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1. The significance of tight and loose labour market conditions in the UK and Africa
The term ‘Labour Market’ refers to all the people who are able to work and are seeking employment in a country or specific area, in comparison to the number of jobs there are available in that specified country or area (Collins Dictionary,N.D).
Tight vs Loose Labour Markets
A tight labour market typically means employers face high levels of competition when trying to secure the people they need due to high levels of employment and high levels of vacancies available. Essentially the demand outweighs the supply. Employees hold the bargaining power in this scenario. Loose labour market conditions are the opposite of tight. Vacancies tend to be easier and cheaper to fill due to the readily available supply of people. There is also less focus on employee engagement and satisfaction due to the lack of job opportunities, employees have less bargaining power and are less likely to leave Taylor (2014).
UK Labour Market conditions
According to the CIPD Autumn Labour Market Report, there are companies facing recruitment and retention challenges due to the tight labour market condition. Companies are raising starting salaries and feeling the pressure to retain staff. The expectation of ‘median’ pay is to rise by 2% in 2019 (CIPD,2018a). The office for national statistics (ONS) also backs these claims as statistics show that towards the end of 2018, the number of people in work had increased and the number of people aged between 16 and 64 not working or looking for work had decreased. Indicating a tight labour market. The UK employment rate in 2018 was estimated at 75.8%, the highest rate since 1971. The unemployment rate was also reported as 4% for 2018, the lowest rate since 1975. The average weekly earnings for employees in the UK increased by 1.1% compared to 2017 (excluding bonuses). Thus, backing up the CIPD Autumn Labour Market Report. The number of people on 0-hour contracts has also dropped to 2.4%, (780,000) people in 2018 than in previous years which saw heights of 2.9%. This is an indication of people gaining full-time permanent positions in the UK (ONS,2019). Hays Skills Report outlines that the UK key skills shortage is within Data Scientists, Front-end Developers, Cyber Security Analysts, Qualified Accountants and Building Surveyors (Hays,2018). For employers to secure people with the above skills they will need to position themselves strategically within the competitive market.

Africa Labour Market conditions
Africa has sustained a steadily high rate of unemployment rates since 2017, at a continuous rate of 7.9% of the population. This is a reflection of loose labour market conditions where the supply of labour outweighs the demand, and availability of jobs. Africa’s labour market condition is a result of poor economic conditions where there are high levels of poverty, vulnerabilities and inequalities (ILO, 2018). There is separation of the types of employment in Africa, I.e. the ‘formal’ sector relates to the public sector and the ‘informal’ sector relates to the rest of the workforce. The informal employment rate is higher than the informal. Thus, relating to the inequalities in the African Government. It is also stated that women are twice as prone to being unemployed. Another issue for Africa’s labour market is the lack of job creation for skilled workers. As a result, there are high levels of unemployment and disengaged educated workforce. This is due to the weak regulatory framework in Africa (AFDB,2014).
[image: ]
Figure.1 Higgs Model, Taylor (2014)
In periods of tight, competitive labour market conditions, companies must adjust their resourcing strategies to become more attractive to work for. The Higgs model describes this as being ‘an employer of choice.’ An employer of choice offers high rewards and high culture Taylor (2014). Employers look to enhance their rewards packages, employer brand and culture, with a high emphasis on psychological contracts. The Psychological contract refers to a system of beliefs shared by the employee and employer, which are not formally expressed in writing, however, are expected to be mutually obtained by both parties in regard to mutual commitment, participation in career development, learning opportunities and job autonomy Armstrong (2006).
Companies must develop and manage their employer brand to present the Company in the best possible light to attract the best talent. It can also prevent them being attracted to the Company’s competitors through becoming an employer of choice Taylor and Woodhams (2016). The brand should establish credibility and closely connect with the company vision and values. However, it is important that the Company delivers on the image the employer brand portrays to avoid disappointment with new recruits. Companies can monitor the consistency of the employer brand meeting expectations through methods such as engagement surveys and focus groups. The information will inform HR strategy and design of effective people management initiatives (CIPD N.D). There are 5 options of employer brand ‘personalities’ that Companies could align the brand to, these include: Sincerity, excitement, competence, sophistication and ruggedness Taylor and Woodhams (2016).
An example of a Company who have built a strong employer brand based on ‘excitement’ is Google. Retaining the best talent is a key principle of Google. Google allows staff to use 10 percent of their time to create and experiment on anything they choose, which will engage those who need time to create and build upon innovative ideas. Hence re-enforcing Googles creative values and exciting employer brand. It’s important that executive management buy in to this, and they have executed the retention strategy well Lucas (2014).
Google has a 4.4 out of 5-star review rating, with 10.9k reviews in total featured on Glassdoor. According to Glassdoor 83% of staff would recommend working for Google to a friend, whilst 93% of staff also approve of the CEO (Glassdoor,2019).














2.	The role of the Government, Employers and Trade Unions in ensuring future skills are met
Government
It was reported in 2017 that the UK’s Government had introduced a plan called ‘industrial strategy’ to boost the productivity and earning potential amongst the British workforce by investing £64m into digital and construction training and £406m for maths and digital education. The aim was to increase productivity in sectors like construction, artificial intelligence (AI) and the automotive sector Kenner (2017). The Industrial Strategy also outlined the promise of improving the quality of training for young people with the delivery of tailored skills and the promise of improving careers advice and guidance within schools (Faragher, 2017). Also, in 2017, the government launched the Apprenticeships Skills Policy Plan was launched in response to priority areas where skills shortages are being reported. The policy reﬂects higher level technical and professional skills, promoting eﬃciency, business and people development. The apprenticeship Levy was introduced to help deliver the apprenticeships policy by collecting funds from public and private sector companies across the whole of the UK by HM Revenue and Customs through the PAYE system to fund the apprenticeship schemes (Business Wales, N.D).
Employers
According to the CIPD Policy Report 2015, employers were encouraged to take Employer Ownership (EO) and take an interest in the governments skills policy agenda for their industries. Employers were encouraged to influence the publicly funded education and training system, making it more ‘demand-led’ or ‘employer-led’ to control the vocations offered, thus outlining employer’s contribution to the development of skills within the labour market (CIPD, 2015). In regards of the increasing use of technology in the workplace, employers must aim to increase the digital abilities of staff. There is a lot more that still needs to be done and, if left unaddressed, the skills gap could grow to a level that’s hard to fill. Failure to do more to educate both those in the workforce and those in the classroom will leave the UK trailing behind our global peers in the rapidly expanding digital economy (Deloitte, 2018). According to Edomi (2014) businesses started to recognise that taking on young people is an important aspect to ensuring they have a workforce best placed for success and as a result are offering more Apprenticeships.
Trade Unions
One of the many roles of a trade union, includes providing education facilities and certain consumer benefits (Indirect, N.D). Union-learn was established in 2006 by the Trade Union Congress (TUC) in order to provide an ongoing framework to support union led learning. Union learning agenda develops trade unions, responding to the needs of trade unionists and constitutes an important element of the union offer.  Union learn helps Trade Unions to support their members to access and progress through lifelong learning. Thus, contributing to employee skills development (Union-learn, 2018).





















3.	Principles of Workforce Planning
What is workforce planning?
Workforce planning is the process of ensuring a Company has effective current and future access to people it needs to achieve its strategic goals and performance. It involves identifying current and future resourcing needs and exploring methods to recruit and retain talent. There is also an element of continual skills analysis to ensure the workforce remains efficient and to identify any gaps / skill shortages (HR Zone,2019).

The main stages in the Workforce planning cycle are:
Taylor (2014)
Having a strategic workforce plan in place will help inform good decision making. It allows the Company to be proactive rather than reactive. This will ultimately help aspects such as time taken to hire, productivity rates and identification of potential threats with the advantage of time to put a contingency plan in place.
Some of the tools used for workforce planning include:
Scenario planning
HR professionals can conduct a PESTLE analysis to assess the external market environment factors such as political, economic, social, technological, legal and environmental to identify any potential risks specific to their Companies industry and use that knowledge to inform their decisions and produce a plan for the future to address potential scenarios that may arise. I.e. Brexit and the impact on free movement of labour.

Skills Gap Analysis
To conduct a skills gap analysis, HR professionals can use Workforce segmentation to gather the data needed to identify the knowledge, skills, abilities and other factors required for current and future workforce roles. They will need to select the most critical gaps and provide potential actions. Some potential actions in instances of skill gaps / shortages is training or re-skilling internally, hiring people with the skills needed externally, or borrowing talent i.e. fixed contracts for specific projects, as suggested in David Ulrich’s Build, Buy, Borrow model. (CIPD,2018b)
[image: ]Figure 2. Build,Buy,Borrow Model (CIPD,2018b)


4. Best Practice
4.1 Succession Planning
I have conducted a succession plan for the critical roles within LBS to assess our current talent pool. See appendix 1. The conclusion of the succession plan conducted is that LBS have limited talent readily available to immediately transfer into critical roles.
4.2 Career development
I have recently part-taken in a review meeting with my line manager and produced a career development plan to aid my professional and personal development within LBS. See appendix 2.
4.3 Downsizing the workforce
Further to a Company review of one of our underperforming branches, the decision was made to downsize the HGV fleet at the above branch, therefore, making a HGV Driver role redundant. The offer was made for re-deployment into one of the HGV Driving vacancies at a near by branch, however, there was no one willing to volunteer, hence the need for the attached ‘redundancy matrix’ to fairly choose a staff member for re-deployment. My role in this downsizing activity was to provide the HR data needed for the matrix and send the communication letters to the staff members involved. See appendix 4 -5.
4.4 Job Design
[bookmark: _GoBack]As a HR Advisor, part of my job description is to review job descriptions regularly. See appendix 6-7.









5. Legal requirements in the recruitment and selection process (UK)
In terms of the recruitment and selection process, the main legislation that is highly applicable would be the Equality Act 2010, The Data Protection Act 1998 and updated GDPR regulations 2018.
The Equality Act 2010
This piece of legislation covers the key principles that it is unlawful to discriminate either directly or indirectly to a person or group based on any of the protected characteristics, which are defined as: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, religion or belief, sex and sexual orientation. The law defines discrimination as putting a person at a disadvantage because of one or more of the above characteristics Kidner (2018).
Within the advertising process employers must ensure that the wording in job advertisements are not discriminatory to potential candidates on the grounds of their protected characteristics as stated in the Equality Act 2010. This will also apply to the selection process. Employers must ensure that they have a systematic approach to shortlisting candidates whose skills and experience best match the job description, to avoid any unconscious bias and accidental discrimination (ACAS,2019)b. Our attitudes and behaviour towards other people can sometimes be influenced by our instinctive feelings as well as our rational thought processes. This affects everything we decide. Our brains are programmed to make unconscious decisions due to the high number of choices we face every day, it would be overwhelming to consciously evaluate every one. Hence, indication there is a correlation between our unconscious thinking and our actions and behaviour (Mindtools,N.D).
The Data Protection Act 2018 (GDPR)
Employers have a duty of care for sensitive personal information that they hold for candidates during and after the recruitment process. The 7 key principles of the GDPR 2018 are broadly similar to the principles in the Data Protection, these are:
· Lawfulness, fairness and transparency
· Purpose limitation
· Data minimisation
· Accuracy
· Storage limitation
· Integrity and confidentiality (security)
· Accountability
(ICO, N.D)
Employers must be transparent in communicating what types of data that they keep, how they process it, and have a legitimate reason for what the data is being used for, as people now the right to find out what information Companies hold relating to them. They also have the right include the right to have incorrect data updated and request to have their data erased.
Advantages and Disadvantages of Recruitment and Selection Methods
Method 1. Chatbots / Artificial Intelligence
	[bookmark: _Hlk783741]Advantages
	Disadvantages

	Competitive edge
	Lack of human interaction

	Takes away ‘human’ unconscious bias 
	Programmer bias

	Once main streamed, more cost effective
	


 Figure.3 Advantages and Disadvantages of using Chatbots / AI, Jeffrey (2017)

Method 2. Structured Interviews
	Advantages
	Disadvantages

	Planned Carefully beforehand
	A rigid information gathering process

	Consistency / Fairness to candidates
	Non-relaxed environment for candidates

	Focus on Job related competencies
	Candidates less likely to open into a two- way exchange conversation


Figure.4 Advantages and Disadvantages of using structured interviews, Taylor (2014)










	6.	Employee turnover and retention strategies
Employee turnover
“Employee turnover refers to the number or percentage of workers who leave an organisation and are replaced by new employees” Mayhew (2019). The equation used for calculating the % of employee turnover within a period is: Total Number of leavers in period divided by average number of employees in period, times by 100 (Bright HR, N.D).
Employee turnover can have a negative impact on an organisation’s performance. By researching and understanding the reasons for employee turnover, employers can plan to implement recruitment and retention initiatives to aid employee retention and reduce turnover rates. Employers need to be aware of their employee turnover rates and understand the effect on organisational performance and ability to achieve strategic goals. (CIPD,2018c)
Employee turnover can be categorised as ‘functional’ or ‘dysfunctional.’ Functional turnover occurs when employees who leave are underperformers. Dysfunctional turnover occurs when a Companies most valued employees leave Clark (2017). Dysfunctional turnover can incur high amounts of costs. According to research conducted by Oxford Economics and Unum, the average cost of turnover (per employee) is £30,614. The costs associated with replacing employees are:
· Recruitment / Hiring
· Onboarding / Training
· Loss of productivity
· Loss of opportunity
Reh (2018)

According to a study in Forbes Magazine, it was found to be a strong connection between employee job satisfaction and job autonomy. When management is continuously overseeing every task and becoming unproductive this can effect employee retention, as there saying goes “People leave managers, not companies.” 
Another reason was found to be employees experiencing a burnout at work. According to the study, employees who felt overworked were 31% more likely to search for a new job than others who felt comfortable with their workload.
Also, employees with opportunities for professional development. It was found that more than 10% of employees were more likely to stay with their current employer if they had personal development opportunities Lipman (2015).
Different reasons for employees leaving can be categorised into ‘push’ and ‘pull’ factors. Typical push and pull factors include:
	Push factors
	Pull Factors

	limited opportunities
	Competitive salary / rewards

	lack of senior role models

	Job autonomy

	excessive workload
	Flexible working

	non-competitive salary/ rewards
	

	recognition
	


Figure. 5 Push v Pull factors (Croner, 2016)

Retention Strategies 
Method 1. Personal Development Opportunities
Research shows that employees are increasingly seeking personal development at work, not just traditional career paths for progression. Life experience seems to be the current trend that employers can now tap in to for staff retention. Secondments and project assignments are some methods being used for personal development in the workplace Roberts (2014).

	Advantages
	Disadvantages

	Up-skilling staff
	Costs

	Increased Motivation
	Stress

	Strong Employer Brand
	


Figure. 6 advantages and disadvantages of personal development, Robertson (2019)





Method 2. Job Autonomy
Autonomy in the workplace refers to how much freedom employees have while working in relation to planning their own schedules, to deciding ‘how’ the work should be carried out. Studies show that higher levels of autonomy tend to result in an increase in job satisfaction and productivity. Thus, contributing to staff retention. (Robertson, 2019).

	Advantages
	Disadvantages

	‘Freedom’ element
	Mistakes

	Progress judgement skills
	Lack of direction

	Freeing up Management time
	


Figure. 7 advantages and disadvantages of job autonomy, Taylor (2014)



















	7.	Managing dismissal, retirement and redundancy

Dismissal
To dismiss an employee, an employer must use a fair and consistent procedure, as set out in the ACAS code of practice. According to ACAS, a dismissal sanction must be the last resort that an employer chooses based on fats found from a thorough investigation. Employees have the right not to be unfairly dismissed. Therefore, as part of the disciplinary process they are entitled to be accompanied to formal meetings and have the right to appeal any decision made, to make the process a fair one (ACAS,2019a).
There is a difference between strict legal compliance and ‘best fit’ for the Company’s needs. I.e. ACAS state that ‘’ it is best to try and resolve issues informally first’’ (ACAS,2019a). This approach may be time consuming for employers wanting to manage an employee out of the business sooner due to misconduct or capability. As employees must have ‘employment status’ to be entitled to unfair dismissal claims. They must also have a continuous length of service of at least 2 years employed by the Company to qualify for unfair dismissal claims. The Company could choose to take advantage of the above facts and dismiss against ACAS ‘best practice’ of informal methods first and head straight to the formal disciplinary route if the employee is either not of an ‘employee’ status or has less than 2 years’ service. This would decrease the risk of an unfair dismissal claim, on the basis that no discriminatory factors were the basis for dismissal. (Barnett 1999) This approach could be attractive to employers who are experiencing issues with employees whilst in their probationary period, for whom they expect a certain standard of behaviour / competence or where there has been an incident of gross misconduct.
Employers must pay the appropriate amount of notice when dismissing employees. ACAS outlines the following: There are two types of notice period, these are statutory and contractual. Statutory notice is the minimum legal notice that can be given. Employers should give the employee one week's notice if the employee has been employed by the employer continuously for one month or more, but for less than two years or two weeks' notice if the employee has been employed by the employer continuously for two years, and one additional week's notice for each further complete year of continuous employment, up to a maximum of 12 weeks. Contractual notice is the amount of notice that the employer can set out in the employment contract. I.e. anything above statutory minimum. (ACAS, 2019b)
Redundancy
To dismiss an employee through the means of redundancy, employers much follow a more complex procedure than a standard dismissal based on misconduct or capability. Redundancies arise when the employer intends to cease trading altogether, or close part of the business. It can also arise when an employer restructures and no longer needs as many employees to carry out a specific kind of work Barnett (1999). As a minimum, the CIPD outline the redundancy process as containing the following steps that companies must follow as a minimum to constitute as a fair process:
· planning
· identifying the pool for selection
· seeking volunteers
· consulting employees
· selection for redundancy
· appeals and dismissals
· suitable alternative employment
· redundancy payment
· counselling and support
(CIPD,2019c)
For employers to be legally compliant during a period of redundancy, they must ensure that they only dismiss based on the reasons set out at the begin, select employees for dismissal based on a fair performance matrix and not based on personal or protected characteristics. They must also follow a correct and fair procedure as bullet-pointed above and consider alternative re-deployment for employees Barnett (1999).
The employer must pay the statutory payments for redundancy, these are outlined as follows: half a week’s pay for each full year you were under 22, one week’s pay for each full, year you were 22 or older, but under 41, one and half week’s pay for each full year you were 41 or older. Length of service is capped at 20 years. You must also have 2 years continuous length of service to be eligible for statutory redundancy pay. (GOV, 2019)
Retirement
Since 2011 there has been no compulsory retirement age (ACAS, 2019d). However, an employer can still set a retirement age if it can legally prove the need, but this can be difficult to do. The reasons for this must be a legitimate business reason and meet certain legal requirements. I.e. if the role you are currently in requires you to have a certain level of mental or physical abilities or has an age limit set by law. (AGEUK, 2018) Employers must be careful not to discriminate against employees due to their age. Included in the Equality Act 2010 the protected characteristic of age cannot be discriminated against during hiring, termination, promotions, benefits, training, job duties, layoff, and compensation (NYPlaw,2017).
ACAS suggest that best practice for managing retirements is to ask employees about their work plans in the short-, medium- and long-terms, no matter what age they are. Employees' appraisals present a fair opportunity for the employer to outline its general plan for the future of the business and workforce may help employer and employee identify the employee's future work preferences, however, these conversations must not include any discriminatory comments (ACAS, 2019d).
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Forecasting future internal & external supply of human resources
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