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1.1 Describe key contemporary labour market trends. 

Labour market terminology is an idea relating to employee resourcing, the market being where buyers and sellers co-operate via people or directly with them to organise their trade. Businesses are involved with the market for their services or merchandises and seeing which companies or people will buy from them. This is where probable employees may be sourced to work for companies, and ascertain what type of work they are looking for. These range from job seekers in local and national market, graduates school leavers etc. (Wilkinson and Taylor, 2016, p.52).

The Labour Market Outlook Winter 2021-22 reported that the labour market was tight just before the pandemic as there was low unemployment with hiring aims being solid and that hard to fill vacancies were within Healthcare, Public Administration, other Public Sector and Construction (CIPD, 2022a). A Pestle analysis can be used regarding external factors that may affect an organisations conclusion (CIPD, 2021a).

The Manpower Group ‘Shortage’ survey in 2014 showed that the global average for talent shortages is 36% and many South American countries have talent issues. With Spain and Ireland having the lowest talent shortages. However, the UK were also low as they were showing under 20% (Headworth, 2015, p.7).

I have chosen Germany –v- UK regarding labour market trends as I have family who are German and work in marketing and Health. The pandemic has also had a fall of economic activities in Germany, being reduced working hours, loss of jobs and those in essential jobs having more working hours and stress (Destatis Statisches Bundesamt, 2022). According to the ONS from the ‘Labour Force’ survey that from October to December 2021 there was a quarterly increase in the employment rate with a decrease in the unemployment rate. Hours worked increased on the quarter and were still below pre-pandemic levels (ONS, 2022). 

1.2 	Describe the principles of effective workforce planning and tools used to carry it out.  

The key principles of workforce planning are whereby companies consider the precise employees and skills required for the future, putting plans in place ensuring the needs are met. Talent planning can be within a certain site, international or national, or in one department with the time period varying (Wilkinson and Taylor, 2016. p.57).  There are four vital sets of reasons relating to HR Planning:-

1. Fitting in with strategic plans - delivering business needs and interaction with 
Corporate and HR plans. HR planning can be seen as a huge organiser of competitive advantage.
2. Handle over numbers employed and staffing costs
3. Better decision regarding the skill mix
4. Keeping a summary of current staff
(Marchington and Wilkinson, 2009, p.225-6).

It can also help with employee retention and improve employee’s work life balance. The plan will enlighten Succession Planning, Retention Planning, Talent Management, Organisation Design and Development and Recruitment. The pandemic has meant Workforce Planning is of great importance for organisations large or small (CIPD, 2021a). The next stage is estimating internal supply by looking at employees that will remain and the skills they have, along with estimating external supply by merging supply and demand in filling the gap (Taylor, 2022, p.42-3). Thereafter implementing, monitoring and evaluation are processes to adhere to (CIPD, 2022b).

Recognising and tackling the gap in skills and demand, workforce planning tools are used. Demographic factors affecting the labour market are age profile and trends surrounding migration (Wilkinson and Taylor, 2016, p.57). Job analysis provides clarity of filling of jobs; this helps organisations look at skills needed (Marchington and Wilkinson, 2009, p.235). Wendy Hirsh stating that companies should look at present information, and what may happen in the future and study recent trends. Olly Britnell mentioned tools which looked at retaining talent, with Learning and Development being a factor for growing the talent internally. The ‘soft’ and ‘hard’ helps with the explanation (CIPD, 2019).

1.3 Explain how to develop basic people plans and succession plans. 

Four stages used when developing a workforce plan are:

Firstly, there is predicting organisational demands regarding skills in the future, this by using systematic techniques, and managerial opinion and looking at the forthcoming budget. (Taylor, 2022, p.40). Secondly, think about the present structure and skills of workforce, and how many will stay. Thirdly, by recognising gaps in producing a competency framework. Moreover, do an audit on current employees and look at current skills and those needed in the future. Lastly, tackling the gaps, businesses examining current resources for staff movement or further training. There’s also external sources; possibly recruiting via a contract basis or looking elsewhere to recruit. Consideration of outsourcing actions may also be valuable (Wilkinson and Taylor, 2016, p.52).

An example of not planning is that of Ryanair, whereby all the pilots were on leave the same time with no-one to fly the planes (People Management, 2017).

Succession Planning is a key factor of Workforce Planning in that, delivering the businesses objectives there needs to be a process which ensures there are enough people with the right skills, being in the right place at the right time (CIPD, 2020a). This identifying staff that can step into the roles, usually at a higher level. With people being targeted via pools of talent, rather than certain job roles should a job be available. Accordingly to the CIPD (2012a), there is suggestion that companies aim for a ratio of 80:20 amongst inside and outside individuals (Wilkinson and Taylor, 2016, p.60). Larger businesses would conventionally go with succession arrangements that were top down, private and vastly structured (CIPD, 2020). With the environment being extra predictable and stable. At that time people would follow their careers when they were younger and go up the ladder. Managers look after those that they feel have the ability to grow into senior roles, therefore the leadership continues. Moreover, the conventional approach can mean it is not done in an official way due to the choice being subjective, it discredits members of cultural minorities, women and it is elitist (Taylor, 2022, p.303). 

Current Succession Planning has a wider vision, better diversity and is more open. Talent that’s managed and developed will help businesses to recognise vital roles at every level within the organisation. Identifying successors can be by having conversations with managers or via a PADR (CIPD, 2020). Appraisals also identify employees wanting to go further, with developments needed being agreed (Wilkinson and Taylor, 2016, p.59). ‘Admiral’ think that staff have the right to grow and develop, to learn new skills and realise the maximum potential. They have an Admiral’s Talent Agility Programme (TAP), an initiative for internal colleagues only (Admiral, no date). 

2.1 	Assess the strengths and weaknesses of different approaches to attracting talent to the organisation. 
Organisations building a plan to attract staff, must be ahead of other companies and make sure they are successful in attracting the right people showing they are better than other competitive companies. Being mindful of what other organisations are doing when considering their resourcing plan taking into account strengths and weaknesses (Wilkinson and Taylor, 2016, p.60-61). According to Higgs (2004, within Wilkinson and Taylor, 2016, p.61) there are common tactics when businesses present themselves being Reward and Culture.
	
One strength is having a good ‘Employer Brand’. Visual media, YouTube, LinkedIn, Instagram, Facebook, and Pinterest help organisations show their benefits when potential employees are looking for work (Headworth, 2015, p.7). The organisations people plans and policies, and business values should be connected to the company brand. Ethical standards are an important part of the businesses values and culture (CIPD, 2021c). Once branding is established this is a huge value, specifically if they are global such as EasyJet, Sony and BMW. Employer Branding determines what type of applicants apply for jobs (Taylor, 2022, p.120-22).

According to the ‘Employer Branding Insights report 2019’, 94% of respondents said when applying for a job they would consider the Employers Brand. However, 46% felt their most recent employer didn’t successfully communicate their brand insight. Moreover, 86% said a bad interview experience would put them off applying with the company again in the future (Haymarket Business Media, 2019). ‘Forum Media Group’ comments via Glassdoor (2021) showed it was a good place to work, good work life balance and good team culture, with 54% who would recommend a friend and 100% approved of the CEO. However, one person stated there was lack of progress, routine tasks, no room to be creative and low pay for a huge workload.

Company jobs direct provide job seekers access to career websites of more than 250,000 UK employers (Company jobs direct, 2022), and LinkedIn promote a video on finding a job (LinkedIn, 2022).

A main risk regarding a brand image means the more valuable the brand, more people know about it, and therefore if attracting bad publicity this can have a detrimental effect. This with Ratner jewellery stores after the chairman made a speech joking about certain products that were sold; being ‘total crap’ and that they were ‘cheaper than a prawn sandwich, but unlikely to last as long’ (Taylor, 2022, p.121-22). Advertising is good for promoting a good service, but the product must be as it is expected (Taylor, 2022, p.128).

2.2 	Assess the strengths and weaknesses of different approaches to retaining talent. 
	An important factor of employee retention is for organisations to ensure the right people stay in the company. Direct and indirect costs can be enormously expensive for businesses and they need to recognise the degree of the problem. Proposals regarding retention schemes needs to be dedication from senior managers, this being dysfunctional turnover, however, functional turnover can be good as those that are not performing may leave making way for new staff (Wilkinson and Taylor, 2016, p.68-69). According to the ‘Resourcing and Talent Planning Survey 2021’ only 1/5 state that the cost of labour turnover is calculated by them. (CIPD, 2021d). Involuntary turnover can be where staff leave before they are told to leave, they retire or have fixed term contracts (Taylor, 2022, p.337-38). 

	Direct Cost - (CIPD, 2021e)
HR Admin time:-
· for the person leaving
· time to recruit & selection process
· new starter
	Indirect costs (Wilkinson and Taylor, 2016, p.70)
The person doesn’t do much work prior to leaving. 


	Induction and Training.
	Other colleagues have a low mood and not very productive if they don’t want their colleague to leave, or if they think their work will become heavier.

	General Admin. 
	All the training the leaver had, the company won’t benefit from.

	Vacancy costs
	Company brand can become discredited should the person leave on negative terms.

	Vacancy costs plus someone to cover the post temporarily.
	The leaver could give the business information to the opposition.

	New starter costs
	

	Expenses (selection)
	



	There can be a number of reasons why people leave, Tedx ZaraGoza (2018) example was that good people even if happy in their job leave, and this can be due to organisational cultures. Also according to the ‘Employer Branding Insights 2019’ report the top three reasons for leaving their latest job were “lack of career progression” (26%), “I moved for better pay” (20%) and “my manager” (17%). The most common response in ‘Other’ was “redundancy” (8%).

Finding out the reason why staff leave can be done via exit interviews and other form of questionnaires, although these are the most common they may not be reliable. Wilkinson (2004) exit questionnaires were undertaken with follow up telephone calls, with the exact same questions, the results showed differences between the questionnaire and the phone call. There are also staff attitude surveys and surveys of former employees (Taylor, 2022, p.341-47). Talking to staff regarding the reason they are still working in the organisation and whether there may be a cause for them to finish needs to be done, as exit interview are not plentiful (Roffey Park, 2018).

A high turnover isn’t good for business and can damage a company’s reputation. Retaining and Attracting staff is, there shouldn’t be a long recruitment process, being able to say thank you, have working flexible days, invest in training and give regular feedback (People Management, 2019). According to the ‘Resourcing and Talent Planning Survey 2020’ steps taken in 2019 were as follows:-

(CIPD, 2020b).
	58% increased Learning and Development opportunities

	51% increased pay

	50% revised the way employees are rewarded therefore recognising their efforts



Amongst ‘The Top 30 Employers in 2021’ for Working Families are a few named below:-
	American Express

	Citigroup

	Crown Prosecution Service

	Grant Thornton

	Independent Living Fund Scotland

	NatWest Group (RBS)

	North East London NHS Foundation Trust


(Working Families, 2021).

Over the past few years to enhance recruitment and retention, employers have implemented measures; with more apprentices being offered (19%), training investment increased (24%), in order to attract wide ranging applicants the brand organisation has been invested in (17%), along with a Workforce Planning Strategy being created or developed (CIPD, 2020c).

3.1	 Explain key aspects of good practice in relation to the development of job descriptions, person specifications and competency frameworks. 
	
	Marchington et al (2005, stated within Marchington et al, 2009, p.224) was firstly a decision should be made whether a post needs filling internally on a permanent basis, a contract which is open ended, on a temporary basis or through an agency. Should the post be filled internally a job description, person specification or profiles that are accountable should be guidance for the process. Part of the first step is to differentiate whether the position is already in existence or whether it is new (CIPD, 2021f). Recruiting reasons being, as well as a new job role may be required, it can also be due to the employee leaving (Wilkinson and Taylor, 2016, p.63).

	Essentially having a valuable job analysis is best practice method regarding the recruiting and selecting of staff. Having a systematic assessment for the duties that are required for the vacancy, collects objective information as to the attributes and this in turn means that there is a fair selection (Taylor, 2022, p.63-4). The analysis sets out the details required for the job description and person specification (CIPD, 2021f). The job analysis also determines pay differences, identifies training needs, establishing performance targets, and the setup for new organisational structures (Taylor, 2022, p.65).

	The job description is a crucial paper in the recruiting and selecting procedure, it provides details of the tasks required, the reporting hierarchy, performance criteria and parts of responsibility. With organisations using a traditional format. It is also used to create job advertisements (Wilkinson and Taylor, 2016, p.64). The person specification doesn’t relate to what is involved in the job, but the attributes that are required. It generates the principles for shortlisting. A useful tool in developing a person specification is the repertory grid method (Taylor, 2022, p.74-5). Within the specification it also includes ‘essential’ or ‘desirable’ (Wilkinson and Taylor, 2016, p.64). Although the job description and person specifications are long-standing they are still used widely. The difference is that traditionally private questions could be asked, however, it is now unethical, not appropriate and possibly biased to ask personal questions (Marchington and Wilkinson, 2009, p.238).

	With regards to the competency framework this is formed which focuses and outlines each individual competency (CIPD, 2021g). It’s an examination of people, their attributes and is another method to job analysis, job description and person specifications. The framework operates together with the job description and job analysis. It is different from the person specification in that it’s generic to an organisation. One critique of the competency framework is that people might not have the defined competencies and don’t apply for the role, although they may be efficient enough to do it (Taylor, 2022, p.77-8). Many businesses have a list of competencies connected to core values (Wilkinson and Taylor, 2016, p.65). 

3.2 	Evaluate different methods of recruitment and selection. 

Recruitment and Selection are different HR management behaviours. Recruitment means seeking applications from possible employees, whereas selection methods see whose suitable candidates (Taylor, 2022, p.89-90). Watson (1994a, p.203, within Marchington and Wilkinson, 2009, p.240) states that recruitment gives the candidates to be rated, whereas selection techniques failures are made evident. 

Methods of Recruitment can be internal whereby someone may be happy to side step promotion, word of mouth, local newspaper, local radio, job centres, employee agencies, or online adverts (Wilkinson and Taylor, 2016, p.65). There’s also connections to universities, schools, colleges and employer’s website (Marchington and Wilkinson, 2009, p.241). The other methods include poaching, previous applicant records and posters (Taylor, 2022, p.91). 

Although internal recruitment gives opportunities for development and could help with retention and assist with succession planning (CIPD, 2021f), it can be a good thing to have fresh talent (externally), as existing ways of working may be stale, especially with more senior posts (Taylor, 2022, p.93).

Advertising in newspaper websites is more common especially in the public and voluntary sectors (Taylor, 2022, p.95) However, according to the CIPD Resourcing and Talent Planning Survey 2021 is that corporate websites and professional sites such as LinkedIn are still the best successful attraction method. Moreover, looking at job fairs there wasn’t much difference between private, public and non-profit sectors with 8% for private and public and 2% for non-profit sectors (CIPD, 2021d). 
 
There’s a number of different methods of selection; presenting a C.V. or via the organisations application form. Interviews via telephone, 1-2-1 or group interviews. Along with ability and personal tests e.g. IQ, literacy/numeracy, assessing skills for certain jobs and personality questionnaires. Assessment centres involving role play, presentations, work samples and group activities are another form of methods of selection (Wilkinson and Taylor, 2016, p.65-7). Furthermore, there is no specific technique even if the design and admin is good, that’ll produce flawless selection decisions that will state which individuals will perform their role well (Marchington and Wilkinson, 2009, p.248). 

Meta-analyses verified that traditional methods of selection e.g. interviews are worse at precisely forecasting job performance than other techniques; these being assessment centres and personality tests (Taylor, 2022, p.145). Application forms have a consistence method to the form which help businesses assess the applicant’s suitability. Although, if it’s not set out or presented well it may deter candidates from applying. Whereas there is restriction with a standard application form using CVs means that applicants aren’t restricted, however, there may be attached evidence which may be in a different format (CIPD, 2021f). Selection testing has grown over the last 10 years, however, the CIPD and the BPS both have concerns regarding dishonest providers and amateur trainers who don’t know how to decipher results (Marchington and Wilkinson, 2009, p.255-7). The Assessment centres are the elite of selection methods, they have good prognostic ability and are liked by candidates. Assessment centres differ from other selection methods in that they don’t have concerns about making conclusions about the applicants possible future performance, instead the focus will be on how possible employees are going to behave if selected (Taylor, 2022, p.191).
	
3.3 	Explain key aspects of good practice in relation to dismissal, redundancy and retirement. 

The Equality Act 2010 defends those with protected characteristics and nine of these are detailed below (Taylor and Wilkinson, 2016, p.29). 
	· Age

	· Disability

	· Gender Reassignment

	· Marriage and Civil Partnership

	· Pregnancy and Maternity

	· Race, Ethnicity and National Origin

	· Sexual Orientation

	· Sex



Indirect Discrimination is where an Organisation puts individuals with a specified protected characteristic at a detriment to them (Daniels, 2019, p.118). It may be applicable to use positive actions (not stating positive discrimination as this is not known) by encouraging employees to apply for a job e.g. ensuring an interview for disabled applicants (Daniels, 2019, p.128).
 
	

A Case Study of positive discrimination is the murder of Stephen Lawrence in 1993, whereby the police were accused of preferring BAME applicants. Moreover, the NPCC argued that positive discrimination was needed to make themselves more representative of the neighourhoods’ they serve (Bennett, Saundry and Fisher, 2020, p.200).




	
An example of diversity strategies is where; The Equality and Human Rights Commission (EHRC) in 2019 investigated the ‘Labour Party’ relating to a number of accusations of anti-Semitism; there is now a place for advice and info on equality issues, legal matters and diversity strategies (Bennett, Saundry and Fisher, 2020, p.201). 




According to Acas (2021a) there should be consideration when advertising, making sure it is available to a number of people. The CIPD (2021f) state that it is vital to appeal to a wide range of candidates, with diversity and inclusion playing a large part. 

[bookmark: _GoBack]Voluntary employee turnover retirement could be when individuals may retire due to threats of redundancy. Companies have to adhere to the Employment Equality (Age) Regulations 2006 and cannot retire employees due to their age (Taylor, 2022, p. 371). Research has found that one in five older workers have delayed their retirement due to the pandemic (People Management, 2021). Moreover, there should be ongoing considerations between manager and employee as to what they will be doing in future and whether thoughts about, reduction of hours, changing to a role with not as much responsibility, moving from a permanent to fixed term contract, retiring but doing staying on to do consultancy work will be weighed up (Wilkinson and Taylor, 2016, p.74). Managers must consider the staffs wellbeing (they may feel they no longer have a job), also concerns regarding financial impact. Furthermore, as per the CIPD Health and Wellbeing at Work 2021 report, it showed 50% of staff had access to pension and/or retirement advice and guidance (CIPD, 2021h).

Dismissal signifies involuntary employee turnover whereby the Contract of Employment is terminated by the employer (Wilkinson and Taylor, 2016, p.74) The employer needs to have a good reason to dismiss someone and a fair process needs to be undertaken, this in line with the ‘Code of Practice on disciplinary and grievance procedures’ (Acas, 2021b). The organisation need to follow essential features such as:-
	written disciplinary procedures not conducting on an ad hoc basis

	state who has to take action at each stage

	take action quickly once had a complaint

	employees should be able to told of the complaint against them, and for them to fight their case

	the chance to improve poor performance before being dismissed

	they should be able to appeal

	they should there be a formal hearing they are able to have a person to represent them


 (Taylor, 2022, p. 381).

Redundancy is where the business has closed, or where work of a particular kind has stopped (Taylor, 2022, p.397). This in line with the Employment Rights Act 1996 s139 (1). Organisations should inform the Secretary of State for Trade and Industry in writing if making more than 20 employees redundant (Daniels, 2019, p.188-90). 

Prior to starting a process for redundancy other options should be looked into such as:- 
	Change hours worked

	Look for other roles for employees to go into 

	Offer voluntary redundancy 

	Overtime to be reduced or stopped 

	Finish contract or temporary workers 

	Don’t start up any new employees


(Acas, 2021c).

Organisations should put in place a reasonable selection criteria, they should also support the staff during the process and keep them up to date (Acas, 2021c).
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