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Purpose and aim of unit
A fundamental part of the human resource (HR) management role is concerned with the mobilisation of a workforce, taking responsibility for ensuring that the organisation is able to access the skills it needs at the time and in the places that it needs them to drive sustained organisation performance. This involves attracting, retaining and, from time to time, managing the departure of staff from the organisation. Achieving this requires insight-driven strategic and operational activity. Organisations are obliged to compete with one another to secure the services of a workforce in labour markets that are continually evolving. One of the major aims of this unit is thus to introduce learners to the strategic approaches that organisations take to position themselves as employers in the labour market and to plan effectively so that they are able to meet their current and anticipated organisational skills needs. Another is to introduce the key operational tools, techniques and practices that organisations use to resource their organisations effectively. These encompass recruitment, selection, workforce planning, staff retention, succession planning, retirement and dismissal processes. The purpose of this unit is to provide an overview of the way different organisations are managing these activities and which are the most effective in the context of diverse and distributed locations.
Unit content
Indicative content is provided for each of the learning outcomes of the unit. The content is neither prescriptive nor exhaustive but should enable achievement of the learning outcomes.
1 Understand key contemporary labour market trends and their significance for different kinds of organisation and in different country contexts.
Tight and loose labour market conditions; trends in the demand and supply of skills; local and international context; economic context; sources of labour supply; demographic profile and levels of available talent; government and state skills strategies and the role played by different stakeholders in skills development; labour market flexibility and the importance of flexible working in the context of diverse and distributed locations.
2 Be able to undertake core talent planning activities.
Forecasting demand and supply of skills; analysis and interpretation of trends, patterns and metrics; identification of obstacles and risks; developing strategies to ensure that supplies of skills are secure for the present and future; translating the organisation plan into a people plan; organisation-wide succession planning processes and methodologies, using data, for example performance appraisal, 360-degree feedback; development, deployment and career management processes that provide fair access of opportunity for all; planning a downsizing programme.
3 Know how to contribute to the development of resourcing strategies.
Market dynamics and characteristics; understanding the ‘language of the business’, capability and skills requirements for sustained organisation performance; stakeholder analysis; analysis of the relative strengths and weaknesses of labour market competitors; ways in which organisations position themselves as employers in relation to labour markets; executing recruitment strategies; employer branding, establishing competitive terms and conditions, the characteristics of employers of choice. 
4 Be able to manage recruitment and selection activities effectively and within the expectations of the law and good practice.
External and internal contextual factors that influence recruitment and selection; sources of required talent; the major methods of recruitment – internal and external, informal and formal; specialist expertise, for example outsourcing, offshoring, graduate hiring, experienced hiring; advertising through different media; employment agencies and educational liaison; the role of job descriptions, person specifications and competency frameworks; the major methods of selection – application procedures, selection interviews, ability and personality testing, job references, work samples and assessment centres; key legal requirements in local and international jurisdictions in the conduct of recruitment and selection; diversity and fair access of opportunities for all; evaluation of the effectiveness, validity and reliability of recruitment and selection practices.
5 Understand how to maximise employee retention.
Market knowledge and insights used to maintain or increase retention of employees; building a strategic renewal and retention plan; the costs associated with dysfunctional staff turnover; methods of establishing why staff leave; employee retention strategies; the significance of effective talent planning, the use and value of a variety of induction and transitioning tools; fairness, effective supervision, competitive reward packages and good working conditions, and the role of the psychological contract.
6 Know how to manage dismissal, redundancy and retirement effectively and lawfully.
Key legal requirements in local and international jurisdictions in the management of dismissal, redundancy and retirement; good practice in these areas of HR activity; alternatives to redundancy; phased and flexible approaches to the management of retirements.
Unit assessment
To achieve this unit, the evidence the learner presents for assessment must demonstrate that they have met all the learning outcomes and assessment criteria. 
	Learning outcomes

The learner will:
	Assessment criteria

The learner can:

	1 Understand key contemporary labour market trends and their significance for different kinds of organisation and in different country contexts.

	1.1 Evaluate the major contemporary labour market trends in different country contexts.
1.2 Explain the significance of tightening and loosening labour market conditions.
1.3 Describe the role of government, employers and trade unions in helping to ensure that future skills needs are met. 

	2 Be able to undertake core talent planning activities.

	2.1 Describe the principles of effective workforce planning and tools used to carry it out. 
2.2 Develop basic succession and career development plans.
2.3 Contribute to plans for downsizing an organisation.

	3 Know how to contribute to the development of resourcing strategies.
	3.1 Analyse the relative strengths and weaknesses of labour market competitors.
3.2 Explain how organisations position themselves strategically in competitive labour markets. 
3.3 Evaluate why and how organisations seek to be seen as employers of choice.

	4 Be able to manage recruitment and selection activities effectively and within the expectations of the law and good practice.
	4.1 Contribute to the development of job descriptions, person specifications and competency frameworks. 
4.2 Explain the main legal requirements in relation to recruitment and selection.
4.3 Assess the strengths and weaknesses of major methods of recruitment.
4.4 Assess the strengths and weaknesses of major methods of selection.

	5 Understand how to maximise employee retention.

	5.1 Explain the costs associated with dysfunctional employee turnover and ways of calculating them.
5.2 Examine why people choose to leave or remain employed by organisations.
5.3 Assess the strengths and weaknesses of different approaches to the retention of talent.

	6 Know how to manage dismissal, redundancy and retirement effectively and lawfully.

	6.1 Explain the main legal requirements in relation to dismissal, retirement and redundancy.
6.2 Advise organisations on good practice in the management of dismissals, retirements and redundancies. 


� Equivalents in Ireland = 7, Scotland = 9
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