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Question 1
Taylor & Woodhams (2016) state that “a labour market concerns the market for potential employees – who may be willing and able to work for the company, and what they are looking for in terms of employment”.  The labour market loosens and tightens owing to a range of different factors and can be considerably different across different countries and economies. 
Germany and the UK are in the top 10 European countries with highest employment rate with Germany being in the top three.  The unemployment rate in Germany is currently 3.7% and the UK is 3.1% (OECD, May 20).  We predict a decrease in employment and working hours and an increase in unemployment in both countries as a result of the current pandemic and the efforts to control it.

Employment Rates – OECD data, 2019
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	Germany
	United Kingdom

	Population
	82.9 million
	66.4 million

	Inward Immigration
	1.6 million
	650,000

	Outward Immigration
	1.1 million
	400,000


Destatis & ONS – Feb 20

Figures gained from the OECD show that 80.5% of men and 72.8% of women are employed in Germany and 79.2% of men and 71.1% of women in the UK. These figures are higher than the OECD average of 68%.  
The rate of female workers in Germany is significantly higher than the UK with most in the low-wage sector working in temporary and part time employment. The gender pay gap shows women earning 21% less than men, whereas in the United Kingdom it is 17.3%, decreasing by 0.5% annually. 
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OECD Female employment rates			     OECD Male Employment Rate



Over the last five years Germany has overtaken the United Kingdom on the wage rate and continues to increase at a similar rate.  The cost of living in United Kingdom is 15% higher than Germany.
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Example wage rates
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Germany works an average of 26.37 hours which are amongst the lowest hours worked in Europe, whereas the United Kingdom average is 31.4 hours. In Germany they do not generally allow working on Sundays and public holidays.  Unpaid parental leave of up to 3 years can be taken in Germany which is extremely high in comparison to 18 weeks in the UK.

Full time employment comparison[image: ]
 

Part time employment comparison
 [image: ]
 
Germany has an excellent vocational training system where half of all school leavers join a training course in state-recognised occupations – just 5% of unemployed people are 25 and under, the EU average being over 15% and the UK 10.8%.  The UK is competing against Germany due to a lack of homegrown talent.

Germany has the 4th largest economy and industrial base in the world. Krugman (1994) states that “Productivity isn’t everything, but in the long run it is almost everything. A country’s ability to improve its standard of living over time depends almost entirely on its ability to raise its output per worker”.
Germany is dominated by Manufacturing Industries including automotive, plant and mechanical engineering, and electronic engineering industries. UK industrial production fell by 8.2% and  Germany fell by 11.6% in March 2020, these are the biggest falls in industrial production since 2009 and due to the lockdown for Coronavirus which forced many businesses to close. There are more jobs in Germany at a high risk of automation.
Germany Trade					UK Trade
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Germany appears to offer a better work/life balance due to higher wages, lower cost of living and increasing flexible/part time working opportunities.  There is however a higher unemployment rate in Germany and the manufacturing industries will have been severely affected by the pandemic and could take years to recover.




Question 2:

Workforce planning is the process of analysing the current workforce, determining future workforce needs, identifying the gap between the present and the future, and implementing solutions so that an organisation can accomplish its mission, goals and strategic plan. (CIPD, 2019).  
The content of the workforce plan will be reviewed as part of the organisation’s strategic planning cycle and will link to the business objectives. The workforce plan is easier to prepare in times of stability when it is possible to forecast the future, however effective planning is even more important in times of change and uncertainty to identify areas of concern and gaps that may need filling. 
The workforce plan should set out what it intends to achieve, why it is needed and how it will link with the organisation’s business objective. The data gathered to produce the plan will show patterns and trends, which will allow the workforce planning manager to address the areas of surplus or weakness, in relation to the organisation’s strategic plans.  These may include phased retirement, attendance management or ill health retirement to reduce costs which could then be allocated to training and development in the identified weaker areas.  Indicators of achievement should be agreed and set and the workforce plan should be monitored and reviewed once implemented in order to determine its effectiveness and to identify any weaknesses. The plan will inevitably alter during the course of its lifetime.
Workforce planning teams can use various data-driven tools to assist in the preparation of their plans.  The tools help organisations analyse current capabilities and future needs, identifying gaps and developing ways to fill the gaps.
The PESTLE analysis tool (Appendix 1) is useful for understanding the environment surrounding the organisation, and external forces that could impact the market and directly impact the business.  
Scenario planning (Appendix 2) is also widely used by organisations – this is where ‘what if’ situations are discussed and possible implications and consequences of events. 
Prior to the development of the workforce plan an audit should be carried out to establish who is in the organisation, their skills, strengths and weaknesses, age, length of service and possible retirement. From this the organisation can develop a skills matrix to illustrate the skills and competencies held by employees.  This can be used to identify the skills that are held, requiring developing, required for roles and general tracking.  It will also identify any gaps that need to be filled.   Organisations can refer to this information in future years to identify trends such as turnover, length of service and skill shortages to establish future requirements.  An external audit can be used to identify how easily available the talent is that the organisation needs and the cost of acquiring the talent which would assist with the planning of resources.
The data could also lead to the development of a talent bank to illustrate the potential of existing employees that the organisation may be unaware of. Talent management is becoming increasingly important in organisations. ‘By managing talent strategically, organisations can build a high-performance workplace, encourage a ‘learning’ organisation, add value to their employer brand, and improve diversity management.” (CIPD, Jan 20)
After analysing the data the organisation can start to develop their workforce plan, incorporating the below areas:
· Workforce objective/Strategy
· Targets 
· Current workforce
· Strengths, weaknesses, surplus and deficits in workforce 
· Impactive Labour market conditions 
· Gaps revealed by analysis
· Process of organising roles and functions to achieve priorities
· How progress will be assessed and measured
Succession planning is defined as ‘a group of activities that aim to ensure that the organisation has employees with the ability, knowledge, personal attributes and experience necessary to step in to roles at the next level when they become vacant.’(Taylor & Woodhams, 2016 p.59).    Organisations will be aware of hard-to replace team members that are due to retire but may not be aware of situations where sudden departures may occur, making a succession plan essential.  Look at existing employees and evaluate who could potentially step into the positions, not always the next in line and organisations need to look at other employees that may have the attributes and skills.  Job rotation and temporary promotions can be used to prepare the individuals.  The gaps that these individuals would leave also needs to be considered in the recruiting plan.   Effective succession planning will allow the continuity of the organisation’s future.
The goal of workforce, talent and succession planning is ultimately to have the right people in the right jobs at the right time.  It can be a difficult task, however an incredibly valuable tool preparing organisations for the future.

















Question 3

Many organisations struggle to attract the right candidates, this may be due to not having the required skills, or the market moving from a loose to a tight labour market.
Employers need to think of ways to attract, recruit and retain talent or they risk losing out to competitors.  They need to be innovative and creative to attract, and ensure that they continue to develop and look after the employees once recruited.

As an organisation you can choose where to position yourself within the labour market – will being in a tight labour market impact on the position the organisation takes. Higgs (2004) model differentiates on two factors: reward and culture.

· Reward – money paid to employees
· Culture – how employees are treated and respected

This model identifies four organisation positions :




















The ultimate goal is to be an ‘employer of choice’, this involves paying well and looking after your workers.  Claire McCartney (10 July 2017) states that there are five main things that can be done to position yourself as an employer of choice:
· Create a positive candidate experience
· Put organisation values at the heart of your offering
· Focus on career growth opportunities
· Review pay and benefits
· Evaluate and review recruitment and retention practices.



There are however advantages and disadvantages to being an Employer of Choice:

	Becoming and Employer of Choice

	Strengths
	Weaknesses

	Easier to fill vacancies as people want to work for the company.
	Staff could be headhunted by executive recruiting companies.

	Employees have sense of pride in company
	Employees become over confident

	Happier and healthier workplace increasing productivity
	Image needs to be defended as the Press tend to jump on any errors made

	Attract top talent
	Pay levels need to be high to maintain high class workforce.

	Higher retention rates
	Staff having unrealistic expectations



Dyfed Powys Police is an ‘Employer of Choice’ being a family force which is diverse, rewarding and inspiring.  We have a low turnover of staff which can be attributed to the type of organisation – people move around but very few leave before retirement age.  I am extremely proud to work for Dyfed Powys Police. 

Employer Value Proposition (EVP) is the salary and benefits that an organisation has to offer to its prospective employees including work-life balance, personal and professional growth, and financial benefits.   However, if the organisation fails to provide the EVP initially offered the employee will leave.  This in tandem with the Employer Brand will factor in retaining or losing talent, your Employer brand is basically your organisations reputation.

[image: ]
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Ensuring the employer brand actually reflects the reality of working is essential for the organisation, as not only will new recruits feel disillusioned but existing staff will feel cynical. Social media is widely used for employers to attract prospective employees, and for employees to research organisations.   The main sites are Facebook, Twitter, Linkedin and Instagram.  Taylor, 2014 explains that “ultimately the aim is to use branding in order to help achieve ‘employer of choice’ status in the labour market”.  The brand defines what the organisation has to offer and what sets them apart from their competitors.
Various measures can be taken by organisations to improve employer brand. (Appendix 3)
Once the talent is recruited, organisations need to ensure they can retain the talent, looking at who is leaving, why they are leaving, the impact and costs it has on the organisation.
Internal and external benchmarking can be used to identify if the turnover levels are comparable and retention strategies put into place to ensure any dysfunctional turnover can be avoided.

If the following retention strategies are put into place employee retention should be attainable.

	
	Strengths
	Weaknesses

	Be truthful and realistic at recruitment stage
	Employees will be prepared and achieve job satisfaction
	Employees disillusioned and leave.

	Career development & Progression
	Encourage advancement – consider lateral moves
	Employees will become less productive and unhappy

	Consultative bodies, appraisals, surveys, grievance
	Give employees a voice
	Can lead to resignation if only option

	Flexibility and monitoring of workload
	Family/work life balance can be achieved – employees not overworked
	Employees will leave as maybe unable to manage

	Well being
	Employees feel valued and cared for
	Workplace stress leading to absenteeism

	Fair Treatment in reward distribution
	Employees feel valued if treated equally
	Lead to resignation ie. Rewards to individuals

































Question 4

A job description is an outline of the main duties and responsibilities of the role being applied for, allowing applicants to decide whether or not to apply.

A person specification outlines the personal attributes desired in an employee.  

The CIPD refers to a competency framework as “a structure that sets out and defines each individual competency” (CIPD, March 2020) relevant to the role.

Prior to preparing the job description a job analysis needs to be put in place to analyse the duties of the role, gathering objective information on attributes and ensuring fair selection.  Job analysis will look at if there is a need to recruit or if the role can be distributed amongst existing skilled employees. According to Taylor 2014, “it’s important to ask whenever recruitment is being considered is whether or not there is really a need to recruit from outside the organisation at all. Giving thought to alternative approaches might lead to the development of effective solutions at considerably lower cost”.  

There are key aspects to be included in each of the processes:

	Job Description
	Person Specification
	Competency Framework

	Job Title
	Skills
	Communication Skills

	Grade
	Experience
	Problem Solving

	Responsibility
	Qualifications
	People Management

	Responsible to
	Personal Attributes
	Team Working



Examples of DPP Job Description, Person Specification and Competency Framework values are included in Appendix 4.

Selection Processes
Adverts – within Dyfed Powys Police we use our website for our main recruiting and also social media to reach a wider audience.  

	Advantages 
	Disadvantages

	Reaches a wider audience – nationally and internationally
	Not all applicants will be looking online 

	Accessible 24 hours/day 7 days/week
	Not every online job will be filled

	Add filter screening questions to ensure relevant candidates
	Receive high number of applications – most unsuitable for role

	Affordable fees if not free
	



Agencies are also another option but these can sometimes be very costly.  They are used widely for short term vacancies due to time restraints and can provide high quality candidates.

Search Consultants are mainly used for executive vacancies as the costs are extremely high with the average percentage being 25%. The organisation pays the consultant to find a suitable employee within a quick turnaround with average hiring time being 2.5 weeks.

All the above can be effective ways of attracting talent to apply to organisations.

Recruitment Processes
Interviews – can be carried out via telephone, face to face or skype type facility.

	Advantages
	Disadvantages

	Personal, can obtain more detailed information on feelings, perceptions and opinons.
	Interviews need to be quality assured, scanned to personnel folders.

	Applicants can expand on answers
	Different interviewers may transcribe in different ways.

	Candidates could receive help with applications but they have to prove themselves at interview to pass the criteria
	Time consuming and can be costly.

	
	Staff need to be interview trained 



Tests – these are used to screen applicants testing work skills, physical ability, language proficiency etc.  Jumpstart, 2017 states that pre-employment tests “help eliminate human bias from the hiring equation, placing more emphasis on the skills and behaviours required to be successful in the position” and whilst this is true it has been found that in some tests candidates may respond with answers that they believe the organisation are looking for rather than the truth.

Assessment Centre – these are used as part of our police recruitment process and are invaluable for the ‘role play’ scenarios and selecting the top candidates required.  They are however costly and time consuming.

Appendix 5 shows our recruitment process for Police Officers at Dyfed Powys Police, whereas this is a lengthy process it ensures that we recruit the highest standard applicant possible.

Dismissal, Redundancy & Retirement
ACAS Code of Practice states that ‘Dismissing employees should be the last resort and employers should carry out necessary investigations’.  It is important that the facts are established, inform employee of problem, meet to discuss, decide on action and allow for appeal.  Dismissal most commonly arises from misconduct , inability to do the job and 
redundancy.

Most employees now have a right to decide when they will retire.  Employers can set a retirement age if they meet legal requirements but this is very hard to prove so very rarely done. Usually the employee would inform the employer when they are planning to retire but the employer should not instigate any discussions.  Employees usually have options to work part time, work as a consultant or change their role.  In DPP our pension department would then arrange to meet the individual to give full pension advice.  This also allows us to succession plan.

“Redundancy can be one of the most distressing events an employee can experience.  It required sensitive handling by the employer to ensure fair treatment of the redundant employees as well as the productivity and morale of the remaining workforce.” (CIPD,2020).
A redundancy is when an organisation needs to reduce its workforce. Organisations should always attempt to avoid a redundancy procedure by considering alternative options but once these have all been discounted it is vital the organisation follows their formal redundancy procedure which should be agreed by trade unions or they could have unfair dismissal claims held against them. Organisations need to ensure that they hold consultations, selection pools, redundancy and notice period payments and most importantly counselling and support for employees.
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APPENDIX 1
Pestle Model
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APPENDIX 2
Scenario Planning
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APPENDIX 3
Employer Brand
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APPENDIX 4
Job Description
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Person Specification
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Competency and Value Framework -Values and Behaviours
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APPENDIX 5 – Recruitment Process
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Figure 7: Measures employers have adopted to improve recruitment and retention during the past two years (%)
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Human Resources Support Officer (Divisional Support)
Job Family — Technical

Grade: E Department: People Services
Location: Divisionally based reporting into People Services Security Vetting: RV

Role Specific Requirements/ Restrictions: Not Applicable

Role Specific Hazards: Lone Working, Display Screen Equipment
System Access Requirements: My Trent Self Service
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Role Purpose

To support divisional managers in the effective management of staff, ensuring the people related issues are dealt with in line
with Force Policy and best practise.

Role Specific Tasks

1. To be responsible for the development and updating of Human Resources document management systems ensuring information
can be accessed by colleagues asappropriate.

2. To provide support to line managers dealing with people related issues, including attendance and performance,
misconduct (police staff), fairness at work, recruitment and selection.

3. Support the Resource Management Group (RMG) ensuring establishment data accurately reflects local changes.
4. To be accountable for the production of management information enabling effective management decisions to be made.
5. Toassist in developing and implementing HR policies, practices, processes and business systems, ensuring compliance withDyfed

Powys Police Equal Opportunities Policies.

6. To identify activities and processes that require improvement within the business area to deliver change and enhance

performance.

To provide regular updates on progress being made through agreed reporting lines.

8. To analyse performance information from internal and external sources, and where appropriate make recommendations to assist
management decisions.

9. To verify the integrity of data quality and management processes/information.

10. To provide benchmarking information to allow comparison with others, in line with the requirements of the Force.

~N

Role Generic Tasks

11. To deliver advice and guidance to the point of resolution.

12. To undertake activities and administrative tasks as required.

13. To provide an effective and efficient service to both internal and external customers ensuring confidentiality is maintained
at all times.

14. To communicate effectively with internal and external customers.

15. To ensure force systems are maintained and updated effectively in line with business processes.

16. To ensure all work is undertaken is compliant with relevant legislation and force policies and procedures, keeping up to
date with emerging technologies and best practise.

17. To comply and act in accordance with relevant legislation, Dyfed-Powys Police Policies and protocols, including Code of
Ethics, Development Assessment Profile (DAP), Equal Opportunities, Health & Safety, Management of Police Information,
Data Protection and Information Security.
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Skills / Attainments [to be evidenced on application] Application Interview
o | 1. Must hold a Certificate in Personnel Practice, a Certificate in Human
& Resources Practice or the equivalent or be willing to successfully attain this X
é qualification within 12 months of appointment (E)
@ | 2. Mustdemonstrate sufficient experience in the field of Human Resources to
] . . . X X
«< deliver a professional HR service (E)
3. Should be CIPD Level 5 qualified (D) X
4. Must possess a Diploma level qualification related to the specialist area, or have
. - X
proven, relevant experience bringing the role holder to a comparable level (E)
5. Must have a proven ability to work effectively with a minimum of supervision, X X
organising and prioritising own workload (E)
6. Must have effective written and oral communication skills, with an ability to
. ) I X X
communicate with people at all levels of the organisation (E)
Q
g’ 7. Must demonstrate a practical approach to problem solving (E) X X
(U]
% 8. Must demonstrate proficiency at working to a high degree of accuracy and show X X
« attention to detail (E)
9. Must have effective keyboard inputting skills (E) X
10. Must be computer literate, proficient in the use of Microsoft Word and Excel (E) X
11. Must be able to travel within the force area as required by the role (E) X
12. Must have the ability to communicate through the medium of Welsh to level 1 or be
prepared to achieve this within 6 months of appointment. (E) X

Click here for the DPP Welsh Language requirements]
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Competency and Values Framework (CVF) Values

Integrity

Impartiality

1 always act in line with the values of the police service and the Code of Ethics for the benefit of the public
| demonstrate courage in doing the right thing, even in challenging situations
1 enhance the reputation of my organisation and the wider police service through my actions and behaviours

I challenge colleagues whose behaviour, attitude and language falls below the public’s and the service's
expectations

1:am open and responsive to challenge about my actions and words
1 declare any conflicts of interest at the eariiest opportunity

1 :am respectful of the authority and influence my position gives me

1 use resources effectively and efficiently and not for personal benefit

I take into account individual needs and requirements in all of my actions
| understand that treating everyone fairly does not mean everyone is treated the same

1 always give people an equal opportunity to express their views

| communicate with everyone, making sure the most relevant message is provided to all

I value everyone's views and opinions by actively listening to understand their perspective
| make fair and objective decisions using the best available evidence

1 enable everyone to have equal access to services and information, where appropriate

Public Service

1 actin the interest of the public, first and foremost
1 am motivated by serving the public, ensuring that | provide the best service possible at all times
I seek to understand the needs of others to act in their best interests

1 adapt to address the needs and concems of different communities

I tailor my communication to be appropriate and respectful to my audience

Itake into consideration how others want to be treated when interacting with them

I treat people respectfully regardiess of the circumstances

I share credit with everyone involved in delivering services

Transparency

I ensure that my decision-making rationale is clear and considered so that it is easily understood by others
1.am clear and comprehensive when communicating with others

1:am open and honest about my areas for development and | strive to improve

I give an accurate representation of my actions and records

I recognise the value of feedback and act on it

I give constructive and accurate feedback

I represent the opinions of others accurately and consistently

1:am consistent and truthful in my communications

I maintain confidentiality appropriately |
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Competency and Values Framework (CVF) Behaviours Job Family
- Technical

Resolute, Compassionate and Committed We are emotionally aware (Level 1)

« | treat others with respect, tolerance and compassion.

« | acknowledge and respect a range of different perspectives, values and beliefs
within the remit of the law.

* | remain calm and think about how to best manage the situation when faced with
provocation.

* | understand my own emotions and | know which situations might affect my ability to
deal with stress and pressure.

* | ask for help and support when | need it.

* lunderstand the value that diversity offers.

* | communicate in clear and simple language so that | can be easily understood by
others.

* | seek to understand the thoughts and concerns of others even when they are
unable to express themselves clearly.

We take ownership (Level 1)

* | actively identify and respond to problems.

* | approach tasks with enthusiasm, focusing on public service excellence.

* | regularly seek feedback to understand the quality of my work and the impact of my
behaviour.

* | recognise where | can help others and willingly take on additional tasks to support

them, where appropriate.

1 give feedback to others that | make sure is understandable and constructive.

| take responsibility for my own actions. | fulfil my promises and do what | say | will.

I will admit if | have made a mistake and take action to rectify this.

| demonstrate pride in representing the police service.

I understand my own strengths and areas for development and take responsibility for

my own learning to address gaps.

Inclusive, Enabling and Visionary Leadership We are collaborative (Level 1)

* | work cooperatively with others to get things done, willingly giving help and support
to colleagues.

* | am approachable, and explain things well so that | generate a common
understanding.

« | take the time to get to know others and their perspective in order to build rapport.

« | treat people with respect as individuals and address their specific needs and
concerns.

* | am open and transparent in my relationships with others.

* |ensure | am clear and appropriate in my communications.
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We deliver, support and inspire (Level 1)

| take on challenging tasks to help to improve the service continuously and support my
colleagues.

I understand how my work contributes to the wider police service.

I understand it is part of my collective responsibility to deliver efficient services. | take
personal responsibility for making sure that | am working effectively to deliver the best
service, both individually and with others.

| am conscientious in my approach, working hard to provide the best service and to
overcome any obstacles that could prevent or hinder delivery.

I support the efficient use of resources to create the most value and to deliver the right
impact.

| keep up to date with changes in internal and external environments.

I am a role model for the behaviours | expect to see in others and | act in the best
interests of the public and the police service
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Intelligent, creative and informed policing We analyse critically (Level 1)

* | recognise the need to think critically about issues. | value the use of analysis and
testing in policing.

« | take in information quickly and accurately.

* |am able to separate information and decide whether it is irrelevant or relevant and its
importance.

* | solve problems proactively by understanding the reasons behind them, using learning
from evidence and my experiences to take action.

« |refer to procedures and precedents as necessary before making decisions.

« | weigh up the pros and cons of possible actions, thinking about potential risks and
using this thinking to inform our decisions.

* | recognise gaps and inconsistencies in information and think about the potential

implications.

| make decisions in alignment with our mission, values and the Code of Ethics.

» We are innovative and open minded (Level 1)

« | demonstrate an openness to changing ideas, perceptions and ways of working.

* | share suggestions with colleagues, speaking up to help improve existing working
methods and practices.

* | constantly reflect on my own way of working and periodically review processes and
procedures to make continuous improvements.

* |l adapt to change and am flexible as the need arises while encouraging others to do the
same.

* |learn from my experiences and do not let myself be unduly influenced by
preconceptions.
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