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Question 1
What is meant by the term labour market? The labour market is also known as the job market. It refers to the supply and demand for labour in which employees supply to the employers demand. It is referring to the individuals who are looking for jobs in relation to the number of jobs there are available in that country or area. The reason why it is important for organisations to understand the labour market within the country they operate is to ensure they attract the right people for their jobs and organisations. 
From current research on the UK Labour Market Trends the main points for September to November 2018 are:
•Estimates from the Labour Force Survey show that, between June to August 2018 and September to November 2018, the number of people in work increased, the number of unemployed people was little changed and the number of people aged from 16 to 64 years not working and not seeking nor available to work (economically inactive) decreased.
•There were an estimated 32.53 million people in work, 141,000 more than for June to August 2018 and 328,000 more than for a year earlier.
•The employment rate (the proportion of people aged from 16 to 64 years who were in work) was estimated at 75.8%, higher than for a year earlier (75.3%) and the highest since comparable estimates began in 1971.
•There were an estimated 1.37 million unemployed people (people not in work but seeking and available to work), little changed compared with June to August 2018 but 68,000 fewer than for a year earlier.
•The unemployment rate (the number of unemployed people as a proportion of all employed and unemployed people) was estimated at 4.0%, it has not been lower since December 1974 to February 1975.
•There were an estimated 8.65 million people aged from 16 to 64 years who were economically inactive (not working and not seeking nor available to work), 100,000 fewer than for June to August 2018 and 86,000 fewer than for a year earlier.
•The economic inactivity rate (the proportion of people aged from 16 to 64 years who were economically inactive) was estimated at 21.0%, lower than for a year earlier (21.2%) and the joint-lowest estimate since comparable estimates began in 1971.
•Latest estimates show that average weekly earnings for employees in Great Britain in nominal terms (that is, not adjusted for price inflation) increased by 3.3% excluding bonuses, and by 3.4% including bonuses, compared with a year earlier.
•Latest estimates show that average weekly earnings for employees in Great Britain in real terms (that is, adjusted for price inflation) increased by 1.1% excluding bonuses, and by 1.2% including bonuses, compared with a year earlier.
The summary of the above information is that the UK Labour Market is currently booming. From the months September to November 2018 the employment rate is increased with the economic inactivity rate 21% lower than a year earlier. The number of people aged 16 to retirement age who were economically inactive dropped to 100,000 few than for the period of June to August 2018. 
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Figure 1, Labour Force Survey, Office for National Statistics

Along with the UK, Germany also has a tight labour market. Once labelled as “the sick man of Europe”, Germany’s market has slowly improved. Along with the labour market improving, the employment rate has also significantly dropped. The number of unemployed has been halved over the past decade. With just 2.6 million people out of work, the German unemployment rate has declined to 5.9%. The country’s exports reached nearly $1.3 trillion in 2016. That’s roughly, and remarkably, half of Germany’s GDP, amounting to about 9% of world exports that year. In the late 1990s and early 2000s, Germany was growing more slowly than other European countries; its unemployment rate spilled into the double digits. Analysts criticized the country’s labour market institutions as particularly inflexible. Times were changing, with new competition emerging from low-cost labour markets in Central and Eastern Europe as well as Asia. 
Organisations position themselves strategically in competitive labour markets by making their benefits more attractive to prospective new employees. There are 5 trends which can affect the labour market trends. These trends are:
· Globalisation-process of growing and expanding to exist throughout the entire world. 
· Mobility-The ability to move locations but still able to continue your work.
· Millennials- Those reaching adulthood in the 21st Century 
· New behaviours-Expectations and behaviours changing with the younger generation seeking employment. 
· Technology-Mobile phones, laptops and tablets allow us to access media forums at a click of a button. 

With the increase in millennials in the workforce, and their expectations of working conditions ever changing, organisations have to keep up. Such things as flexible working and private pensions and so forth are slowly to be expected. Millennials, is the people reaching young adulthood in the 21st century, and therefore their expectations are far greater than those reaching adulthood back in the 60s, 70s or 80’s. With the constant evolution of technology, new employees are expecting businesses to allow them to work from different locations at different times of day. For any business to succeed in the labour market and attract the best staff, they must try and comply with these expectations. 
How will Brexit affect the labour market? Brexit, will, in fact affect the UK’S access to labour, mainly within the NHS and hospitality due to the number of European workers we have I those sectors. 55,000 out of the 1.2 million staff in the English NHS are citizens of other EU countries. As discussed on the CIPD website… In terms of the labour market implications of Brexit, the reduction in labour supply looks set to be constrained further by the introduction of migration restrictions on EU citizens, presumably in January 2021. It seems highly likely that the restrictions will affect low-skilled employers particularly hard, especially given the recent Migration Advisory Committee recommendation that there should be no formal low-skilled route for employers (2018). 


Question 2
The role of the government in ensuring future skills needs are met are by ensuring there is enough spaces on apprenticeship’s and further education in schools to fill in any skills gap in the future. By ensuring the future generations are being taught the skills to ensure they have a job to go into when they leave education. By providing enough funding to schools and universities the government would be investing in the economy of the country which would therefore have a knock on effect by supporting future skills growth. Paying particular attention to areas whereby the skills needs are low such as either highly skilled roles or those roles whereby the uptake is low. Employers can ensure by way of ensuring competencies in work are met and in-house training is provided to ensure the current members of staff are trained in order to fill any future skills gaps. By succession planning, the HR departments are able to foresee shortages such as redundancies, absence and attrition. 

Question 3
One of the main principles of workforce planning is to ensure your organisation changes with the times and plans for any skills gaps or changes in the labour markets. Workforce planning is an important activity by which to ensure your organisation is ahead of its game. One of the tools to use to do this is Succession Planning. Succession planning is a process for identifying and developing new leaders who can replace old leaders when they leave, retire or die. Succession planning increases the availability of experienced and capable employees that are prepared to assume these roles as they become available. Succession planning then allows for managers to not seek recruitment at the last minute when their current members of staff leave. This tool is used in both large and SME organisations as a basic tool when workforce planning. Another tool which can be used for workforce planning is when the organisation keeps one eye on the labour market. The way in which this can be done is by using Demand Forecasting. Demand forecasting is the art and science of forecasting customer demand to drive holistic execution of such demand by corporate supply chain and business management. The way by which hiring managers can ensure they are one step ahead is by looking at labour trends over the past few years in order to identify any peaks and lows. This will allow for organisations to put a plan into place in accordance with labour market trends. 

Higgs (2004) Suggests that employers have much to gain from segmenting their employment markets  and positioning themselves strategically in accordance with such an analysis. The model he presents has four basic strategic choices which are Employer of cash, Employer of choice, Employer of churn and Employer of values. Where a company place themselves on this model will have a knock on effect as to what level of candidates will apply. For example, Employers of Churn would be accompany such as Amazon who hire thousands of temporary staff for busy periods such as Christmas and holidays. As discussed in the International Business Times, Amazon.com ranks only second among Fortune 500 companies with the highest employee turnover rates. The staff they employee tend to be for picking and packing warehouse roles and therefore do not require further education or qualifications. An example of an Employer of Choice would be Tata Steel. Both locally in South Wales and global over in India. 
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Figure 2, Higgs Model, Employee of choice

Question 4-Please see appendix for Evidence. 

Career Development Plan
My contribution to my career development plan was sitting down with my line and discussing a future plan for my career in Tata Steel, paying attention to what and who will be required to help assist. 
Succession Plan
My contribution to the succession plan was working alongside HR and the senior management team to put a succession plan in place for not only those roles which are viewed as critical but the roles which they will have a knock on effect to. 
Downsizing of Organisation Evidence
My contribution to the downsizing of organisation was by being the one who booked rooms, sent the calendar invites, organised the refreshments and noted down important questions at the consultations. 
Job Description Evidence
It was my contribution to review and update a Job description. There were important factors missing such as Salary band, benefit section and hours of work. 
Question 5
AI-Method of recruitment and selection. Artificial Intelligence is intelligence demonstrated by machines, in contrast to the natural intelligence displayed by humans and other animals. Whilst Artificial Intelligence is fast becoming one of the big guns when it comes to methods of recruitment and selection, there are many strengths and weaknesses of it.  Whilst the strengths are that it can take away monotony and add valuable hours to an organisations time it can also take away the personal touch.  An example would be an AI sifting CV’s for roles. Whilst in years gone by, a recruitment consultant would sit and sift through hundreds of paper CV’s, in many organisations now have an online application system and have set screening questions which weed out the weaker candidates at the first stage. The recruitment consultant then only have to sift through a certain percentage of them.  It can be argued that AI takes away Human Bias-however can that be argued as there are generally humans who programme the computers with particular screening questions and set word count  limitations and so forth. Therefore is the human-bias already set up in the initial stage? AI is slowly creeping into other work forces such as the NHS. There has been talk of the NHS 111 number becoming automated by using NI. It has been reported that almost a third of patients call to the 111 NHS helpline number could be handled by AI, reducing the amount of pressure put on the NHS.  As discussed in the Daily Telegraph (2018), The evaluation by NHS England says smartphones could become “the primary method of accessing health services,” with almost 16 million inquiries dealt with by algorithms, rather than over the telephone, by 2020. Now whilst there are time and cost benefits of using AI in most work places, such as the NHS, there are disadvantages as taking away the human element.  If someone is calling 111 with a medical question, there is a good chance they may be a little panicked therefore an AI on the other end would not do much in putting them at ease. The missing human element is important for such a service. 
Another method is the power of social Media. Jobs are very rarely advertised in the paper these days with jobs being posted on job boards and social media outlets such as Facebook, Twitter and Instagram . Many companies use the power of Facebook to do some research on a potential candidate also, it is therefore important to start to be more aware of what we post online. Businesses have made decisions based on what a potential candidate has written on Facebook, such as Racist, Homophobic or Sexist posts/comments. Whilst a strength of Social Media is that it is useful to get the roles shared far and wide, to a large pool of people, one of its weaknesses is that if an individual has a bad encounter with an organisation then it can get posted all over social media therefore possibly hindering any new employees wishing to start working with them. 
One of the legal requirements in relation to recruitment and selection is the equality Act 2010. The Equality Act 2010 legally protects people from discrimination in the workplace and in wider society. It replaced previous anti-discrimination laws with a single Act, making the law easier to understand and strengthening protection in some situations. It sets out the different ways in which it’s unlawful to treat someone. (Gov, 2018) Such discriminations faced in the workplace previously is such things as Age, Sex, Disabilities and so forth. There have been reports of discrimination in the workplace towards women, either women who are working mothers or those of childbearing age. As discussed in the Telegraph (2016) This week, we learnt that three out of four working mothers experience some type of discrimination in their professional lives. What’s more, half of all mothers say pregnancy and maternity leave had a negative impact on their career.  There are different forms of discrimination, those being:  Age, Race, Disability, Sexual Orientation , Gender, Gender Reassignment, Pregnancy and Maternity, Marriage and Civil Partnership and Religion and Beliefs. 




Question 6
There are many different factors for employees wanting to or leaving their organisations. The two main factors are the push and pull factors. Pull factors are those reasons that attract the person to a new place of work. So in this category we would have the likes of a better paying job, a career advancement opportunity that they wouldn't have got in the short term had they stayed with their present employer, benefits such as more annual leave, flexible working, good pensions and so on.  Another pull factor is the psychological contract. A psychological contract is fundamentally a description of the employment relationship as perceived by each party. It is formed through daily interactions between colleagues, managers and the “company” as an organisation. These interactions can come in the form of conversations, tone of voice and body language, and can even be implied or inferred Breathe HR (2018). If the contract is fulfilled the employee is more likely to want to remain in the organisation and fulfil their role to the best of their ability. 
Push factors are aspects that drive the employee towards the exit door. They make the person want to leave, make them start thinking about other options, about talking to recruiters, looking at the job ads in the paper, on the internet etc. In some instances employees will even go so far as to leave without a new job lined-up. The reasons for this can be such things as poor working conditions, the breakdown of relationship between them and their managers and/or colleagues or being overworked and undervalued. 
With this in mind it is important for companies to devise approaches in order to retain their current pool of skilled workers and talent. Career Development is one approach. The process of career development is important for both employees and employers. There may be several unintended and undesired changes as well as consequences, such as company cuts or upskilling, that can change the entire scenario. In such a situation both employees and employers must be ready to keep with the changing environment and act accordingly. Career Development makes the employees feel valued and wanted within the organisation. By organisations investing in their employees they are more likely to work at a higher level and give back to the organisation. The strength of career development is by investing in their employees, they will become more of an asset to the company and help the organisations vision, whatever that may be. A weakness to career development is the possibility of that employee leaving the organisation in the future upskilled and taking their new knowledge and skills elsewhere. 

Another approach in retaining current staff starts with the initial recruitment process. In order for the candidates to stay in a business it is important that the Job Descriptions are accurate. People leave organisations due to the workload not matching the job description advertised or being given work which they do not feel either fully qualified to do or do not feel adequately paid to do. It is important throughout the recruitment stage and into interview that the potential new employee is made aware of what is expected in a particular role and supported thoroughly with any queries they may have.  One of weaknesses of composing an exact Job description is that it may not leave room for ad hoc jobs, the employee may refuse jobs if they do not think they are within their remit. 
There are four main types of employee turnover. They are; Voluntary Turnover such as Resignation and Retirement, Involuntary such as Dismissal and Downsizing, Functional whereby staff leave through poor performance and finally Dysfunctional which brings about costs to the company.  Dysfunctional turnover costs can have a large impact on an organisation’s longevity along with its reputation. The simplest way to measure employee turnover is as a percentage of your total employee population in a given time period e.g. monthly or annually Breathe HR (2018). 
There are many cost associated with dysfunctional turnover. As discussed in Taylor (2014) the estimation of basic turnover cost for a retail assistant is £121,800.00. The break-down of the costs are shown below; 
· Staff time administrating the resignation-2 hrs £20.00
· Management time on exit interview- 1 hr £20.00 
· Other resignation related management activities- 2 hrs £40
· Holiday not taken by the resignee-7 days £400
· Management time writing and placing- 1hr £20 
· Recruitment ad in local paper- £900
· Postage and application forms sent to candidates £30
· Management time shortlisting- 1hr £20
· Staff time administering interviews- 3 hrs £30
· Management time interviewing (x2 managers)-10hrs £200
· Interview expenses- £50
· Staff time administering new starter 2 hrs £20
· Management time on new starter- 1 hr £20
· Induction day for new starter- 1 hr £60
· Management time on induction/orientation activities- 4 hrs £80
· Staff time for on-the-job training -12 hrs £120
The total costs per individual works out as £2,030 and with 60 turnover episodes in a year it totals to £121,800.



Question 7 
There are many reasons why an employee may be dismissed from a business. Dismissal of an employee occurs when:
· the employer terminates the contract, either with or without giving notice, or
·  a fixed term contract ends and is not renewed, or
· the employee leaves, with or without giving notice, in circumstances in which they are entitled to do so because of the employer’s conduct.
Some of the most common reasons for dismissal are misconduct, inability to do the job and redundancy CIPD (2018). When processing a dismissal it is important that it is handled fair and with a level of sensitivity. To ensure the organisation does not break any guidelines they are required to follow the process to the letter. When an employee is brought in for dismissal they are entitled to have a member of their union, a manager or someone else of their choice present. A minute taker should be present and the notes typed up for all parties if they require. In some cases a dismissal is instant however investigations can also required when the employee disputes the reasons behind the dismissal. 
When handling the process of retirement it is important to not assume that when employees reach 65 years old that they will want to automatically retire. Age is a protected characteristic so therefore if an organisation automatically starts the retirement of an employee it could be classed as age discrimination. It is important to invite the employee in for a conversation regarding their plans but to not coerce them into retiring or making them feel pressured into it. A phased retirement is also an option for those who wish to take it whereby they work part-time and take some of their pension. This allows the employee to get used to the transition from working full-time to not working all together.  As discussed on the ACAS, Whatever the age of an employee, discussing their future aims and aspirations can help an employer to identify their training or development needs and provide an opportunity to discuss their future work requirements. For all employees these discussions may involve the question of where they see themselves in the next few years and how they view their contribution to the organisation. A useful exercise is to ask open questions regarding an employee's aims and plans for the short-, medium- and long-terms. Some employers may find it useful to hold these discussions as part of their formal appraisal process. The outcome of any workplace discussions should be recorded and held for as long as there is a business need. It would be good practice to give a copy to the employee.
Redundancies are also a very sensitive topic. When an organisation is forced to make redundancies they must also be dealt with in the correct manner. Consultations are required throughout the redundancy process. As discussed in ACAS consultations are important in the redundancy process for the following reasons; 
✓ability for better discussions – employees can understand the business reasons behind any proposals and unions and representative groups can act as useful sounding boards
✓ keep employees motivated, engaged and eager to continue working to the best of their abilities. Line managers can also help to put organisational changes into a context that teams and individuals can understand
✓they protect the wellbeing of their employees. The possibility of losing your job is very stressful for those affected, including the managers who have to break the bad news and for the staff who remain. Demonstrating empathy by those higher up the chain can be as important as adhering to organisational policies
✓ help the business to plan for the future. Many organisations focus on the redundancy process but forget to plan for life afterwards. Where possible, you need to develop a blueprint for a restructured business going forward
✓ avoid and hopefully reduce the need for redundancies. Unions and/or the chosen employee representatives can often come up with proposals that can help to save jobs
✓ save money. Failure to properly consult employees can lead to the payment of a ‘protective award’ to employees. The employment tribunal can decide how many weeks normal pay is awarded to an employee (up to a maximum of 90 days). 
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Figure 1: Summary of UK labour market statistics for September to
November 2018, seasonally adjusted
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Figure 19.1 Higgs’ model

High rewards High rewards
Low culture High culture
EMPLOYER OF CASH EMPLOYER OF CHOICE
EMPLOYER OF CHURN EMPLOYER OF VALUES
Low rewards Low rewards
Low culture High culture





