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1.1 How Perthyn undertake Resource and Talent Planning
According to the CIPD Resource and Talent planning is an essential management practice. It is also a fundamental part of Human resource (HR) management role and is concerned with the mobilisation of a workforce.
Perthyn is the Welsh word for belonging, the organisations’ primary purpose is to provide support to people with learning disabilities o allow them to lead dignified and fulfilling lives within the community. They are a registered charity who employs 850 staff, and they provide support to more than 250 people across Wales and the East Midlands.
Perthyn always have a 2-year strategy in place and have regular business meetings to focus on where we are now and where we want to be in the future as well as focusing on aims and objectives a new strategy is currently being completed by the HR director.  During the past year recruitment and retention has been difficult, Perthyn have therefore focused on this section, making many changes to adverts, including refer a friend scheme and recently including a joining bonus of £250 then a further £250 bonus payment, which will be paid to the employee on the completion of their successful probation. There has also been an increase to employee wages, which has also benefited existing employees. I have supported managers, regional managers with the recruitment process, supporting with telephone interviews, face to face, which due to Covid-19 is now being held on teams. Research has been sought for wages and looking at the competitive wages and organisational benefits.
1.2 [bookmark: _Hlk89721016] Internal and External information relating to the organisation’s future, skills, needs and Talent. 
Internal
As a HR team we have been focused on what we can do in terms of recruitment and have made changes to the structure of the HR team, a new position has created for a recruitment and retention manager. Research has been completed to focus on retention of new employees, HR have stepped in to support managers to ensure the regular completion of supervisions and appraisals to allow the new employee to feel they are being supported and to discuss their workload and their targets. The dates of Supervisions and Probations are set, then sent to the manager along with the induction documentation. These are also entered on to the employees Carval record me and managers will receive a notification email to remind them of the set supervisions. 
External
Organisations play a key role in increasing the levels of skills in a workforce, which can be vital for improving economic growth. To ensure dependable and effective succession planning, businesses need to understand their current and future business needs. Workplace skills include the following abilities:
· Write and understand reports.
· Perform numerical and analytical tasks.
· Use computers in problem solving.
· Carry out job-specific technical tasks. 
Skills are important to an organisation; they are fundamental to enable people to work together or on their own initiative. The growth and developing employee’s knowledge and skills are vital to supporting the organisations future success. A particular area is technology which is constantly evolving, businesses need to ensure they continue to upskill and learn. It is crucial for Economic growth; The economic growth and prosperity of a country will depend on the amount of people working and how productive they are in the workplace. Better use of skills accompanied by investment has reflected on increased productivity. Growth on productivity and prosperity build the conditions for improvements in real earnings, creating a virtuous cycle. Skills are vital for individuals with an organisation, skills can determine their employment and earning potential, they can also be used to meet current and future business demands. For an organisations talent management and succession planning, they should consider what skills need to be sourced, nurtured, developed, and retained now, in order to create a successful future workforce.
The CIPD states to tackle the UK’s employment deficit they need to review the future workforce, the vast majority of the 2030 workforce are already in work. Therefore, employers must understand and incorporate investment for skills of in-house employees, this can be utilised with in house development programmes and coaching. It is crucial that such activities are highlighted by a culture where learning is not only embedded but encouraged across every level of the organisation.
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Due to Covid-19 there have been rapid changes within many organisations, which can have a long-lasting impact on economy, business and working lives. The CIPD carried out a series of surveys regarding the Covid-19 pandemic and working lives. The findings stated that on the whole, employees were satisfied (7-in-10) with how their employers are responding to Covid-19, the same proportion say that their manager has checked in on their health and well-being. Employees largely report that line management support and fairness have held up to a pre-pandemic level. 
Another Survey completed by the CIPD in partnership with Omni, Resourcing and talent planning survey 2021, explores the impact of Covid-19 and Brexit on resourcing activities. This survey states the following:
· Increased competition for talent, 45% of respondents believed that competition for well-qualified talent has increased, although a quarter said it was more difficult to recruit due to Brexit. The dramatic changed in the labour market verifies as Covid restrictions eased, the pressure on hiring grew, with a significant skills gap for some roles. 
· More talent being developed in-house, A third of organisations reported that more talent was being developed and established in-house, in comparison to the previous year, upskilling existing employees was the most common response to recruitment difficulties (57%).
· Offering flexible working and improving work-life balance. 71% advertised that job vacancies were open to being flexible, and 49% advertised that some were open to location. Retention of employees has increased to 49% from 37% in 2019, employers took steps to improve and promote work life-balance to achieve this. 
· Improved diversity in hiring, 24% of businesses state they employed a more diverse workforce in the last 12 months compared to the previous year.
· Technology use boosts recruitment but adoption limited by lack of skills, two-thirds of employer’s state technology use has sped up the recruitment process, although 54% state technology use in recruitment has been limited by lack of skills and knowledge. 
· A strategic approach to workforce planning needed, less than half (46%) of companies state they have a workforce planning strategy based on a robust understanding of current and future workforce needs. 
· Growing attention paid to attracting experienced returners, 27% of employers now offer a programme that encourages, employees to return (up from 19%the previous year) and 21% offer a mid-career change (up from 16%).
Rapid changes were made in Perthyn when the Covid-19 pandemic came to the UK, many changes were made in the HR department. Recruitment procedures were changed to adapt to the government guidelines, furloughed staff and agency staff were not in use, which left less numbers within the services, which could have affected safe working levels, this led to quick recruitment responses. Interviews were completed through phone screenings and virtually, instead of in person, interviews invites were sent immediately and managers plus HR ensured to make time for interviews. Different service Mangers and other HR members stepped in when necessary. As part of the HR team, I supported with the recruitment process and had to quickly learn how to use Teams. A higher percentage of applications were received through online resources, through word of mouth, such as the refer a friend scheme. Some strategies and/or objectives were put on hold for a short period of time, to allow for adapting to a new way of working. Our HR department has now been faced with a restructure to ensure the delivery and development needs of the organisation are being maintained and advanced. A particular focus will be around the retention and growth of existing employees, discussions and meetings are being held to establish the best practice for this area. Training needs also adapted and courses that were able to be delivered virtually were, smaller numbers of staff were placed on courses to ensure safe measures were followed in line with the government guidelines. I believe that Perthyn have responded well to Covid-19 and have made changes to ensure it is business as usual while ensuring the relevant adjustments were incorporated. 






2.1 Recommendations on how the organisation can maintain an appropriate number of people with the skills required by the organisation.
I would recommend the company to maintain training requirements and allow for extra courses to be offered to improve and upskill existing employees through using succession planning as suggested by the CIPD (no date), nurture interna talent. 
To add more benefits such as an extra day paid annual leave on the employee’s birthday. 
Employee Branding, we need to promote ourselves more on social media, we have currently started using Facebook more but could also use other social media, like Twitter. I also feel Perthyn need to post more adverts which boost the organisation to advertise their values. 
Ensuring direct line managers have the relevant training required.
Retention, according to Taylor and Woodham (2016) a retention strategy would benefit an organisation after completing research on why employee is leaving. Perthyn have recently advertised for a recruitment and Retention manager.
Employee performance, ensure all employees, particularly new starters receive sufficient supervisions. As part of the HR team, this topic is now undergoing monitoring and support from HR including myself, each manager will receive set supervision and probation dates within a new starter induction pack. Reports are shared with the managers, and they are reminded who is due for a probation or supervision in monthly managers meetings. 

[bookmark: _Hlk89721239]3.1 Identify and explain rationale for a specific resourcing activity within the organisation. 
HR have been recently researching recruitment and the retention of staff, the health and social care sector has faced difficulties over the last year, from Covid-19 to staff shortages, reports have been released and Paul Brand (2021) ITV news, covered a story regarding staffing level crisis for the care sector, the story notes that 78% of providers who responded, reported recruiting carers is the hardest it has ever been and 95% of respondents said they are unable to take on new clients in need of their help. Perthyn have faced the same challenge, we have therefore held several meetings and have actioned some changes in HR to support managers on recruitment and retention, a big area of fucus for us is the retention of existing employees and new starter employees. Perthyn have made updates to their job adverts and have included incentives for potential employees to join the organisation, the new incentive being the £500 bonus, £250 when joining the organisation and a further £250 will be received on the successful passing of the employee’s probation. 
3.2 Roles and activities of other contributors to the activity. 
My current role of HR administrator is to support in aspects of recruitment, communicate with line managers and to ensure they receive the designated supervision dates, along with update the employees Carval record. HR are supporting with this element to ensure new starters are able to express their feelings, areas of progress and training requirements on a regular basis and how they are progressing within their new Job role, this will hopefully support towards the retention of the new starter employee. 
A restructure has also taken place in HR with Two employees L.P and G.M being employed as HR business partners for England and Wales, I have currently applied for a HR advisor role within the organisation, the interviews will be occurring on the 9/12/21. A further post has been advertised for a Recruitment and Retention manager, which will allow for a dedicated focus in this area. 
[bookmark: _Hlk89721322]3.3 Identify organisational procedures and legislation required which underpin the activity. 
The key areas of Law affecting recruitment and selection include discrimination, the right to work in the UK, criminal records checks and data protection. Organisations should always be mindful of the above key areas in recruitment, this can also co inside with the retention of staff. At Perthyn we have numerous policy and procedures which adhere to legislation, the Confidentiality P&P and Data protection are used for both areas, it is important to assure that potentials employees details are handled with confidentiality and that their date id protected, this will also remain and be used for existing employees, ensure that all personal information is stored safely. New starting employees will need an advanced DBS check along with the existing employees, Existing and potential staff will provide documentation that is personal to them such as birth certificate, driving licence and a passport along with other types. Further policy and procedures used are right to work, health screening and equal opportunities, all support with the recruitment and retention process, this allows perthyn as an employer to ensure the relevant support and tools are used for both existing and potential employees. 
3.4 Plan and prepare for agreed role, ensuring the availability of any materials or resources required. 
All resources have been put in place by Perthyn for the HR restructure and are available via the business intranet. There will be more research undertaken to support the retention of staff. 
[bookmark: _Hlk89721440]3.5 Undertake agreed role in a timely and accurate manner, in line with organisational procedures and legislative requirements. 
My current role involves ensuring that all the relevant documentation are sent to the managers regarding supervision and probation dates, all relevant documentation is dealt with in a timely manner in line with the organisation’s procedures. The restructure is currently still on-going therefore no evidence has been firmly collected yet, although through the HR re-structure the following were considered:
1. Critical roles were identified
2. Skill and capabilities were defined 
3. A tailored plan was developed by the HR director.
The above is highlighted by the CIPD (2019) workforce planning factsheet. Workforce planning aims to ensure that the organisation has the right number of people with the right skills employed in the correct place at the correct time. 
3.6 [bookmark: _Hlk89721478]Reflect on the effectiveness of the resourcing activity in meeting required objects and report back to stakeholders. 
The above topic is an on-going process, the induction forms containing the supervision and probation dates have so far been beneficial to the managers as this gives then a concrete date and allows for the new starter to be aware of when their performance revies will proceed. In reflection of the restructure, I think this will be a positive for the organisation due to them having a further focus on the staff retention, which will hopefully provide a lower staff turnover. 
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Thanks
Sian

From: Lianne Proudman <Lianne.Proudman@perthyn.org.uk=

Sent: 07 December 2021 09:51

To: Sian Govier <Sian. Govier@perthyn.org.uks; Gareth Morgan <Gareth. Morgan@perthyn.org.uk>
Subject: RE: HR strategy + Statement

Hisian

Apologies ~1 didn't get to this yesterday ~ not sure what you need or i this works but.

o confirm — we have no HR strategy at this time that we can share — it is stil be finalised by the Head of HR.

As part of her role within the HR Team Sian has helped to support the recruitment and selection process with contacting
candidates and helping to arrange interviews. The global pandemic has seen rapid changes in how the HR team has
needed to work. Sian has adapted to working from home and the office, providing support to employees from both
locations. She utilises Microsoft Teams to attend virtual mestings but also as a way of jointly sharing and collating
information with the rest of the HR team. This helps provide a more joined up service for the managers that we support
whose roles have become very stretched during the pandemic and this means that as a HR function we have had to adapt
and ensure we are able to work remotely to the same high standard. By being adaptable Perthyn and the HR Team have
been able to do this. Current changes in the structure of HR will, we hope, allow this to continue and grow into a well-
practiced way of working.
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