhat you want to do.

Styles

. Post Details Form

Prior 0 advertising, the Manager will be required to complete a Post Details Form to establish
the post on the structure. The HR Workforce Information Team il establish the post on the HR
system ready to advertise. The post details form s attached as Appendix Two.

Jo- Advertising a Vacancy

Al posts must be acvertised to prior consideration employees, in the first instance. The Prior
Consideration Vacancy Bulletin s distributed via emal where possible on a Thursday, with a twio
‘week cosing date. Both tle one and tier two prior consideration employees must 2pply during
this period.

Once the prior consideration vacancy process has been completed, f there is o suitable prior
consideration applicant, the post can then be advertised internally nly with asuitable closing
date.

1, after advertising to prior consideration and incernaly only, there s til no sutable applicant,
the recruiting manager can then apply o the Heads of Servce Workforce Planning Group fo the.
Postto be advertsed externally. Recruiting managers must submit a robust and
straightforward business case for advertising the posts externally. The External Advertising
Business Case s atached as Appendix Three

Once approval has been granted by the Heads of Service Workiorce Planning Group, recrulting
managers should inform the HR Employment Support Team who will arange for the post o be
agvertised on the NPT Internet site. For extremely hard to fil post, guidance on the most
relevan media can be provided by the HR Employment Support Team in consultation with the
recruitment agency.

jelsh Language Act 2016

I accordance with the Welsh Language Act 2016 the Counci i required o provide
documentation bilingualy, incluing Recrultment documentation.

I cases vinere the welsh language preference for a post is deemed to be Welsh Essential or
Welsh Desirable, the manager must provide the Advert, Job Description, Person Specification
plus any other supporting documentation available to the candidate in Welsh. It s the manager's
responsibilty to arrange transiation of documentation via the Welsh Transiation Unit
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The Councilis comited to providing value for money through managing its people and
skills resources effectvely. The maintenance of accurate establishment information is.
crtical to meaningful forward planning from both a budgetary and workforce planning
perspective.

It is also imperative that the Job Famiy Model is embedded in Swansea and that
information is gathered accurately to ensure that equality is maintained and that the Council
can comply with its equalty duties in line with the Equalities Act

The Council intends to do this through maintaining an Employment Establishment that
ensures the costs, locations and_grading of employees are recorded and authorised
correctly as part of the Councif's budgetary control and corporate govemance processes.
Wnen the new Staff Handbook is completed, there wil be a comprehensive and
presciptive protocol issued to managers. Adnerence to this protocol will be mandatory.
The purpose of this “short fom” protocol document i to introduce this concept and to start
fo embed and reinforce a culture of establishment management. It will ensure that
managers become accustomed to working within clearly defined financial boundaries and
authoriy levels. Adherence to this short form protocol is also mandatory.

Managers will appreciate that the information available from ISIS is entirely dependent on
accurate information being entered. This protocol will ensure that proper conventions are
established and observed o that managers are aware of their clear obigations n this
regard

“This protocol wil benefit managers by allowing them discretion to underiake their role within
their agreed resources, or by helping to identity how change, or additional resources, must
be approved.

All employees of the Council who have a responsibiity for the recruitment and management
of staffwill ollow this protocol and the levels of delegated authority detalled within

Definition of *employment actions” = any action involving the employment of an employee.
from recruitment to termination and includes, but is not imited to:-

« Personal details
« Grage

« Location

+ Honoraria payments
« Secondment

“This protocol applies to all posts within the Counci, imespective of funding source, with the.
excepion of posts employed by schools.

Failure to comply with this protocol without reasonable excuse will be dealt with in
accordance with the Council's Disciplinary procedures.
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SUCCESSION PLANNING TOOLKIT|

This toolkit has been developed to assist managers to prepare a Succession Plan in order to identify and
develop the potential future leaders and individuals required to fill other business-critical positions within the
Council to ensure we continue to provide high quality services to our citizens.

The toolkit is divided into 5 sections and provides guidance and information you may consider in order to
prepare a Succession Plan for your service area. There is no need to complete a separate document, your
Succession Plan will be the actions you identify in the right hand column of the document. Not all sections will
necessarily apply to your particular service area — use the toolkit flexibly to suit your service needs.

A holistic approach is recommended as not all jobs and services may need the same detailed level of analysis
and planning. When preparing your plan you should consider the diversity of your workforce and your duties
under the Equality Act 2010

Notes:-
1. Information in relation to your workforce can be provided within your HOS Workforce Information Profile which is

available from the HR Worklorce Information Team. Please note that requests for may take up to 4 weeks —

estabteam@npt.gov.uk

Consider your Business Plan and whether you have the skills now and in the future to deliver identified priorities

and if not, develop a plan of action to ensure that you will have the skills in place when you need them

3. The HR Learning, Training and Development Team can provide advice and guidance in relation to professional

and vocational qualifications and jobs which require statutory registration — trainingadmin@npt.qov.uk

The Council's Qualification Scheme (including Post Entry Training Agreement) is available by clicking here

5. Managers and employees can access the Corporate Training Programme and make applications by clicking here,

or by contacting the Team by telephone on 01639 685271
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STEPS

SUCCESSION PLAN — ACTIONS YOU WILL IMPLEMENT

Step 1 - Data Collection

Firstly, you need to understand your workforce, you can
do this by considering :-

Your Established Staffing Structures
HOS Workforce Information Profile which will include
current  employees, vacant posts, turnover,
genderlequality profile (available from the HR
Workforce Information Team)

Salary budget report (provided by your Accountant)
Business Plan
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STEPS

SUCCESSION PLAN — ACTIONS YOU WILL IMPLEMENT

Step 2 - Assessment of key jobs

This is where you Identify key jobs in your service for
which there is a need for “successors” and develop a
plan of action to ensure that you have a supply of
successors for key posts in 2 — 3 years.

o Jobs which require professional / vocational
qualification

Jobs which require statutory registration

Jobs which require particular experience

Jobs which require particular skills, e.g. managerial /
leadership skills

Jobs which have a limited internal field of candidates

o Jobs which are “business critical” i.e. vacancies will
have a significant impact on the abiliy of the service
to function effectively

Consider.
o Person specifications

o Contact professional bodies for advice in relation to
qualification / registration frameworks and career
maps

Consider the internal / local jobs market

Consider priority aims and objectives set out in your
Business Plan

o Develop a list of key skils and qualifications which
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From ~ jbarnett1@nptgov.uk

To.
Send

Cc.

Bec.
Subject Recruitment & Selection Training

From: Diane Hopkins <d.b.hopkins@npt.gov.uk>
Sent: 29 January 2021 10:25

To: Jodie Barnett <.barnettl@npt.gov.uk>
Subject: Recruitment & Selection Training

Hi Jodie
Please can you review and update the current recruitment & selection training for managers, as this is now to be conducted via the Ms Teams online platform.
Once you have done this, please let me know, as i have received a number of requests from managers to attend this essions.

Thanks, Diane.

Diane Hopkins
Principal HR Manager/ Prif Rheohwr Adnoddau Dynol

Neath Port Telbot Courty Borouigh Council/ yngor Burdeistret Sirol Castel-nedd Port Talbat Tel/ Ffén: 01639 763012
Mobile: 07805 666520

We welcome correspondence in Welsh and will dealwith Welsh and Engiish correspondence to the same standards and timescales.
Croeseir gohebizeth yn y Gymracg 2 bydduun yn ymdrin & gonebiacth Gymrac a Saesneg i un safonau ac amserlenni

1f you would lie to use Welsh when dealing with the Coundilplease click here
0s hoffech ddefnyddio'r Gymraeg wrth ddelio &' Cyngor os gwelwch yn dda cliciwch yma
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@ You are not responding to the latest message in this conversation. Click here to open it.

From ~ jbarnett1@nptgov.uk

To.
Cc.

Bec.

Subject Recruitment Training

From: H Bowden

Sent: 15 March 2021 10:35

To: Jodie Barnett <j.barnett1@npt.gov.uk>
Subject: Recruitment Training

Hi Jodie

Many thanks for the recruitment and selection training you provided last Friday. | found this session to be very informative and | will advise the service of this, should anyone wish to attend this in the
very near future.

H Bowden
Operational Manager / Rheolwr Gwaithrediadau,

Test, Trace and Protect Service/ Gwasanaeth Profi Olrhain Diogelu
NHS Wales/GIG Cymru
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From ~ jbarnett1@nptgov.uk

To.
Cc.

Bcc.

Subject FW: Resignation
From: Michelle Howells <m.howells@npt.gov.uk>
Sent: 12 March 2021 15:31
To: Jodie Barnett <j.barnett1@npt.gov.uk>
Subject: RE: R&S training
Hi Jodie,
Just wanted to say  big thank you for the training conducted this morning.
1 found this very useful and feel I now have a far better understanding of the Council’s approach to recruitment and selection. I really enjoyed the quiz to finish the session.

Have a lovely weekend

kind Regards
Chelle

Michelle Howells
Test, Trace and Protect Service - HR Business Support Officer
Test, Trace and Protect Service/ Gwasanaeth Profi Olrhain Diogelu

15:47
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CIPD Candidate evidence matrix (CEM1)
Candidate name: Jodie Barnett CIPD Membershipiregistration No.:
2224083X
Qualification title: CIPD Diploma in Appiied HR Unique Learner No. (ULN):
Unit | Unit title Assessment | Evidence description Evidence | Assessor | IV initials if
code criteria no. reference | initials sampled
number
SARTP | Contributing to resourcing and | LOT NPTCBC Workforce pian 2018-2022 (frst few | Appendix 1
talent planning in the pages)
organisation
o1 Learning, Training and Development pro- Appendix 2
gramme 2019-2020 (first few pages)
o1 Head of Service Worklorce Planning group | Appendix 3
agenda
o1 Example of redeployment spreadsheet Appendix 4
o1 NPTCBC Recruitment and Selection Policy | Appendix 5
(first few pages)
o1 Business case for external adverlising re- Appendix 6
quests.
o1 Data on Waste Services Appendix 7
o1 Smart & Connected Digital Strategy 2016- | Appendix 8
2022 (first few pages)
o1 Swansea Council's managing the empioy- | Appendix 9
ment establishment policy (first few pages)
o1 Architectural employee refirement age bi- Appendix
query report 10

Candidate declaration:

+ I confin that the worklevidence presented for assessment is my ovn unaided vork.

+ I have read the assessment regulations and understand that | am found o have ‘copied from publshed viork without acknowedgement, or ffom other candidate’s work, this may be
regarded as plagiarism which is an offence against the assessment regulations and leads {0 faiure in the relevant unit and formal discipinary action.

1 agree to ths work being subjected to scrutiny by fextual analyss software if equired.
1 understand that my work may be used for future academiciqualiy assurance purposes in accordance with the provisions of the Data Profection Act 1995,
1 understand that the workievidence submited for assessment may ot be refumed {0 me and that | have retained a copy for my records.

1 understand that unti such fime s the assessment grade has been raffd through inferal and external qualty assurance processes itis not il

CIPD
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