5HR02 – Talent Management and Workforce Planning
3.1
There are many reasons that employees leave and stay. The main reasons for staying within the accommodation services department at Bluestone is that we as a department and organisation offer a wide variety of benefits, such as free access to the blue lagoon and indoor play area, staff points which can be used against accommodation bookings and activities, along with a share program, discount within the outlets in resort, such as F&B and shops, and so many more.  You get a sense of place and opportunity as there are so many different departments and moving around is encouraged.
De Smet, A., Dowling, B., Mugayar-Baldocchi, M. and Schaninger, B. (2021) explains that people crave the human aspect when it comes to work. However, from reading this article, it seems that Bluestone is lacking the human aspect, and investment, whereas they see a transaction when it comes to perks and bonuses which is very impersonal.
This could then tie in with why people leave the organisation, as they feel as though they are not valued enough to invest their time in such an organisation. We as an organisation who ‘thrive’ on being a ‘family’ need to look at the bigger picture when in comes to our staff and invest out time in them, and not what we think they may want, in terms of monetary perks. 
To date below is a graph showing how many starters and leavers we have had within the housekeeping department. As you can see from April to May we have had a huge influx of new starters this is due to a recruitment campaign in which we have gone to job fairs, advertised on radio, and social media platforms and offered schemes such as refer a friend. This has allowed us to take on in excess of 25 people during this time, and levers have been below 10 for the same period.
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AC3.2 
Within my organisation, it is shown that several different approaches are made when it comes to developing and retaining talent. This is looked at on an individual basis. This can be on a development level as Bluestone have recently introduces a leadership programme to develop middle managers by providing the right tools for employees to progress within the organisation. 
Gartner. (n.d.) explains that talent management is all about the attraction, selection, and retention of employees, and that HR have a process across the entirety of the lifecycle. It looks at planning, engagement, L&D, performance, recruiting, onboarding, succession and retention.
This can all have an impact when looking at different approaches and retaining staff. There are many benefits to each, but individual organisations will use different tools and techniques. It is all about looking at how different approaches benefit the individual, as some may prefer flexible working for a better work/life balance, and others may want more development. It is about talking to your employee and finding out what they want from your organisation.
De Smet, A., Dowling, B., Mugayar-Baldocchi, M. and Schaninger, B. (2021) explains that you shouldn’t look at what people are running from, but what they are gravitated to, this will ensure that retention rates are at a minimum. This will incorporate listening to your employees and focusing on wellbeing, being flexible as and when possible, treating people fairly, career development opportunities, and consulting employees to ensure that they have a ‘voice’. AC3.2
AC 3.5
Within my organisation we currently have a high turnover of staff, this can however have an impact with regards to the cost associated with training staff who then leave the organisation. There are many processes to recruiting and training staff and comes with this the cost. With regards to measuring turnover we look at this through measuring this by a simple equation:
Total number of leavers over period x 100
Average total number employed over period

Industries, V. (2022) explains that dysfunctional turnover can have a huge impact on an organisation and that this can result in higher workloads for remaining employees, can affect moral, which can increase absenteeism, and decrease productivity even more.  Dysfunctional turnover can result in a higher calibre of employees leaving your organisation to seek employment elsewhere. This can have an impact on recruiting and training someone new comes with cost. 
Also looking into this further there are also some administrative and training costs related to both people leaving and recruiting new staff, this can come under the umbrella of admin when it comes to processing the paperwork for both leavers and starters, and training to get the new member of the team up to speed. 
There are also indirect costs that has an impact on the overall organisation, such as loss of skill and knowledge, and trying to gain the productivity and investment of the new starter. The best practice is to realise that dysfunctional turnover is preventable, and this can include implementing some important processes to keep this to a minimum. This can be through budgeting for employee training and learning opportunities, ensuring that employees have the opportunity/have the resources to do their jobs well, have a positive work environment, avoid micromanagement and be autonomous, have regular performance reviews and feedback opportunities and identify low and high performers. All of which can have a large impact on how you retain your employees. AC3.5
AC 4.3
There are many benefits to successful onboarding and how they can benefit an organisation.
Default. (n.d.) looks at the components of successful onboarding and how they can be utilised effectively. This looks at staring with logistics, this it sometimes taken as the most important factor when onboarding, but since covid the traditional classroom technique is a thing of the past and pre-boarding is now a more common method to use, this allows employees to have all the information required before starting their role. Show them how things work is the next step. Within our department, we look at how we can give them the best knowledge and start when it comes to the resort. We look at tours of the resort and showing our staff what we expect them to clean during their working day. Leaving no stone unturned, this then makes sure that it is clear what is expected. The next three steps interlink as these are making it personal, taking time and establishing real relationships.  All of which are very personal steps and require a connection with your team/new employees. 
‌www.linkedin.com. (n.d.) explains that the lack of effective onboarding is why employees loose 17% of their employees within the first three months and why 20% of turnover happens within the first 45 days of employment. 
This is something that sounds familiar within the housekeeping department at Bluestone as we have a lot of leavers around the 7-month mark. Onboarding is an important step to achieving and retaining staff, and I believe that this is only something that my department has started doing in the last few weeks if not months, as our outlook has changed on how we induct, train and treat our employees, by giving them more time to learn, grow and understand the role. This also fits in with the culture and norms that we are looking for in our organisation. We would like to think that this would have a role in the retention of employees and improve effectiveness within the department. AC 4.3
AC 1.1
Within my organisation, we try to position ourselves in a competitive labour market. However, I don’t believe that this is achieved, as since covid has taken it tole on a variety of different employment venues, including hospitality, and there are now more and more jobs available, it seems that it becomes more and more apparent that it is harder to employ people. Especially as competitors can offer a variety of different benefits that Bluestone as an employer cannot, due to the type of business that it is.
www.mckinsey.com. (n.d.) explains how important employee experience is, and how it requires a human-centric approach, this is so organisations create those moments that truly matter in their day, year and career. This article explains that employee experience or EX for short should have organisations and their employees working together to create a unique and authentic experience, which in tow will ignite passion and tap into the individuals’ strengths and will help the team thrive.
As previously stated, I am not sure that Bluestone is quite here yet with regards to employee experience. Even though there are benefits in pace for employees I don’t believe that it has the buy in ad can say they are an employee of choice, as the organisations image, ethics and reputation are not at its best, especially when reading employee reviews regarding the organisation. AC 1.1
AC 1.2
Labour Market Outlook | Surveys | CIPD (2021) shows a good indicator of the change in labour market and the conditions. It provides a detailed report on future trends when it comes to labour market and the conditions surrounding these. The CIPD mention that there is a net employment balance, where this measures the difference between employers expecting to increase staff levels and those expecting to decrease staff levels in the next three months. It explains that recruitment difficulties remain, which is the difficulty that we are having within the housekeeping department at Bluestone. The report suggests that the most popular response would be to raise wages, and along with this offer better benefits within the organisation. 
Johnson, G. & Scholes, K. 2002 a pestle analysis can be used to identify future trends surrounding the labour market and how this can have an impact when it come to the environment. By using this tool, you can also look at how you are resourcing and making your decisions, based on branding, recruitment methods and retention to name a few. 
World Economic Forum. (n.d.) also looks at how organisations should be moving with the times, as current systems may feel broken. And as a result of this it Is causing high unemployment and rising productivity with stagnant wages. It looks at how shifting demographics can make a dynamic workforce. The world ahs changed since the pandemic and companies are opening to a wider skill force and experimenting with gaining employees from all over the world. Also, there is a rise in individual choice, as may years ago employees would be loyal to their employer, staying with them for most of their career, now the goal is to be employable, and to be able to develop skills, experience and expertise necessary to move on or up. The technological revolution is also mentioned as companies are more inclined to try and automate services. 
Hopefully even though labour markets are struggling today these difficult situations that we see ourselves in will lead to new ideas solutions and opportunities. AC 1.2
AC 2.4
There are many different platforms that Bluestone as an organisation carries out recruitment. There are many new social platforms, such as Facebook and Instagram, that we didn’t use before which are now a vital part of recruiting people. We have also managed to produce a brand-new website for careers within our organisation, which is much more user friendly and easily accessible for a wider range of capabilities. 
Since the pandemic has also eased, we have found that getting out into the community has helped with recruitment, we have been going to job fairs, recruitment drives and just getting out and speaking face to face with people has made a large difference with how many applicants we have. 
We have also looked at how we select the right candidate for the position. This is through the correct screening methods, and from the interview, we carefully assess the individual to ensure that they are the best candidate possible. This is done through personality testing, to see how they act and interact with others, job references are obtained, and we have a 3-month probationary period. 
Learnlight. (n.d.). explains that as an organisation you need to be clear that the future of work is inclusive. As diversity in the workplace is not just an asset, as it is inevitable. Inclusion and diversity go hand in hand when it comes to organisations, however they are also very different. It is important for your business to consider both in people management practices and strategies. Inclusion is where people’s differences are valued and used to enable your employees to thrive within the workplace. 
CIPD (2021). Explains that every organisation should look at their own people management practices and diversity data. This is to enable you to understand where your barriers lie and how to act. AC 2.4



AC 1.3
Office, G. (2016) looks at the future of skills and lifelong learning, and how the younger generation are generally struggling with literacy and numeracy skills. Tis project looked at the Government Office for Science and how changes in technology and the aging population have had an impact on skills that the UK would need for the future. 

The Department for Education (2022) has also had a part to play in developing numeracy skills within the UK, the scheme called Multiply which is beginning to be rolled out in 2022/23 aims to increase numeracy skills in adults across the UK. It has a target audience of adults who are 19 years of age and older who have not obtained a high level of maths qualifications in the past and would aim to target this bracket to be able to progress within their roles, or even brush up on the skills that they have, to be able to have the best opportunities when it comes to jobs.

My experience of undertaking a Level 5 diploma, as part of this course, we are required to sign up to an apprenticeship, which takes us through WEST assessments, which allows us to be able to brush up on our skills. This is a good way to develop old skills or create new learning outcomes alongside the course itself.  Throughout this time, we have taken part in literacy, numeracy and digital literacy skills to be able to develop our future skills.

There are many impacts that employees not having these skills can have, in some instances, the employee may feel vulnerable and almost embarrassed to ask for additional learning objectives when it come to learning, what is known as the most basic f numeracy skills. As stated in the Multiply Investment Prospectus (England). (2022) that 17 million adults in England have the equivalent of Junior level math skills, and these skills need to be developed and employees supported to learn. People need encouragement from employers, trade unions and the government to make changes and to be able to support anyone who wishes to develop their skills. AC 1.3

AC 2.1
Bluestone as an organisation, has a forecast off occupancy, based on the data of the last few years, and the trends that have been found within this. For example, within the housekeeping department at Bluestone we calculate the occupancy, and this then gets calculated into how many staff we need per changeover to clean those lodges (this also feeds into the headcount report). It is important for us to follow and analyse these trends as we understand the demand and trends for labour. This in turn allows us to look at how busy we should or will be in the future, allowing us to plan of time when it comes to recruitment.
Bluestone also offers internal supply of labour, whether this is departmental help when days are particularly hard, as currently we are short staffed. Or alternatively offer and encourage their employees to transfer department and apply for a variety of suited roles within the organisation. There is also that culture that we are one team, and that as and where needed we help other departments in their hour of need.
CIPD (2018) shows how workforce planning works and the processes to implement when analysing the current workforce. It looks at how needs can be identified, looking at the gap between workforce and future needs and looking at solutions. All of which will allow your organisation to accomplish their mission, goals and strategic plans.
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It is about understanding that people are an organisations best asset. It is about having ‘the right people, with the right skills, in the right roles, at the right time, and the right cost’ AC 2.1
AC 2.2
There are many techniques that we use as a department and as an organisation. We have our head of department who always has one eye on the ball when it comes to forecasting demand. Trends are investigated, as there are generally pinch points thought the year, which we are aware of. We as a department also look at turnover rates and gauge this with a percentage and try and keep this as low as possible. Unfortunately, since covid, this percentage has raised, as the leisure/hospitality industry has suffered as a result.
From this we follow a few steps to ensure that the strategy is adhered to for planning in the workforce. We make sure we set strategic planning, which allows us to gather all the information required when it comes to knowing how many staff we need. We then analyse our current workplace profile, this allows us to look at the current staff, and why we may have a higher turnover rate at certain points throughout the year. We then develop an action plan, implement this based on what we have actioned and what we require, and the final step would be to monitor, evaluate and revise the plan. AC 2.2

AC2.3
Currently we have a leadership programme which allows middle management to apply and develop their skills, this allows employees from across the organisation to future proof the business. This looks at talent pools, as the individual would need to apply, and go through an interview process to be able to get onto the course. This has been bought to employees’ attention by regular appraisals, and meeting regarding future proofing departments, along with the rest of the business.
CIPD (2020) explains that the need for succession planning allows the organisation to identify and grow talent. This then allows the business to fill leadership and business-critical positions. In turn allowing organisations to have a contingency plan in place when needed. 
There is however an argument that there are outsiders and insiders and finding that fine balance is difficult even in the right situation. Outsiders can offer a fresh pair of eyes, where insiders already have the knowledge base of the organisation before starting, however this could hinder their sight when looking to progress. 
Succession planning requires to be owned by the line manager; however, people practice professionals have a role in insuring that there is support and help facilitate the process. Having the information on the potential candidates, managing assessment processes and having and maintaining the information is vital when assessing and advising on individual development needs. AC 2.3
AC 3.3
Bluestone looks at talent pools in two ways, this is when they have a pool of possible candidates who may not have been successful in their original application, but we keep their information in case of future changes. The second would be internal talent pools, in case of a critical incident or someone who could step into a critical role if needed. 
With regards to Bluestone, they are currently developing and initiating the leadership management course which was previously mentioned. Which allows individuals throughout the organisation to be developed and mentored. 
November 2020, M.B. 20 (n.d.) explains that organisations are currently looking at movements within their own organisation to retain staff, which in turn keeps employees engaged and motivated. Allowing the organisation to thrive with internal candidates. Its like shooting yourself in the foot if you don’t invest in your employees during challenging times.
It is imperative as an organisation that talent pools are supported and invested in, as providing inclusive recruitment and selection approaches, L&D and performance reviews will ensure that your business are recruiting the right people, along with developing internal employees to make sure that your organisation thrives, especially when there are so many job opportunities available. Investing in your employees now, will mean retention in the long run. AC 3.3
AC 3.4
Having an enriched perspective when it comes to diversity and supporting talent pools. It is all about experiencing something you haven’t before, this can also encompass having a well-rounded and justified perspective. 
www.linkedin.com. (n.d.) explains that even though there were reduced language barriers, Manjula truly learnt the meaning of diversity and inclusion after she was on an assignment in South Korea. Due to the inclusive nature of the team, the positivity, and the fact that the team started speaking in English, even though Korean was mainly spoken, had a large impact on her and how her assignment was conducted during her time there. She explains diversity well by saying that it is all about being inclusive and accepting the differences of everyone, regardless of their race, culture, gender, religion or background. It is all about creating a positive environment, with equal opportunities for all employees.
Through doing this your organisation will have higher engagement, reduced risk of discrimination, and awareness of potential pitfalls and difficulties. There are advantages of building and supporting talent pools, as diversity can attract talent. Within Bluestone we have this culture, as we find that employers refer their friends to us, because they are proud of where they work, and they feel as though they are part of the culture, regardless of their background.
Hunt, V., Layton, D. and Prince, S. (2015) shared that gender diverse companies, are 15% more likely to outperform those companies that are not gender diverse. As being able to bring your organisation together allows your employees to bring different outlooks, perspectives and experiences to the table, which will only benefit and enhance your business offering. AC 3.4
AC 4.1
The three main types of employment status, which are employees, workers and self-employed, all have different rights, and can be matched to different workforce needs. For example, self-employed contractors, have the flexibility to agree to work and negotiate what they would be willing to do, which can allow a better more flexible work life balance, where as an employee, will be governed to more strict rules regarding what is expected of them. 
CIPD. (n.d.) explains that more companies are under scrutiny for offering zero-hour contracts, and labour via digital platforms, as this is showing that there is growth within the ‘gig economy’ as payment is offered per job, rather than having the job security and guaranteed hours. This has also caused a spike in tribunal cases.
Within Bluestone we offer a variety of different contracts, though sub-contracting work, to seasonal, to full/part time options. As a rule, this works for an organisation within the leisure industry as we have the flexibility to be able to offer a wide range of different contractual arrangement, which suite us as an employer but also the employee. The financial terms of operating in this manner allows us to provide working practice terms, behavioural terms, and allow us to log attendance and sickness. We can then look at trends, but also allow us to budget with regards to payroll. AC 4.1
AC 4.2
CIPD (2020 1a) explains that there are two different types of terms. Including express and implied terms. The difference between the two are, express terms are stated in writing or given verbally. This can be in the form of an employee handbook, or items such as policies and procedures.  
Implied terms need to be implemented into contracts, through collective agreements, workforce agreements, statute, individual contracts. Within this as many terms should be clearly set out in writing and given to your employee before they start their job.
There are important factors to consider, through ensuring that the contract is no different to any other, it should be clear and unambiguous, the employee must accept the offer, there must be consideration between the parties, and it must have the intention of creating a legally binding arrangement.
By having these in place allows you to protect your business, and ensure professionalism, as well as mitigating legal risk. It makes sure that parties agree and know their obligations and responsibilities. AC 4.2
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