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Organisational Approach During Covid-19 Pandemic 
 
LO1 Be able to review and evaluate an organisation’s approach to talent planning 
 
1.1 Assess how and to what extent the organisation undertakes workforce and talent 

planning. 
 

CIPD (2010a) defined workforce planning as:  

‘Workforce planning is a core process of human resource management that is shaped 
by the organizational strategy and ensures the right number of people with the right 
skills, in the right place at the right time to deliver short- and long-term organizational 
objectives.’ 

Having had a discussion with the Senior Workforce Manager around Workforce Planning over 
messenger; due to the covid-19 pandemic and workload pressures in all departments, it is 
impossible to source information from department managers.  I wanted to gain clarity in regard 
to how workforce planning in Hywel Dda University Health Board (HDdUHB) is carried out, 
please see interview notes dated 27th April 2020 attached hereto as (EV01).  There is a 
dedicated Workforce Planning team within HDdUHB that deals with Workforce/Talent 
Planning.  Recruitment teams are separate to this and shared services are also utilised within 
the recruitment process. 
 
Workforce Planners have been engulfed by day to day HR activities which have hindered the 
progress of true workforce planning.   Senior service leads work collaboratively with Workforce 
to identify key areas, a piece of work, for example; the development of a modernised 
community resource team; service leads would identify that the needs of the service are 
changing and will enter into discussion with workforce regarding the detail.    This work may be 
put out to tender,  if it was a  big piece of work;  this would involve mapping of current practice 
(level of independent enquiry) before then drafting a proposal on how to transform the 
workforce i.e. competency mapping, upskilling and re-writing Job Descriptions, re-banding 
posts creating new roles etc. such as generic community posts (do some social care, therapy 
tasks and nursing tasks all in one).  Any change is driven by the service leads and supported 
by either workforce or external consultancies specialising in this. 
 
During the pandemic there has been time pressures on the whole of the Workforce and 
Organisational Development Teams in that covid-19 guidance has had to be developed to 
guide managers.   
 
Due to the limitations and time constraints and pressures of others and myself I examined the 
organisational information via the intranet.   HDdUHB has high-performance work systems in 
place defined as large bundles of policies and procedures known as best practice (Taylor, 
2016).   Whilst there is no specific Workforce and Talent Planning Policy, there are policies in 
relation to some of the processes that link with Workforce and Talent Planning: 
 

• Redeployment Policy 2018 (EV02) 
• Learning and Development Policy 2018 (EV03) 
• Volunteers Policy 2018 (EV04) 
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• Flexible Deployment of Staff Procedure 2018 (EV05) 
• Psychological and Wellbeing Policy 2018 (EV06) 
• Performance Appraisal and Personal Development Plan Policy (PADR) 2018 (EV07) 
• All Wales Organisational Change Policy 2018 (EV08) 
• Organisational Induction Policy 2018 (EV09) 

 
The Health Board has written control documentation, standardised policies which are in the 
Approved Employment Written Control Document section of the staff intranet attached hereto 
as (EV10) (HDdUHB, 2019j).  The Values and Behaviours Framework, which is part of the 
HDdUHB’s DNA, which employees are expected to adhere to is attached hereto as (EV11), 
(HDdUHB, 2019g). 
 
At the recruitment stage when an employee enters the organisation, they go through a 
Corporate Induction process, information can be found on the staff intranet, screenshot 
attached hereto (EV12), the Organisational Induction Policy sets out the framework for new 
employees (HDdUHB, 2019h and HDdUHB, 2019i).   Attached hereto are copies of the Covid-
19 Induction documentation attached as (EV13). 
 
During the changing times due to covid-19, HDdUHB have set up a section of the intranet for 
Covid 19 Guidance, screenshot of the Workforce Information on HDdUHB attached hereto as 
(EV14).  Workforce Guidance and protocols are available to support management and staff 
managing in the pandemic, which consists of the following: 
 

• Deployment Process FAQs (EV15) 
• Internal Deployment Implementation Process for Covid 19 (EV16) 
• Internal Deployment Overview – Covid 19 (EV17) 
• Internal Deployment Procedure Manager’s Deployment Guide (EV18) 
• How Workforce Matches Supply and Demand – Guide for Managers (EV19) 
• Staff Category Document (EV20) 
• Risk Assessment for Vulnerable and Pregnant Staff with potential work-related 

exposure to Covid 19 (EV21) 
• NHS Wales Covid 19 Home Working Advice and Guidance for Managers and Staff 

(EV22) 
• NHS Wales Covid 19 (Coronavirus) Mutual Aid – Supporting Information (EV23) 
• NHS Wales Covid 19 (Coronavirus) Temporary Deployment/Alternative duties 

principles (EV24) 
 
All NHS Wales Covid 19 Guidance applies to all Health Boards in Wales.  There is also a 
HDdUHB Covid Command Centre Enquiry Line for staff. 
 
At the commencement of the pandemic HDdUHB put out a recruitment drive, advertising for 
various posts within the three counties, this is still ongoing and I have attached various job 
advertisements from the Swyddi Hywel Dda Job Facebook page as (EV25), the temporary 
posts have also been advertised via the NHS Jobs site.  This has involved various managers 
carrying out telephone interviews and job offers in the way of zero hours, 3 month and 6 months 
fixed term temporary contracts.  Some job offers have been put on hold until a time when 
required.   
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The new members of staff for Ceredigion have gone through pre-employment and DBS checks, 
bypassing the normal route of shared services, whom have had no involvement in the process 
due to the time constraints.  Inductions and training have been fast-tracked to ensure that staff 
are ready to commence as soon as possible.  
 
According to Wilkinson and Taylor (2016) the 4 stages that should be followed during Talent 
Planning are: 
 

• Forecasting the organisations future demand for skills 
• Forecasting the skills of the organisation in the future 
• Identifying gaps between future demand and supply of skills 
• Plans to fill gaps 

 
Forecasting demand during covid has been via managerial judgement and based on the 
experience of senior managers of how current ratios of staff to patients are required.  This 
encompasses the whole workforce service areas; such as catering, cleaners, porters, 
administrative staff, health care support workers, therapists, registered nursing staff and clinical 
nurse leads.  The numbers of workforce required have been added to a detailed spreadsheet 
that has been sent to the Director of Workforce & OD and the Workforce Planning Team.  There 
is a specific finance business partner covering each county who works alongside senior 
managers.  Various returns are collated for Welsh Government in connection with budget, a 
Covid 19 budget has been set up to budget resources/equipment etc against. 
 
Looking at the skills of the current workforce and deploying some to other service areas in 
need, staff during quiet time have been upskilling in areas like CPAP, DNR, verification of death 
etc, the information is collated and logged by the Head of Nursing.  Some staff have had a risk 
assessment (EV21) in order to work from home due to being in the vulnerable category, others 
in certain staff groups have been furloughed, see attached (EV20) Staff Category Document.  
There were high sickness levels when the covid pandemic commenced, due to colds and flu 
still being around in March.  Arrangements with the University has enabled staff treating 
patients with covid stay in accommodation halls; keeping families safe.   
 
Talent planning carried out during this pandemic has involved the central workforce planning 
team delegating tasks out to local teams; this has involved the collation of skills the workforce 
currently has; namely a skills audit, which has been done manually by the local team.  This 
information is then fed back to the workforce intelligence team to run reports from the Electronic 
Staff Record (ESR) which can show gaps in skills.   
 
This information is fed back centrally, all decisions come from the top, this is where the 
Executives sit in gold command, there are also silver and bronze teams within service areas 
whom make the decisions.  Any documentation coming from Government is fed down from 
gold command and tactical.   Any documentation needs to be discussed at local bronze groups 
within their service area.  If there are any service changes, an SBAR (Situation, Background, 
Assessment, Recommendation) Report attached (EV26) needs to be completed and put 
through to bronze who will consider and make the decision or send up the chain of command.     
 
The recruitment drive undertaken was for Hospitals as well as Field Hospitals; this is to ensure 
all service areas within the Health Board are covered; in acute there are green areas of non-
covid and red areas which are covid+ areas.  Some wards have been closed to ensure that 
there is amicable space between the two areas.  This links in with community teams playing a 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

12 

massive part in keeping people at home; to ensure this happens, staffing levels need to be 
monitored.  Our County Community Team has a Community Daily Status Update Touch Point 
Meeting daily to ensure there are no operational or staffing issues, calendar invite, Agenda and 
Notes attached hereto as (EV27).   This meeting feeds into the bronze meeting and Ceredigion 
Workforce Capacity Meetings, calendar invite, and Notes attached as (EV28). 
 
Bronglais General Hospital have a Partnership Nursing Contract whereby some agency staff 
have been taken on to help with the influx.  Aberystwyth University have sourced students that 
have lab work skills who have volunteered.  Due to press coverage and the community wanting 
to help, free meals have been delivered for staff.  Fundraising for hand creams, toiletries and 
Pjs for patients due to relatives being unable to visit.   Employer branding has been driven by 
Government for the NHS, but locally using social media in job advertisements and keeping 
applicants up to date via social media (EV25).   It is important during this time to treat 
employees well, having a negative impact could damage the reputation of the organisation, 
staff are kept updated via Global Emails and video updates from the Chief Executive attached 
hereto as (EV29). 
 
 
1.2 Analyse internal and external information relating to the organisation’s future people 
and skills needs and the availability of talent 
 
As previously mentioned HDdUHB have high-performance work systems consisting of HR 
policies, procedures and practices.  There is a culture of extensive learning and development, 
each member of the workforce has the opportunity to learn and develop, which links in with the 
Performance Appraisal and Personal Development Plan, whereby objectives are set annually 
and reviewed at 6 monthly intervals (HDdUHB, 2018a).  Workforce Intelligence distribute a 
Workforce Business Partner Report monthly which compiles the following, please see copy of 
an older report as an example, attached as (EV30), this report details the below: 
 
Demographics: such as age profile of the workforce, length of service in current employment, 
male and female split, full and part time by gender and headcount of staff groups. 
 
Health and Wellbeing: Absence rates per staff groups, long/short term sick and trends in sick 
absence. 
 
Recruitment and Retention: Hires by staff group, starters and leavers by month as well as 
staff groups and summary of where leavers have gone e.g. death in services etc. 
 
Monthly Staff in Post Report: This shows how many staff in post per service area. 
 
The Director and senior management team along with Aberystwyth University have developed 
a School of Nursing, this will encourage local students to stay local, give more opportunity to 
young parents wanting to train and gain a nursing degree and have Bronglais General Hospital 
to train in close proximity.  Apprenticeships have also been developed for Health Care Support 
Workers (HCSWs) and anyone undertaking an apprenticeship is guaranteed full time 
employment on completion of their apprenticeship.  The Health Board also have ‘Grow Your 
Own’, which encourages existing HCSWs to take up the opportunity of a nursing degree. 
 
According to Wilson et al (2020) March to April saw a small drop in healthcare vacancies but 
an increase in social work and cleaning.  North West Wales has seen a 31% drop in vacancies 
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with South West Wales having a 35% drop.  HDdUHB has been over recruiting to vacancies 
as and where they can, any gaps within qualified nursing staff are being addresses by rotating 
them around service areas, this has helped where ward closures have happened in addressing 
red and green areas for covid and non-covid.  Field hospitals may be utilised in a different way, 
at present are not operational.  There are issues within the three counties whereby there are 
not enough staff recruited, but this has always been an issue and an issue throughout the UK 
(NHS Support Federation, 2020). 
 
Future modelling of services is being looked at; what services can be reinstated, planning 
around the Field Hospitals and covid planning over the next 12 months.  The pandemic 
planning is a process which will be ongoing over the next 18 months.  This will also link in with 
the CIPDs scenario planning (CIPD, 2018a). 
 
Best practice guidance is always followed accordingly, any further guidance from the 
Government is always made available to all staff members via the covid-19 page on the staff 
intranet (Gov.UK, 2020).  
  
 
1.3. Assess the extent to which the current organisational planning activities are 
addressing potential needs 
 
The organisation has been upskilling its workforce over the last month at pace whilst the acute 
hospital has been quieter.  This has involved most staff groups such as Physiotherapy, 
Occupational Therapy, HCSWs, and nursing and medical staff.  This will enable deployment 
of staff into different areas when the need arises.  Within Ceredigion everyone is working 
collaboratively and in an integrated way; the Health Board, Local Authority and Aberystwyth 
University.   This has enabled the planning, building and delivery of 3 Field Hospitals, GP Red 
Centre and a central recruitment drive to staff Field Hospitals and Bronglais General Hospital, 
which has been successful in HCSWs, porters, cleaners etc.  Qualified nursing staff are hard 
to come by.  There have been offers from student nurses and staff returning from retirement.   
Partnership agency nurses that are already working within Bronglais General Hospital are 
upping their hours to help where needed along with bank staff. The recruitment drive has 
delivered on three different type contracts; zero hours, 3 months and 6-month fixed term 
contracts.   
 
From evaluating the recruitment process, this has not been addressed well; recruitment is 
carried out centrally and delegating individuals who are inexperienced in certain services and 
interviewing process; individuals may not have the received the Manager’s Passport Training 
to enable them in effective interviewing techniques. 
 
There have also been issues whereby people that have been successful in gaining a job are 
on the vulnerable list so need to self-isolate, there are some that cannot drive and do not have 
access to transport.  The recruitment process has not been completely thought through; 
although the Equality Act (2010) and discrimination comes into the recruitment process, there 
are ‘occupational requirements’ during this pandemic.   As long as no direct discrimination 
occurs and there is a justifiable reason; obviously care needs to be taken with regards to 
recruitment and any potential candidates, the recruitment and interview process should have 
been handled by experienced trained professionals (Taylor and Wilkinson, 2016).     
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Some staff have little or no experience, which then requires a rotation of staff to address this.   
Also, some staff which have progressed to induction, have been asked realistic questions 
around death and how they would feel or handle death, which is an important factor within a 
health care setting; this has put many new recruits off.   Ceredigion have planned ahead, so 
are in a position whereby new staff are able to gain some experience and training at the acute 
Hospital.   
 
With the new employees, there is unsurety as to whether these new recruits have other jobs 
to go back to when lockdown ends.  Interviewing was via the telephone and carried out by 
various individuals, so this information has not have been collated.  
 
On looking at the demographic age profile; clinical staff can retire at 55 years; a large 
headcount can be seen in this age bracket in the Workforce Business Partner Report; the need 
for a succession plan is imperative.  There will be a great amount of expertise lost which is 
extremely hard to replace, some staff do retire and return, some part time and some full time, 
but it is vital succession planning is carried out.  Due to the shortage of nursing staff within the 
health sector and the rurality of the Hospital, it has been imperative to think of ways in which 
to encourage the population of the local area to become qualified nurses, as there is a 
nationwide shortage (Gilroy, 2019).   
 
 
LO2 Be able to recommend ways to improve an organisation’s approach to talent 
planning  
 
2.1 Make reasoned recommendations for how the organisation can maintain an 
appropriate number of people with the skills required by the organisation 
 
The organisation has high-performance work systems of policies, practices and procedures 
and follows best practice (Taylor, 2016).  There is a significant ethos around training and 
development of the workforce.  Everyone has the opportunity to learn and develop and 
objectives can be discussed at appraisals (HDdUHB, 2018a).  Following on from the above 
review and evaluation of the organisation and its integration of its bundles of best practice, I 
conclude with the following recommendations:  
 

1. Workforce Planning/Talent Planning and Succession Planning Policies should be put in 
place, this will enable the workforce to see how this planning is carried out and to ensure 
a fair process for anyone wanting to progress.   This also links in with the ‘best practice’ 
bundles of High-Performance Work Systems (Taylor, 2016). 

 
2. Training for managers in the recruitment process, understanding the need of utilising a 

detailed job description, following ‘best practice’ guidance,  not generic in a pandemic; 
thus ensures targeting the correct talent by asking the right questions at interview 
around the profile required for the job; explaining what the job will entail – ensuring that 
the Equality Act 2010 is abided by.  Not rushing the recruitment process – thus ensures 
that managers follow ‘best practice’ in the recruitment and selection process (Wilkinson 
and Taylor, 2016). 

 
3. Succession Planning is vital in any organisation, but especially in a rural area where the 

population density is low; I recommend this is planned locally and fed into the central 
team.  This has been highlighted in my review of the demographic age profile for 
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Bronglais General Hospital, in that there is a large headcount in the 55 years age profile 
for retirement. This will lead to loss of expertise and experience which is hard to replace; 
succession planning needs to be imminent to maintain people with the skills required 
for the future (CIPD, 2020). 
 

4. The overall Workforce Planning process is carried out centrally in Carmarthen; this 
process should be carried out with the departments/services involvement in this process 
to ensure all areas are covered with local involvement (CIPD, 2020). 

 
 
LO3 Be able to contribute to people resourcing activities 
 
3.1 Identify and explain the rationale for a specific resourcing activity within the 
organisation 
 
Why there was a business need: Due to the covid-19 pandemic there has been a need to 
set up Field Hospitals in each county, due to a shortage of beds.  In Ceredigion this was to 
give extra bed capacity to Bronglais General Hospital, which covers Ceredigion parts of Powys 
and Gwynedd.   Bronglais General Hospital is split into two areas a green area for non-covid 
patients and a red area for covid+ patients.  Due to historical over capacity of flow in the 
Hospital it is vital that an extra capacity of beds could be delivered; this has come down via the 
Gold chain of command to source another 1,000-1,500 beds within the Hywel Dda Region.  
The Working Groups objectives were to deliver the three Ceredigion Field Hospitals, ready for 
use, giving the extra bed capacity with a fully staffed workforce establishment in readiness for 
the covid demand.  
 
Role in the resourcing activity:  On completion of the build there has been an overall need 
for workforce planning due to the setting up of the three Field Hospitals.  A Ceredigion Field 
Hospital Whole System Workforce Meeting took place with the Workforce Planning Team 
Manager, attached hereto calendar invite dated the 27th April 2020 as (EV31) along with Daily 
Dashboard Tracker Supply -v- Demand for Key Posts attached as (EV32) and Notes and 
Actions attached hereto as (EV33).  During the meeting discussions took place   to work 
through a spreadsheet of Supply -v- Demand compiled by the Workforce Planning Team for 
Ceredigion, this spreadsheet was outdated, supply figures were based on the acute site – and 
allocated from there.  There were not enough staff recruited, also posing a risk were staff that 
had been deployed elsewhere, these staff members could be pulled back into services which 
might be reinstated.  Two more pieces of work are still ongoing with regards to the deployment 
of staff and newly appointed staff – they both need to be joined up.  There are currently 3 
cohorts of staff that have been given zero hours, 3 and 6 monthly fixed terms contracts, along 
with student nurses and some retirees being reinstated.  Work is ongoing with these cohorts 
to see which part of the County they would be most suited to, depending on where they live in 
the county, due to rurality.   Some of the cohort of HCSWs who have been recruited have 
posed an issue due to a large number not being able to drive, and some having health issues 
so cannot be deployed into Field Hospitals or red covid areas.   
 
This followed on to a Ceredigion Workforce Planning and Capacity Meeting to discuss the 
staffing requirement for the Field Hospitals, Bronglais General Hospital, Community and 
Tregaron Community Hospital, please find attached an email from the County Director with 
Exam Questions to be answered at the meeting dated the 27th April 2020 as (EV34), also 
attached (EV35) is the calendar invite dated the 30th April 2020, along with an notes attached 
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as (EV36) dated the 30th April 2020.   During the meeting the Senior Workforce Manager 
discussed a spreadsheet of staff that were available from the recruitment drive which had been 
updated by the Workforce Planning team and the Hospital Head of Nursing, I am unable to 
attach this as I would need to redact all names and personal information, which would leave 
no information on the spreadsheet.    Discussions around some staff having no experience, 
this led the Hospital Head of Nursing to look at the workforce establishment for the Bronglais 
site, to work through a plan with the Head of Community Nursing to see what staff could be 
rotated to enable deployment of the more experienced nursing staff and HCSWs to Tregaron 
Community Hospital and forming a rota.    
 
A second meeting was scheduled, calendar invite dated the 7th May 2020 attached hereto as 
(EV37) along with excerpt of notes as (EV38) to discuss a way forward.  This is still ongoing at 
present and an SBAR paper is going to Bronze on the 27th May to open up more beds in 
Tregaron Community Hospital to help with flow from Bronglais General Hospital in the interim.  
The workforce establishment for the Field Hospitals in Aberystwyth are still ongoing.  Once the 
workforce establishment has been drawn up on the Community Hospital, the workforce 
establishment for the Field Hospital staff can be planned with the flexible workforce remaining.  
Due to current low levels of covid within the community, Plascrug Field Hospital in Aberystwyth 
will support pressures in community and acute, with the discharge flows and care homes. 
 
My role:  My role within the Field Hospital Project Group involved supporting the Project Team 
in the setting up of the Field Hospital Project Meetings on a daily basis; taking minutes and 
actions note and distribution thereof (EV39).  Any actions to be sent up to Bronze, would go 
via the County Director/Commissioner.   At different stages of the project required an 
adjustment of attendees to ensure the right people were invited onto the skype meeting at a 
particular stage of the build and up to handover.    On hand over the next stage was the 
workforce element; supporting the Ceredigion Field Hospital Whole System Workforce Meeting 
and Ceredigion Workforce Planning and Capacity Meetings, which are currently ongoing.  This 
has involved setting up the meetings as mentioned above, taking minute and actions notes 
and distribution thereof.  I have also collated a profile of staff for the workforce planning team 
which is attached hereto as (EV40) which is the title bars of the spreadsheet sent out as 
information has been redacted, email attached as (EV41) requesting information to be 
completed.  My support has been to the Project Group for Field Hospital and Workforce and to 
the Workforce Planning Team which is still ongoing.   Linking in with the Field Hospitals is 
Community Services, Acute Hospital, Local Authority and GP Primary Care Services – a whole 
system approach in how to maintain the workforce in all areas and deploying health staff when 
required into Local Authority Homes.   
 
The Plan and Preparation:  Collation of profiling for the Workforce Planning Team along with 
the planning and setting up of various Ceredigion workforce meetings with the Workforce 
Planning Team; circulating any information to the group as an when required.  Liaising with the 
two workforce meeting groups to arrange further meetings around the whole Ceredigion flexible 
workforce.  Ensuring that action logs are updated.   Some of the workforce that have been 
appointed as the flexible workforce have completed inductions at the Field Hospitals, copy of 
the master Covid-19 Induction documentation as (EV13).  A lot of the workforce at present who 
will be supporting, such as therapies and HCSWs have been undertaking upskilling and 
enhanced training e.g. venepuncture and cannulations, CPAP delivery and management and 
Clinical Nurse Specialists (CNSs) have been supporting the delivery of CPAP CNS working 
within covid teams enhancing their skills and confidence.  This all interlinks in with supporting 
patients with covid or who have had covid on discharge. 
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How it was Undertaken:  A whole workforce planning approach was required for the county 
to ensure there are no gaps.   The Dashboard supplied by the Workforce Planning team was 
outdated and under recruited which led to a further meeting with the Hospital Head of Nursing 
and Head of Community Nursing to discuss a roster of staff that could rotate down to Tregaron 
Hospital to open up extra bed capacity to help with discharges and flows from Bronglais 
Hospital until the Field Hospitals operationalise; at present workforce planning is still in 
progress for said Field Hospitals.  Please see Covid-19 Field Hospital Planning (EV43). 
 
The Outcomes:  A whole Ceredigion Workforce Plan is being drawn up for Bronglais General 
Hospital Acute, Tregaron Community Hospital, Community Team and Field Hospitals.  This is 
a whole Ceredigion flexible workforce planning approach due to the recruitment issues.  An 
SBAR is going to Bronze for decision on extra bed capacity in Tregaron and the workforce 
required to staff it, which will help with flow as Bronglais is currently running at 96% capacity 
and will overflow shortly.   Patients are also being admitted from parts of Powys and Gwynedd.  
This will help enable delays in discharges to Care Homes; as patients require covid testing 
before discharge, which causes patient delays.    A whole county workforce plan is in progress 
and still being worked up. 
 
Effectiveness of the Activity: Due to the recruitment drive being centralised with no local 
manager input or engagement, staff have been recruited by managers who are inexperienced 
in the service areas such as nursing and HCSWs, or who may not have received interview 
training.   There has been no planning or discussion with local line managers in regard to 
contracted hours that would have been required for these posts, they have been employed on 
a variety of contracted hours, causing issues when trying to plan rotas.  There hasn’t been 
enough staff recruited and no qualified nurses.  Issues have evolved around employing staff 
who cannot drive, do not have access to transport and staff taken on that have health issues, 
although adverts stipulated working with covid patients, please see attached bank nurse advert 
and job description as (EV42).   There is a need to train managers to enable effective 
recruitment and to ensure best practice in recruitment is adhered to; this could pose problems 
with the psychological contract and negativity in social media if taken further (CIPD, 2019b).   
Recruitment of HCSWs and clinical staff requires experienced clinical management being 
involved in the recruitment and interviewing process, which hasn’t transpired in this case.   A 
learning from events will be required on this process going forward. 
 
 
3.2 Agree roles and responsibilities with the other contributors to the activity 
 
My role and responsibilities were to set up a series of meetings leading on from the Field 
Hospital handover.  This involved creating a distribution list of individuals invited to various 
meetings.  Firstly, we held a Ceredigion Field Hospital Whole System Workforce Meeting which 
involved the Ceredigion County Director and Commissioner, Senior Managers from Ceredigion 
and the Workforce Planning team.  Copy of calendar Invite to attendees attached hereto as 
(E31) along with email circulating the Notes and Actions from the meeting as (EV33).   
Distribution List for the meeting attached hereto as (EV44) also stating their job titles. 
 
This was then followed by a series of Ceredigion Workforce Planning and Capacity Group 
Meetings diary invites (EV35) and (EV37) attached hereto.   Minutes from the meetings are 
attached hereto as (EV36) and (EV38).  These meetings are still ongoing, and the overall 
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workforce planning is still in progress.  Ceredigion Whole Workforce Planning and Capacity 
Group Meetings Distribution List attached hereto as (EV45) stating their job titles.  
 
Ceredigion County Director and Commissioner (Chair): overall responsibility to take any 
actions or concerns from the Group meetings up through community bronze group for any 
decision. 
 
I, PA to the Ceredigion County Director and Commissioner: scheduling of meetings, minutes 
and actions and circulation of any documentation required for meetings and keeping everyone 
updated on progress thereof and along with any governance documentation and new/amended 
covid guidelines. 
 
Hospital General Manager: overall responsibility of the acute site and financial budgets, 
planning and addressing of any issues within workforce establishment for Bronglais. 
 
Service Manager: working closely with the General Manager on the day to day running of the 
acute site and workforce issues. 
 
Hospital Head of Nursing: addressing any issues within the nursing staff and HCSWs on acute 
site; working to address issues with staff that have been taken on due to covid.  Working 
collaboratively with other service leads in addressing gaps in workforce of Tregaron 
Community Hospital, Community and Field Hospital and linking in therapies, creation of a 
flexible workforce rota for Community Hospital and acute site and staff rotations to ensure each 
site has experienced staff. 
 
Lead of Therapies:  working collaboratively with other Service Leads on the creation of a 
Bronglais and Tregaron Hospital rotational rota.   Therapies have a significant integrative role 
in helping patients discharges into the community and work closely with Occupational Therapy.   
Therapies are a big part of the covid pandemic due to support patients require on a daily basis 
when patients are receiving treatment.   Therapy services have been upskilling to provide cover 
across sites.  
 
Senior Workforce Manager: acting as a support in any onboarding or performance issues with 
the workforce that have been taken on, advisor on any deployment and redeployment of staff 
or actions that need to be taken up through workforce bronze group. 
 
Head of Community Nursing:  overall responsibility of Communities and Tregaron Community 
Hospital, working collaboratively with Hospital Head of Nursing in addressing flexible rotational 
rotas and any gaps in the workforce establishment. 
 
Lead Occupational Therapies: ensuring that patients that are discharged are supported and 
able to continue within the community; providing any support or equipment required. 
 
As a group we were all focussed in ensuring all services leads including the General Manager 
and Hospital Head of Nursing worked collaboratively to ensure all service areas had a flexible 
workforce, which were joined as one to address any gaps.  Workforce Planning for Field 
Hospitals is still ongoing.    
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3.3 Identify organisational procedures and legislative requirements which underpin the 
activity 
 
On completion of the Field Hospitals and ongoing whole system workforce planning for 
Tregaron Community Hospital, Bronglais Hospital and Community; it was important to follow 
the policies, procedures and process set out for the Health Board accordingly.  Deployment of 
staff can be into core work areas to covers vacancies, shortages or long-term sickness and to 
ensure the safety of patients and their care is maintained.  Please see Internal Deployment 
Procedures Manager’s Deployment Guide (EV18) attached hereto.   The Deployment Process 
FAQs (EV15) can be used in conjunction with the Guide and on deployment of staff into 
different areas, any movement of staff needs to be recorded with the Central Internal 
Deployment Team and a record kept on sites.  The Internal Deployment Implementation 
Process for Covid 19 (EV16) stipulates there are 2 sets of circumstances which deployment 
can be applied, where there is a need to change the way of working; hours, days and location 
and the deployment of staff temporarily in another role, duty or task.  A flow chart is also 
considered as part of this process along with the Staff Category Sheet (EV20); whereby 
categories 1 and 2 are deemed essential and category 3 are likely to be deployed.   
 
When deploying or redeploying any of the workforce it is vital that managers ensure the 
workforce involved are fully consulted throughout the process, it would also be fair to give all 
employees a choice of deployment opportunities (Wilkinson and Taylor, 2016). 
 
There are also lots of ‘best practice’ to follow on the UK Government and ACAS websites in 
regard to covid-19.  ACAS (2020) guidance on furlough, self-isolation and vulnerable 
categories and social distancing are available to all individuals; internal Health Board ‘best 
practice’ guidance has also been developed which is available on the Covid-19 page of the 
intranet (EV14).     
 
Please also see Covid-19 Field Hospital Planning Governance for Field Hospitals (EV43).  
 
 
3.4 Plan and prepare for agreed role, ensuring the availability of any materials or 
resources required 
  
There has been a special budget in place for covid-19, this has been for technology to enable 
the workforce to work from home, building and setting up of Field Hospitals, equipment for Field 
Hospitals and PPE, employing workforce, training and upskilling of staff etc.    During covid-19 
it has been necessary for me to work from home and in order that I can support the Ceredigion 
County Director, I have had to request and order a VPN token and a mobile phone to ensure 
that I have the right equipment.  I have also ordered a mobile phone for the Project Manager 
of the Ceredigion Field Hospitals, to ensure that he is contactable during the build, design and 
set up.  A special covid-19 order request was sent up to the Bronze Group for authorisation, 
into specific cohorts, due to the number of requests received, please see emails attached 
hereto as (EV46). 
 
I have supported and advised the Manager of the Field Hospitals in the process to follow for 
the successful redeployment of a member of the Community Health Council (CHC), who is 
currently employed by Powys Teaching Health Board (PTHB) into Plascrug Field Hospital to 
enable her to work as a receptionist/administrator.  There were long delays and issues in this 
process due to central HR wanting her to do volunteering work, although she was employed 
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by another Health Board and a clear process to follow.  The redeployment request was 
eventually taken to Workforce Bronze for a decision, which the Ceredigion County Director got 
involved and after discussions with the Assistant Director of Workforce, this was approved.  
Please see attached email trails (EV47) and along with How Workforce Matches Supply and 
Demand – Guidance for Mangers (EV19) and NHS Wales Covid-19 (Coronavirus) Temporary 
Deployment Alternative duties principles guidance (EV24). 
 
The (EV24) guidance stipulated that “If organisations do not have any roles for temporary 
redeployment or if there are more employees requiring temporary redeployment then 
consideration will be given to temporary redeployment to another NHS Wales organisation”. 
 
Also attached is the draft of the Field Hospital Staffing Model which is still being worked on as 
(EV48) along with an update for CEO meeting with IMs of staff that have been take on through 
the recruitment drive (EV49) in readiness for the Ceredigion Workforce Capacity Meeting on 
the 4th June 2020.  
 
 
3.5 Undertake agreed role in a timely and accurate manner, in line with the 
organisational procedures and legislative requirements 
 
The Ceredigion Field Hospitals Project Group delivered on 3 Field Hospitals for Ceredigion.  
These have been handed over to the County Director for Ceredigion and are still awaiting 
operationalisation.  The official date is yet to be established, but according the HDdUHB 
Coronavirus (Covid-19) NHS Wales Operating Framework for Quarter 1 2020/21 Report for 
the Board Meeting on the 28th May 2020 stipulates sometime in June 2020, which may be put 
back (HDdUHB, 2020).   The Field Hospitals are designated and assigned as one red covid+ 
and one green non-covid Field Hospital.  The overall workforce planning and assignment of 
staff is still ongoing for the Field Hospitals.  Plans are being put in place in readiness to open 
more beds in Tregaron Community Hospital as previously mentioned an SBAR paper is going 
to Bronze, copy attached herewith in relation to the establishment (EV50).  Please see personal 
thank you letter from the Ceredigion County Director and Commissioner along with thanks you 
emails attached hereto as (EV51). 
 
I also attach an email of thanks as (EV51) for my supporting role in the successful 
redeployment of a member of staff from Powys Teaching Health Board to HDdUHB to carry 
out administrative and reception work within the Plascrug Field Hospital.    
 
 
3.6 Reflect on the effectiveness of the resourcing activity in meeting required objectives 
and report back to stakeholders 
 
The delivering of the Field Hospitals in Ceredigion was completed rapidly in under a 3-week 
period and has been very effective.  The main stakeholder was the Ceredigion County Director 
for HDdUHB.  The Ceredigion County Director wanted to keep the Field Hospitals out of the 
social media as much as possible due to what these will be utilised for.   Please see some 
photos and some social media posts that the Local Authority have posted on social media and 
one which I have shared, see attached (EV52).   The Ceredigion County Director sent personal 
thank you letters to all involved in the Ceredigion Project Group for the Field Hospitals, copy of 
which can be seen in (EV51).   The community of Ceredigion would be proud of what has been 
achieved for when the time comes.   The overall workforce planning for the Field Hospitals is 
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still in progress; this is due to shortages within recruitment for Bronglais and the Field Hospitals.  
The Ceredigion Team have worked tirelessly and have started creating a Ceredigion Whole 
flexible workforce to work across all sites.  An SBAR paper to open up extra beds within 
Tregaron Community Hospital is in the process of being taken up to Community Bronze Group 
for a decision, please see attached as (EV50).  The workforce planning for the Field Hospitals 
is still in the process of being developed and staff will be utilised from the current resource. 
 
The recruitment drive by HDdUHB recruited a number of HCSWs, porters, catering assistants, 
domestic assistants, laundry and semi-skilled, student nurses and medical student; which were 
via social media and NHS Job website.  Responses to adverts were positive and interviews 
took place over the telephone; thus, not aligning to the recruitment process pathway usually 
undertaken through shared services.  Nearly 1200 staff were recruited on zero, 3 and 6 monthly 
fixed term contracts; part-time and full-time as well as bank, throughout the Hywel Dda three 
counties.  The recruitment process into different service areas was rushed, interviews carried 
out by telephone and in just a week, not following ‘best practice’; issues with staff having been 
employed in the vulnerable category and staff unable to drive or have access to transport.   It 
has been reported that around 36 members of staff are currently being paid due to having a 
contract, but not having been placed into a working role.  Please see email attached hereto as 
(EV53).  Questions are now being raised because of this.  
 
The CIPD (2019a) state that those involved in recruitment activities should be equipped with 
the appropriate knowledge and skills required to make effective and fair recruitment decisions.  
 
The vacancy adverts did stipulate on the NHS Jobs website that the roles would involve covid 
and that any applicants be mindful of their own safety.   Anyone self-isolating or social 
distancing for health reasons should not apply whilst in this pandemic (NHS Jobs, 2020).    
Please see attached job advert (EV42).   Although the adverts for the vacancies included a 
piece about covid, the Job Descriptions were Generic, please find attached as (EV42) if ‘best 
practice’ was taken into account, a piece about covid should have been incorporated within the 
Job Description.   The CIPD (2019a) stipulate a job analysis should be carried out to determine 
the purpose of the role, the duties and responsibilities; it is clear to me that this hasn’t 
transpired. 
 
CIPD (2019a) emphasise that good recruitment is vital, “finding the right people for the right 
roles at the right time.  Ensuring that the workforce have the relevant skills and abilities for the 
current and future needs of the organisation”.  This is important because covid will be around 
in the next 12-18 months or if not longer, it is vital that the right workforce is chosen to combat 
this pandemic.   The recruitment process has not been done effectively. 
 
There has also been issues in trying to redeploy a member of PTHB into HDdUHB although 
there is redeployment guidance which stipulates that members of staff within NHS Wales can 
redeploy into neighbouring Health Boards, this process was ignored.   Redeployment teams 
are centralised and if they had taken note of the guidance available and followed the correct 
process, then a lot of time may not have been wasted.   This has now been done successfully, 
but with delays in the central redeployment team not seeking guidance and trying to go down 
the volunteer route.   The whole process did not give the PTHB staff member a good 
experience.  The central team failed to follow the ‘best practice’ guidance as documented in 
the covid policies.  The CHC are a link to working with the Executives in delivering NHS 
services, the inspectors and regulators and the voice of the people who use the services (CHC, 
2020). 
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To conclude, Ceredigion as a whole have responded to the pandemic effectively, there was a 
very short timeframe with which to respond due to ever increasing numbers of covid patients 
in Wales.  Field Hospitals are on standby at present due to the first peak of the pandemic which 
has now passed; as previously mentioned the Field Hospitals will remain available and will now 
support both Bronglais General Hospital and the Community – overall workforce planning is 
still ongoing at present but is progressing well.  Going into the next phase there is likely to be 
a lesson learnt from the overall covid pandemic process.    
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Statutes 
Equality Act 2010  
 
References/Bibliography 
 
ACAS (2020) Coronaviruse (Covid-19): advice for employers and employees [online] 
Available at:  https://www.acas.org.uk/coronavirus (Accessed 24th May 2020) 
 
Campalani, F. (2020) Ranstad: Managing your employer brand during a crisis [online] 
Available at: 
https://moodle.uwtsd.ac.uk/pluginfile.php/363928/mod_resource/content/0/Ranstad%20-
%20Managing%20your%20employer%20brand%20through%20a%20crisis%20-
%20Mandatory.pdf (Accessed 10th May 2020) 

CIPD, (2010a) Workforce Planning: Right people, right time, right skills, London, CIPD  

CIPD, (2018a)  Workforce Planning Practice [online] Available at: 
https://www.cipd.co.uk/Images/workforce-planning-guide_tcm18-42735.pdf (Accessed 24th 
May 2020) 
 
CIPD, (2019a) Recruitment an introduction [online] Available at: 
https://moodle.uwtsd.ac.uk/pluginfile.php/351618/mod_resource/content/0/Recruitment%20fa
ctsheet%20-%20recommended.pdf (Accessed 25th May 2020) 
 
CIPD, (2019b) The psychological contract [online] Available at: 
https://moodle.uwtsd.ac.uk/pluginfile.php/351615/mod_resource/content/0/Psychological%20
factsheet%20-%20mandatory%20reading.pdf (Accessed 25th May 2020) 
 
CIPD, (2020) Succession Planning [online] Available at: 
https://www.cipd.co.uk/knowledge/strategy/resourcing/succession-planning-factsheet 
(Accessed 24th May) 
 
Community Health Council (CHC) (2020) The Board of Community Health Council in Wales 
[online] Available at:  
http://www.wales.nhs.uk/sitesplus/899/home (Accessed 23rd May 2020) 
 
Gilroy, R. (2019) Nursing Times: NHS workforce being ‘hollowed out’ by registered nurse 
shortage [online] Available at: 
https://www.nursingtimes.net/news/workforce/nhs-workforce-being-hollowed-out-by-
registered-nurse-shortages-28-11-2019/ (Accessed 9th May 2020) 
 
Gov.UK (2020) Coronavirus (Covid-19) Guidance and Support [online] Available at: 
https://www.gov.uk/search/all?keywords=covid&order=relevance (Accessed 24th May 2020) 
 
Hirsh, W. (n.d) Effective talent and succession management [online] Available at: 
https://moodle.uwtsd.ac.uk/pluginfile.php/363923/mod_resource/content/0/IES%20Effective%
20Talent%20and%20Succession%20Management%20-%20Mandatory.pdf (Accessed 10th 
May 2020) 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

24 

Hywel Dda University Health Board (HDdUHB), (2017) HDdUHB Annual Please 2017/18 
Supporting and Enabling Plans Workforce and Organisational Development Enabling Plan 
March 2017 [online] Available at: 
http://www.wales.nhs.uk/sitesplus/documents/862/HywelDdaAnnualPlan2017%2D18AnnexW
orkforceandOrganisationalDevelopmentEnablingPlan.pdf (Accessed 8th  May 2020) 
 
Hywel Dda University Health Board (HDdUHB), (2018a) Performance Appraisal and Personal 
Development Plan Policy [online] Available at: 
http://www.wales.nhs.uk/sitesplus/documents/862/045%2DPADRPolicyV4%20%2D%20DPA.
pdf (Accessed 24th May 2020) 
 
Hywel Dda University Health Board (HDdUHB), (2018) Learning and Development Policy 
[online] Available at: 
http://www.wales.nhs.uk/sitesplus/documents/862/113%2DLearning%26DevelopmentPolicy
%2Dv5.pdf  (Accessed 8th May 2020)  
 
Hywel Dda University Health Board (HDdUHB), (2018h) Organisational Induction Policy 
[online] Available at: 
http://www.wales.nhs.uk/sitesplus/documents/862/100%2DOrganisationalInductionPolicyv4.p
df (Accessed 8th May 2020) 
 
Hywel Dda University Health Board (HDdUHB), (2019g) Values and Behaviours Framework 
Staff Information Booklet [online] Available at: 
http://www.wales.nhs.uk/sitesplus/documents/862/Values%20Booklet%20Proof%2012%20-
%20Final.pdf (Accessed 8th May 2020) 
 
Hywel Dda University Health Board (HDdUHB), (2019i) Welcome to Hywel Dda University 
Health Board’s Website [online] Available at: 
http://www.wales.nhs.uk/sitesplus/862/home (Accessed 8th May 2020) 
 
Hywel Dda University Health Board (HDdUHB), (2019j) Forms Library – Updated [online] 
Available at: http://howis.wales.nhs.uk/siteplus/862/page/43504 (Accessed 8th May 2020) 
 
Hywel Dda University Health Board (HDdUHB) (2020) Board Agenda and Papers – 28th May 
2020|Agenda – Board Meeting 28th May 2020 [online] Available at: 
https://hduhb.nhs.wales/about-us/your-health-board/board-meetings-2020/board-agenda-
and-papers-28th-may-2020/ (Accessed 24th May 2020) 
 
NHS Electronic Staff Record (ESR), (n.d) Electronic Staff Record [online] Available at:  
https://my.esr.nhs.uk/localresponse/?TAM_OP=W3login&USERNAME=unauthenticated&ER
ROR_CODE=0x00000000&METHOD=GET&URL=%2Fdashboard%2Fc%2Fportal%2Flogin
&HOSTNAME=my.esr.nhs.uk&FAILREASON=&PROTOCOL=https (Accessed 28th June 
2019) 
 
NHS Employers (2019)  Simplified Knowledge and Skills Framework (KSF) [online] Available 
at: https://www.nhsemployers.org/SimplifiedKSF (Accessed 19th October 2019)  
 
NHS Jobs, (2020) Bank Nurse – COVID-19 [online] Available at: 
https://www.jobs.nhs.uk/xi/vacancy/916036206 (Accessed 23rd May 2020) 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

25 

NHS Support Federation (2020) Fund our NHS: Staff shortages [online] Available at:  
https://nhsfunding.info/symptoms/10-effects-of-underfunding/staff-shortages/ (Accessed 16th 
May 2020) 
 
Reilly, P. (n.d) Workforce Planning A framework for thinking about your own approach 
[online] Available at: 
https://moodle.uwtsd.ac.uk/pluginfile.php/363921/mod_resource/content/0/IES%20Workforce
%20Planning%20-%20Recommended.pdf (Accessed 10th May 2020) 
 
Taylor, S. (2016) ‘Improving Organisational Performance’ in Taylor, S. and Woodhams, C. 
(ed.) Human Resource Management: People and Organisations 2nd ed.  London: CIPD 
 
Taylor, S., and Wilkinson, K., (2016) ’Employment Law’, in Taylor, S. and Woodhams, C. 
(ed.) Human Resource Management: People and Organisations 2nd ed. London: CIPD 
 
Wilson, J., Papoutsaki, D., Cockett, J. and Williams, M. (2020) IES Briefing: Real-time 
vacancy analysis: Early findings on change in vacancy levels by local area and job type 
[online] Available at: 
https://moodle.uwtsd.ac.uk/pluginfile.php/363922/mod_resource/content/0/IES%20Briefing%
20-%20Real-time%20vacancy%20analysis%2020%20April%202020%20-%20Mandatory.pdf 
(Accessed 10th May 2020) 
 
Wilkinson, K. and Taylor, S. (2016) ‘Resourcing and Talent Planning’ in Taylor, S. and 
Woodhams, C. (ed.) Human Resource Management: People and Organisation London: CIPD 
pp50-78 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

26 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

APPENDICIES FOR LO1  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

27 

           EV01 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

28 

           EV02 
 

 
 

 

 
 
 
 
 
 
 
 
 
 
 
        
     
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

29 

    EV03            EV04        EV05 
 

 
 

EV06   EV07   EV08 

 
 

EV09    
 

 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

30 

EV10 
 

 
 

  
 

 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

31 

 
EV11 

 

  

 

 
 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

32 

EV12 
 

 
 
     EV13 
 
 

 
 

 

 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

33 

     EV14 

 

 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

34 

     EV15 
 

 

 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

35 

     EV16 
 

 
 

 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

36 

     EV17 
 

 
 
     EV18 
 

  
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

37 

EV19 
 

 
 

  
 
 
      EV20 
 

 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

38 

 
      EV21 
 

  
 
      EV22 

 
 

 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

39 

 
     EV22 CONTINUTED 
 

 
 
 
 
      EV23 

 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

40 

     EV23 CONTINUED 

 
 

 
 
     EV24 
 
 

 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

41 

     EV25 
 

 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

42 

EV26 
 

 
 
     EV27 
 

 
 

 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

43 

 
     EV27 CONTINUED 

 
 

 
 

 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

44 

 
 
     EV28 
 

 

 
 
 

 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

45 

 
 
     EV28 

 
 

 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

46 

     EV29 
 

 
 

 
 

 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

47 

      EV30 

 

 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

48 

     EV30 CONTINUED  

 

 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

49 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

APPENDICIES FOR LO3  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

50 

      EV31 

 
 
      EV32 

 
 

 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

51 

     EV32 CONTINUED 
 

 

 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

52 

EV32 CONTINUED 

 

 

 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

53 

 
EV32 CONTINUED 

 

 

 

 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

54 

     EV33 
 

 

 
 

 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

55 

 
     EV34 
 

 

   
 
     EV35 
 

 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

56 

     EV36 
 

 
 
 

 
 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

57 

     EV37 

 
 
     EV38 
 

 
      



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

58 

 
EV39 

 

 
 

 

 

 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

59 

     EV40 

 

 
 

 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

60 

     EV41 
 

 

 
      EV42 
 

 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

61 

 
     EV42 

 
 
     EV43 

 

 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

62 

 
      EV43 

 
 

 

 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

63 

 
      EV43 

 
 
 

 
 

 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

64 

      EV43 

 
 

 

 
 

 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

65 

      EV43 

 
 

 
 

 

 

 

 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

66 

      EV43 

 
 
 
      EV44 

 
      
 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

67 

 
EV45 

 

 
 
 

EV46 

 

 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

68 

 
      EV46 

 

 
 

 

 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

69 

      EV46 

 

 

 
EV47 

 

 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

70 

 
      EV47 

 

 
 

 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

71 

 
     EV47 

 

 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

72 

 
      EV47 

 
      EV48 

 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

73 

 
      EV48 

 
 

 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

74 

      EV49 

 
 
      EV50 
 

 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

75 

 
      EV50 

 
 
 
 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

76 

 
      EV50 

 
 

 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

77 

 
     EV51 
 

 
 

 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

78 

      EV51 
 

 
 

 

 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

79 

      EV52 
 

 
 

 

 

 
 
 
 
 
 
 
 



Clare Louise Berner ID 1810268 
Contributing to Resourcing and Talent Planning in the Organisation 5ARTP  

CIPD Level 5 Diploma in Applied Human Resources Apprenticeship 
 

80 

 
     EV53 
 

 


