Understanding Resourcing and Talent Management
On-the-job Training - 1201313

Talk to your line manager or other relevant person to thoroughly understand how your organisation’s approach to recruitment has changed due to the pandemic. Evaluate what has changed and your role in these changes. 

I joined in the organisation in November 2019, just before the pandemic.  At the time, I was working in a role and department that would become central to the mass recruitment that took place in the NHS.

I met with my former Line Manager and current line Manager to reflect on the changes that had taken place.  Our initial discussions talked about the pre-covid years, it was interesting to think about the progress on reducing the time between offer and starting.  Historically, this had been a long process but the entire system had taken great steps to reduce this time (NHS Employers, 2020).  When the pandemic hit, our existing workforce planning documents were more or less torn up overnight.  I remember feeling overwhelmed at the sheer number of bodies that were needed.  We had a rough estimate of which roles were needed where.  These ranged from Hospital Cleaners to Respiratory Consultants.  We also had to focus on volunteers, students and those who had already retired (NHS England, 2020).

As an organisation, we used social media to great extent.  Whilst this wasn’t a new initiative, it had never been used to this extent.  As we discussed it, we highlighted the fact that much of the recruitment was being led by the Welsh and UK Governments.  This was particularly evident for Student Nurses.  In a way, it took away a lot of the ‘attraction’ part of the process as it was a national effort.  (BBC News, 2020)

We learned a lot from mass recruitment.  For me, I was tasked with managing the data held on new-starters as they were processed through their employment checks and mandatory training.  Prior to the pandemic, this consisted of several different teams working with hard-copy documents.  My team and I took advantage of the technology and implemented a cloud based database that was shared by all of the teams.  The impact of this meant that we were able to onboard new starters rapidly.  This digital system is still in place.  We also had to conduct all interviews via phone and relax the need for applicants to physically show their identity documents, this was done virtually (NHS Employers, 2022a).

Overall, the pandemic totally blew apart the original recruitment approach.  Things have now levelled-out.  Some procedures have reverted to their original methods and some have continued.  


Review the statistics for recent leavers within your organisation to see if there are any trends such as reasons for leaving, business areas, demographic of leavers. Use this information to suggest retention initiatives relevant to your organisation. 

As our organisation is still very much in the pandemic, our leaver rates are impacted by the temporary contracts given to additional staff.  As such, I have tried to take this into account when looking for trends in the data.  The biggest reason for leaving was an improve work/life balance.  Almost a quarter of all respondents chose this answer.  This is in keeping with national trends as many staff are resigning due to stress (The Guardian, 2022).  Interestingly, nearly a third of the respondents were in the age bracket of 25-34.  This millennial age bracket are being called the ‘Job-Hopping Generation’ by Gallup (Adkins, 2020).

What interests me is that the response rate for exit interviews is 15.82% for year.  This brings in to question to validity of the evidence on which to base decisions.  In my experience, there is a cultural issue that surrounds exit interviews. Historically, the onus for completion has been placed on Line Managers.  However this is against the best practice suggested by the CIPD (2021).  As a first step to improve retention, I would suggest that the organisation ensures that exit interviews are everybody’s responsibility and that we begin to collect data when employees move departments.

I would also suggest that the organisation puts a much greater focus on employee wellbeing.  We have initiated a Wellbeing Champions Network but there is still scope to use this to improve retention.  For example, there could be much closer links between wellbeing and performance management.  This is in line with best practice from the wider NHS organisation and should go some way to encouraging more open and honest conversations (NHS Employers, 2022b).

There is also scope to have wider discussions on flexible working.  I would recommend that the organisation explores flexible working options across all staff groups.  In England, Trade Unions have worked hard with the people profession to ensure that NHS staff have a new work-life balance (Unison, 2021).


Discuss your development needs with your line manager in relation to resourcing and talent planning using the CIPD Profession Map as a basis for your discussion.  You will need to consider whether or not your skills in this area require improvement.  

After completing this assignment, I had a discussion with my Line Manager based on a self-reflection.  I assessed myself against the ‘Resourcing’ standards of the new profession map (CIPD, 2021).

Overall, I am working at associate level.  I understand how workforce planning impacts resourcing but I still have lots to learn about how data can be used properly.  I am aware of the different sourcing approaches and talent pipelines and I understand the importance of utilising different ones for different audiences.

I have a good working knowledge of assessment approaches but I will work harder to ensure these approaches fit with wider assessments.  I have an interest in marketing and have been able to assess some recruitment campaigns.  However, I need to maintain research on best practice to ensure diversity is evident.  I have a good working knowledge of basic UK-specific policies but I could improve my knowledge on how national policies inform global mobility.

I have worked with education providers previously to deliver work experience programmes and this is something I enjoy.  I have a deep understanding of educational curriculums but I would be really interested to tailor these to specific industry shortages.

Outside of the organisation, I have learned to look at different market insights.  I enjoy researching the culture, recognition and benefits of other companies and have worked with my team to tailor these within Hywel Dda.

Overall, I am comfortably working at Associate level.
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