On the job training – Understanding Resourcing

1.  
After meeting with my line manager, it is clear that the organisation’s approach to recruitment has had to adapt vastly following the covid-19 pandemic, this is still continuing to change as the organisation adapts to new government guidance and isolations rules etc.  The biggest change was the move from face-to-face interviews to virtual, this was largely to minimise risks and limit unnecessary contact, this carried both positives in the form of efficiencies and could be done remotely but also negatives as you often get a better understanding of how a person will fit within an organisation or team when interviews are conducted in person. Maurer (2021) adds to this by noting that virtual interviews are likely here to stay as they are beneficial to organisations due to their convenience but also to candidates as there are no travel costs or time costs just the length of interview time. 
The move to working from home from some departments has also allowed the talent pool to widen, certain job roles no longer need to be locally sourced, this has been really beneficial for some of the more specialist roles which have always been difficult to fill, this means that distance is no longer a contributing factor and those working from home can be based anywhere in the UK and thus allowing highly skilled individuals into the team. Kier (2020) Discusses the amount of new value that widening talent pools is giving to organisations, this is true for Folly Farm as we have hired marketing team members from London who work remotely which is something totally new for the organisation and would not even of been contemplated pre covid, this was an interesting recruitment process to be involved with as the person was hired with out any in person contact. 
Cox (2021) discusses the key trends in recruitment and how things have shifted in a post pandemic world, it is noted that what employees what from work has changed and there is less focus on live to work and things have changed to more of a work to live, this is clear at Folly Farm as more candidates are after shorter hours and part time contracts, this has proven challenging as shift patterns have had to be amended and the organisation has required additional members of staff in an already challenging market, however this does have positives as more employees has meant more flexibility in terms of shift covering and aided the scheduling process. This has meant that I have had to spend time updating shift planners and schedule patterns to accommodate more member of staff on fewer hours, this has worked well in some departments but not others as there is less scope for a short shift. 

2. 
Being a smaller scale family business, Folly Farm does not have advanced HR software suitable for analysing turnover rates for staff, however informal exist interviews take place for all leavers and the main reasons for leaving are noted and tracked. When looking at this data the reasons for leaving vary across different types of contracts for example permanent vs seasonal, permanent staff tend to leave for progression opportunities which is likely linked to the excellent retention rate and long serving employees which means progression opportunities do not come up often, this does not tend to have a massive impact on others following suit. 
Seasonal staff tend to leave for reasons relating to pay or company culture such as negative environments, pay reasons have increased post-pandemic as there are such staffing issues in hospitality that if an organisation can pay slightly more than another then it does not take a great deal for them to jump ship and leave, this can have a ripple effect and often comes in waves as if a one person leave for financial gain then often a few others will do the same thing, (Fellay 2021). Another reason employees on seasonal contracts tend to leave is due to the fact they often work 3 seasons whilst studying in local colleges and then either return to their original location or find work specialising in what they have chosen to study. 
In terms of addressing these issues and aiming to improve retention, some areas are easier to tackle than others, for example college students are always going to have a lifespan and often this is balanced out for the business as once one academic year ends another soon begins, so the intake is replaced. Pay can be addressed easily but is costly for organisations so it must be weighed up if this is sustainable and something can balance out the cost of turnover.  Chamberlain (2017) notes that pay and clear development opportunities are the biggest pull when it comes to retaining employees, pay depends of each individual organisation and is even more challenging now that the cost of living is rising, however development opportunities and the opportunity to enhance skills can be done on various levels whether that is formal and expensive courses or in house workshops, both options add value to the employee and could go a long way in holding onto them. 
It is also worth noting that a lot can be gained from altering the view point on resignations,  discusses that those leaving may do so to upskill and further develop but if they leave on good terms may choose to return in the future, this ‘boomerang’ effect can be beneficial to organisations as they already know the company culture and values but would simply of gained more skills, (Howlett 2021),  this can be achieved by ensuring that managers welcome the news of a resignation positively and are encouraging towards the employee. 


3. 
After meeting with my line manager and comparing my skillset against the CIPD profession map, (CIPD 2020) 0it is clear that I am currently sitting at the associate level, I am particularly strong in a few areas such as social media campaigns as I have created and developed social media recruitment calendar and generated content for this which is performing well. I would also put my self at the associate level for conducting fair assessments and have recently undertaken a course relating to unconscious bias awareness when carrying out recruitment which has strengthened my skillset in this area. 
Areas I need to further develop on to reach the associate level on the map include work experience and work experience programmes, this is something that my organisation does not do a great deal of due to limited staffing resources and health and safety policies but it is something on the agenda for future Hr developments and I would play an active role in this project to further enhance my skillset and also to closely link this to the overall recruitment strategy as this could be the starting point for potential future candidates. Another area that I need to further work on would be carrying out further investigations into competitors, this is done at present, and I play a small role however more could be done to look into what competitors are offering benefit wise and how the organisation can match this to attract further talent. 
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