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1. An employee is emigrating and asks you if the labour market trends of their destination country are the same as in the UK. Describe the key contemporary trends in both the UK labour market and in the labour market of any other country (of your choice). 
I have selected France as the country of comparison and the personal criteria of the employee to make labour market comparisons will be: 
· Female
· Aged 24
· Seeking Part Time opportunities
· Non-specialist role ( eg, Retail or Customer Service) 
	KEY TRENDS

	UNITED KINGDOM
	FRANCE

	
Employment / Unemployment Rates
Price Waterhouse Coopers Economic Services Labour Market Report (July 2019) reports the  UK’s employment rate is at record high of over 75%.  Unemployment rate has fallen to below 4%, the lowest since the mid 1970s, while the employment rate for 16 to 64 year-olds has reached historic highs of over 75%.  (PWC, 2019)
	
Employment / Unemployment Rates
An online article by The Connexion, published in January 2020, France now records 3.6 million jobseekers and the latest rate of unemployment was 8.6 % in the third quarter of last year, hoping to drop to around 8.2% by the spring.  (Connexion, 2020)
In an article in the Financial Times on 13th Feb 2020, Victor Mallet confirms French unemployment has hit its lowest level since the financial crisis and is at it’s lowest level for 11 years.  (Mallet, 2020)


	Gender Balance 
In their 2020 Briefing Papers, the UK Parliament report of the female employment rate reaching a record high of 72.4% in Oct-Dec 2019. (male rate was 80.6%). 9.31million women were working full-time, 6.30million working part-time. This is partly a result of changes to State Pension age for women (Devine, 2020)

	Gender Balance 
According to the OECD report from 2019 the labour market in France saw an increase of 0.77% in the share of jobs go to women over the past 10 years with them holding 48.28% of the market in 2018.  (OECD, n.d.)

	AGE 
Since 2000, the employment rate for 16 to 24 year old's has declined while that of people aged between 50 and 64 has increased.  (Statistica, 2020) 

	AGE 
According to the OECD (Organization for Economic Cooperation and Development)  data examining Labour market statistics for France in 2020, the following breakdown can be evidenced:   
The age ranges below give the percentage of how many people are employed in France within that age group compared to the whole number of people within that age group in France  
1. Age 15- 24 years 29.5%  
2. Age 25-54 years 81.3%  
(OECD, 2018-2020)


	PART TIME WORK RATE 
Statista published in May 2020 there were 8.59 million part-time workers in the UK in 2019, a slight decline on the previous year when there were 8.6million. Since 1992 there has been a net increase of 2.59million part-time workers, with figures increasing in almost every year. (Clarke, 2020)

	PART TIME WORKING 
According to trading economics (Dec 2019) part time working in France is 4,718.70, increased from 4,555.20 in the previous quarter. 
This equates to 16% of the employed population working in a part time capacity.   (Economics, 2000)

	DESIRED INDUSTRY SECTOR 
According to The Retail Appointment, the retail sector is the UK’s largest private sector employer with 2.9 million employees. Retail’s gender profile is 58:42 women and men. Almost a third of retail employees are under 25 years old and half of retail employees work part-time  (Appointment, 2020)
	DESIRED INDUSTRY SECTOR 
In France the labour market tends to be made up of smaller companies, with 96% of businesses having 50 or less employees. Low skilled occupations, such as domestic, health and social work, retail, accommodation and food services account for 16% of the employed population.  (Times, 2020)


2. A new HR assistant asks you to explain the following aspects of workforce planning: 
 key principles of workforce planning
 tools used in workforce planning 
 how to develop a basic people plan, including succession planning. 

The CIPD Document on Workforce Planning (June 2020) states that, Workforce planning is a 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.  It’s about getting the right number of people with the right skills employed in the right place at the right time, at the right cost and on the right contract to deliver an organisation’s short and long term objectives. (CIPD, 2020)

On researching further, the CIPD Workforce Planning Practice (May 2018) Guide offers a simplified process stating - Workforce planning is a business process to align changing organisation needs and people strategy. It doesn’t need to be complicated and any necessary complexity can be adjusted to suit the size and maturity of your organisation. (CIPD, 2019)  

Taking this uncomplicated recommendation and approach, the following key principles should be implemented for effective Workforce Planning:   

Fully understanding and identifying your current talent pool, this can be accomplished by a committing to continuous internal recruitment, workforce mobility, training and development, succession planning and inclusivity.  Opportunities should be advertised via an open platform opposed to identifying, fast-tracking or progressing individuals without giving all employees the opportunity to apply.  ‘Identifying’ individuals can be led by nepotism and biased, uneducated perceptions of an employee and their capability.  This reduces ‘cloning’ where organisations are trying to change culture and values.  Breaking and changing historical cultures is a huge challenge for employers as it is not necessarily reflected by specific age groups.  A younger worker (including apprentice or graduates) can easily absorb the culture of colleagues and carry this forward in their role impacting on company output and the morale of fellow employees.   

By committing to development and open advertising with strong role descriptions companies allow themselves to be exposed to untapped talent on a fair and equal basis.  Internal development and mobility creates a stronger culture, allowing individuals to reach their full potential. It also gives organisations the flexibility and adaptability all businesses require during this current climate and times of uncertainty. An agile workforce capable of adapting swiftly to any eventuality should be priority for companies.  This has been evident recently where businesses have reacted to the Covid-19 pandemic by restructuring and resourcing quickly.  

An effective way to approach Succession Planning is to create progressive personal and professional development and mobility.  This can be initiated by Appraisals, Career Conversations, taster sessions, shadowing, mentoring and offering an indication route for employees to raise interest in personal development and progression.  

Identifying training needs and allowing access to internal and external courses can re-ignite dormant skills.  Some employees may have resigned themselves to “this is all I can do” and all I will ever do despite having vast experience gained prior to working with the organisation. Not identifying your talent pool can be a missed opportunity and waste for both parties. Not offering development opportunities can result in attrition and a demotivated workforce.  Both of which have a dramatic effect on employees’ morale and workloads.  Leavers can also potentially cause damage to a company’s reputation should they vocalise reasons for leaving externally. Attrition also creates a resourcing costs should external recruitment for suitable replacements be required and, there is no guarantee this could be completed within the employees notice period prolonging the additional stress and workloads for employees.

Succession Planning should be well planned and structured in situations of Retirement.  It’s imperative to have a full understanding of the role of the Retiree in order to resource replacement/s.  You should consider: 
· Is their knowledge highly specialist, how impartible is it?  
· How long will it take to train an internal replacement to the required level as opposed to recruit externally? 
· What specialist training is required to carry out the Retirees role?  
· Create a handover processes, how long will this take?

Understanding the market of your business and competitors can help with workforce planning.  Are there new working practices and process developments entering the business and will you be prepared to resource and plan any adaptations in an appropriate timescale and are you prepared for future needs? 

3. Your Director asks for your thoughts on how the organisation can attract the talented people it requires and ensure that these people stay with the organisation. 
Explain different approaches an organisation can take to both attracting and retaining talent, and the strengths and weaknesses of each approach. 

Understanding your brand and how this compares with competitors helps to attract new talent.  If you are in a tight labour market thought should to be given to why ‘you’ would be an employer of choice.  Are your reward and retention policies appropriate -  are you a Traditional or Contemporary where you reward employees by cash or bonus incentives?  What do you offer, making you an employer of choice?  Does a Traditional method attract the right person or would a more flexible working environment driven by an element of autonomy of working hours  and non-financial benefits outweigh traditional reward?  

Looking at potential talent not being able to consider roles via Traditional favour you can lose a great employees by inflexibility.  The Covid-19 Pandemic has established how effective, productive and mutually beneficial flexible working and working from home can be.  There should be no reason why this cannot be integrated into working practices and contracts moving forward.  

Looking at the ‘inactive working population’ who have knowledge, experience and drive to work but can’t would become accessible to you.  The term ‘inactive’ can include:

· parents and carers, childcare and school limitations and now, home-schooling requirements
· active post retirees  
· people with disabilities 
· people with mobility and transport problems (unsuitable or no access to public transport, not a car owner) 
· Rehabilitation population – for example ex-offenders (look at The Timpson Foundation and the success from this) (Anon., 2000) 
· Traveller community 

Looking at an “inactive market” is a realisation of how many people may be able to work if the environment and situation accommodated them.  Work life balance is now a priority for many people who lead non-conventional lives (such as shift-working partners, caring commitments).  Flexible working offers a great opportunity to create a rewarding and fulfilling work-life balance. 

Capturing reason for leaving can help with retention.  Fully understanding why people leaving though Exit Interviews can help with this.  Looking at whether the correct questions are being asked and are the answers indicating a prominent trend?   Could the exit be stopped if some simple and reasonable adjustments had been put in place?  What could you have done as an employer and can you still do it to retain them?  Providing feedback platforms for employees such as open team talks, 360֯ feedback and staff surveys could decrease the number deciding to leave an organisation.    

Main reasons for leaving are often for; better salary, benefits, progression and training, flexible working, lack of support, poor leadership and unsatisfactory relationships with colleagues.  This is where as an employer you can review practices and what should be addressed and remedied internally. 

It is important to ensure the correct people are in Leadership roles.  CIPD states, Unsurprisingly, attitude surveys confirm that employees’ experiences at work are strongly affected by the quality of line management, whom they see on a regular basis. It is fair to say that for many employees the psychological contract is largely the deal they have with their direct line manager. (CIPD, 2020) .   Psychological contracts are a powerful set of expectations formed by an employee from their first point of engagement with a company from interpretation of company brand, values and perceived expectations and promises from pre-recruitment to appointment.  It creates and defines relationships between employee and employer and Leaders must be a professional face of the organisation values and brand at all times and always lead by example to maintain expectations. 

The CIPD Workforce Planning Guide covers interesting points in relation to Leadership ability, being the capacity to establish direction, influence, and align others towards a common aim, to motivate and commit them to action, and make them responsible for their performance. It is a mix of skills and knowledge, applied with authentic behaviour and attitude, which enables individuals to lead others towards a stated objective or goal.  (CIPD, 2018).  To achieve this, are Leaders are being fully supported by HR?  Are there any coaching or learning needed in order to carry out their role effectively?  Why are there leadership and management issues?  By supporting leaders to allow them to maintain a healthy work life balance whilst carrying out a fulfilling role is imperative.  It is essential to reward hard-work and commitment to maintain motivation, passion and enthusiasm for them to reflect company values.

Creating a ‘learning culture’ as an attraction and retention tool employers should be committed to fulfilling it to the best of their ability (ref: psychological contract).  Being mindful that learning isn’t for everyone, encouragement not enforcement should be the ethos.  Seeing colleagues learn and visibly progress can offer encouragement to develop themselves. 

Where professional and career development doesn’t factor for some employees, Learning and Development Grants could be available to employees as a benefit.  This offers the opportunity to undertake training in something non-work related for personal interest and fulfilment. 

Employers should consider will the input required reflect the final outcome for both parties?  It should be as an effective process to deliver optimum result and benefit.  Progression and learning plans need to be thoroughly thought out, planned executed to manage realistic expectations for future career and business strategies.  Care should be taken not to over-promise potential career paths against actual reality.  Will the employee be capable of taking on extra learning and studying commitments?  Will the financial investment businesses invest in training be returned from the employee or will they leave the organisation and take their knowledge to a competitor?

Eradicating historically biased pay scales is recommended to attract and retain talent.   A fair, consistent and transparent grading approach based on skill, experience and service (with full approval and contribution of Trade Unions) can do this.  Salary inconsistency is often an issue and contention in long established organisations where pay scales have been exploited to offer increases not comparative to the role and responsibilities.  Gender inequality reflected in salaries is still prevalent in some organisations.

Reviewing company Induction Process to see if it is actually a true reflection of the culture and values of the company is recommended?  Will mentors appointed be suitable and are new starters offered all tools required to feel welcome and included from day one?  Situations where new starters being left to ‘sit’ and read until their IT and personal workstation is prepared is an all too familiar scenario.  This doesn’t give a good representation of an organisation and forms new starters opionins and possible doubts about accepting the role.  

Probationary Periods should be adhered to (in the favour of employee), employees shouldn’t need to chase confirmation that they have fulfilled probation periods.  This causes stress and anxiety particularly where  ‘permanent’ job security link to commitments such as mortgages etc….  Completing Probationary Periods makes employees feel valued and is an opportunity for employers to display professionalism and efficiency and offer recognition and motivation to employees for what they have done to contribute to the success of the business so far.  
 
What is your Brand? What us your Social Media presence? How are you perceived to potential employees?  The CIPD definition of Employer Branding is that:  All organisations need to understand what their employees, stakeholders and customers think of them. Marketing professionals have developed techniques to help attract customers, communicate with them effectively and maintain their loyalty to a consumer brand. Employer branding involves applying a similar approach to people management and describes how an organisation markets what it has to offer to potential and existing employees.  (CIPD, 2019)

We all have access to readily available tools to research and access potentially damaging opinions of employers.  Websites such as LinkedIn and Glassdoor offer platforms for unhappy ex-employees to voice distain of their experiences.  Reputations can be easily damaged and take many years to recover, some never do.  Amazon and Sports Direct have frequently been subject to criticism on many media platforms.  Poor reputations last, word of mouth can be equally as damaging, particularly in sectors where opportunities are sourced through high levels of networking.  Competitors can also benefit from your negative press using it to their advantage for both attraction of employees and customers.   

Retaining talent can outweigh costs involved with external appointments.  Costs required to carry out in-house training and resolving workplace issues can be more beneficial in both money and time.   The investment of time to interview can impact across businesses particularly if volume interviewing.  Time taken out from everyday roles for interviewing can cause an increase and backlog in workloads.  Knock-on effects of this and implications affect either the Manager or team who may be already backfilling until a replacement is appointed.  Where there is a prolonged period of time before suitable replacement/s are appointed there are options of sourcing external temporary cover (at a financial cost) or, you backfilling internally which can impact on productivity and excessive workloads for other team members.  

Creating an environment promoting Diversity and Inclusion can also impact on retention and attraction.  For this to happen you need full engagement of Managers and Leaders who are supported to challenge and  seek resolutions where necessary. Offering training could have an impact on retention of employees who are considering leaving a business due feeling it is unsuitable and unsafe working environment for whatever reason personally affecting them.  


4. In preparation for input at a managers meeting*, summarise the following: 

 key aspects of good practice in relation to developing job descriptions, person specifications and competency frameworks 
 different methods of recruitment and selection, and the strengths and weaknesses of each 
 good practice in relation to dismissal, redundancy and retirement.

When creating Job Descriptions, Person Specifications and Competency Frameworks main aspects to be considered are:

Conversations should be conducted with Managers and possibly employees to fully understand the function of the role to be advertised and it’s essential requirements both in skill and personal traits.   Being attentive when creating Job Descriptions and Person Specifications makeing sure there are no requirements that incite discrimination and unconscious bias is essential, the employee brand should also be incorporated. 

Thought should be given to who will be the reader, will it be advertised internally only or sent to Recruiters.  Language and terminology should be transferable to an external market, use of acronyms should be avoided if specific to your organisation, are Candidates able to carry out necessary research (from an external perspective) if certain knowledge forms part of the assessment criteria?

Ideally a salary rage should be included instead of ‘salary negotiable’.  This gives transparency for both sides and neither will feel the application process a waste of time if Candidate was to reach offer stage and find salary expectations unrealistic and unnegotiable.

The content of the job description forms the Competency Framework, and should reflect key attributes and skills required for the role prioritised appropriately into ‘essential’ ‘desirable’.  It should be considered what talent you are looking to attract (ref:  Traditional v Contemporary).  What is the application process – is it CV or Application Form?  If it is Application Form does it offer the ability and accessibility to all applicants to convey experience and skills in a non-chronological manner/contemporary format?  

When assessing Competencies and assessment criteria, thought should be given to culture and values. If an organisation is that of fluidity and cross-role movement and responsibilities where employees need to work flexibly this may not be the right fit for someone who only likes to carry out their role with no additional duties.  Someone who has been with a role for an exceptionally long amount of time does not necessarily always bring a breath of skill based on service alone and may not be prepared to move out of their role remit and comfort zone.   

Effective ways to approach Recruitment include:

Internal Recruitment and Development – promotion, development and secondments.  This is where investment of training costs will be recouped by an employer but may it could be lengthy with no guarantee of a successful outcome and ongoing commitment and loyalty.   

External Specialists – Agencies, Headhunters and Recruiters can reduce time spent on advertising and sifting process.  Analysis of the actual cost of ‘time’ given to the recruitment process against recruiter fee should be given.  If lost time to the business impacts KPIs and outputs it may be a valuable option to appoint a third party recruiter. 

Media and Advertising – Technology has created instant access to popular and highly visited Job Boards (such as Indeed, Reed).  LinkedIn is also a great tool to attract, network and ‘poach’ competitor talent.  Job Alerts from company websites/mailing lists are effective as prospective candidates can select appropriate vacancy alerts.  More traditional routes such as radio is effective in large scale, high profile and national recruitment drives.  Newspapers and specialist publications will attract unique fields of talent if necessary.    

Job Fairs - arranged by Local Councils, fee paid Job Fairs, and Recruitment Fairs carried out within companies facing closure and redundancy situations can be a great source of instant and skilled talent. 

Apprenticeships, Graduate Schemes and School Leavers  

Well planned Interview and Selection Process is essential, how will it be formed and how long will it be?  Telephone, skype, face to face, Panel, Group or One-to-One?   Does the current format reflect the culture you are promoting and can any changes be made from Panel to Informal, Competency to a more Leading and Skills Specific Directed questions to find the right new appointment to match culture and values?  

If there are tests and assessment centres the correct people should be appointed and are they fully prepared and equipped?   All the tools required such as equipment and technology should be suitable and reflect the business favourably.  A clear process should be given to Candidates in adequate time to prepare, subjecting candidates to poor recruitment processes can be damaging for companies’ reputation.

It is also worth considering if the current recruitment process is stale and prolonged? Reflecting on the recruitment practices carried out during Covid-19 Pandemic, reactivity levels of recruitment in both large and small independent businesses has been incredible.  We have witnessed quicker intakes of employees of the same calibre and levels of service maintained (such as Tesco and Morrisons).  Can there be a review on current interview and recruitment process’ as it has shown how reactive and dynamic companies can be in situations.  Considering what actual benefit an extensive and lengthy application to appointment brings when you can still hiring the same calibre of worker can attract an exceptionally wider and more accessible to those put off by very formal and lengthy application process. 

Have timescales and manpower to cope with the anticipated response to job advertisements been put in place. What is the company’s policy on feedback to unsuccessful candidates to maintain a favourable reputation?  Making sure the correct people within the organisation are involved in the Recruitment and Selection process who have expertise and judgement to lead a confident interview is essential.  The person scoring against the Competency Matrix should have suitable knowledge to do this to debate responses?

With external and external appointment replacements and successors should be the right fit for the organisation.  The role should meet individual values and drivers to match that of the companies.  Consideration from both parties of if the culture will be right for them should also be taken.  For example, will it be a mutually agreeable way of working if someone has explicitly differing expectations from the companies’ culture and ways of work? Are there are indicators though carefully placed interview questions that the culture is not a good match and will the organisation provide a comfortable and harmonious working environment.  If you recruit externally as opposed to externally you face the risk of someone not fitting the above as opposed to an internal candidate.

If interviewing internally it should be carried out on a fair and open platform.  One which creates a robust “feedback” process for those who have not met the criteria with valuable guidance should they wish to re-apply at a later date.  This ensures they do not to lose motivation and are there areas where coaching would have helped them get through the interview and progression process.  Interviews can be a daunting particularly if they are carried out by a familiar colleague or it may have been quite some time since they last attended an interview.  

It should be an aim that an employer creates an open and trusting environment to raise concerns. This would allow employers to put measures in place to reduce dismissal situations.   When dealing with employee dismissal the ACAS Guidelines must always be adhered as an absolute minimum recommendation.  The guidance offered by ACAS should never be considered as the acceptable limit to be an employer of choice.  Damage that any media exposure (press, social media) may cause to the company’s reputation regardless of an outcome can be negative for an employer.  People tend to retain and focus on negative news content as opposed to  positive, a Tribunal case should be absolutely avoided at all times.

Should an organisation need to make redundancies Consultation Periods should be adhered to, and where Trade Union presence with workforces’ strong lines of communication and discussion should be maintained.  ACAS offer a comprehensive guide which has now been amended to accommodate redundancy due to Covid19  (ACAS, 2020).  Where full closure is not imminent consideration should be given to alternatives such as Voluntary Redundancy which may be attractive and welcomed by some employees – particularly those approaching retirement age.   There should always be a continued commitment to providing a transparent and open delivery of information during the Redundancy process.  
Again, media interest particularly in geographical areas that have been subjected to the impact of lob-losses and industries closing historically cannot be avoided.  By maintaining best practices could reduce media interest and maintain workforce motivation.  This is imperative if you are in the situation of a “business as usual” requirement until an organisation closes. 

Utilising and offering Private and Government support to employees eg, Outplacement Specialists, Careers Wales, Local Council Training Schemes (Workways) and Union Training Funds, Business Wales and React if applicable can help employees to seek a new opportunities and create a smoother transition into a new role and career path.  Offering this helps employees leave with a higher opinion of an organisation – feeling valued and looked after as opposed to just being ‘made redundant’.  

Departing a company via Retirement requires in my opinion three key things to ensure the process runs professionally and agreeably.

1) Managers should be able and confident to conduct exit conversations with the employee and be fully supported by HR and coached if necessary, on what is acceptable / not acceptable dialogue.  There may be situations where the Manager/Employee relationship hasn’t always been amicable. This could create a challenging situation for both parties.  HR should offer support in these situations and be present at meetings as a form of good practice and lead discussions if required.  
2) Employers should ensure that the Retiree is offered all the support needed to leave feeling valued.  Is there anything you can do?  What can you do to help?  Taking into account very few individuals of retirement age actually “fully retire” for many reasons, some may find the prospect of loosing social interaction overwhelming and decide to seek a part time role.  Others may have caring responsibilities for parents and grandchildren.  Looking at ways to accommodate these can be mutually beneficial in and take away the feeling that retirement is their only option and not actually favourable. Organisations could then benefit from retaining valuable knowledge and experience in roles which may be more specialist due to long service.  
3) If employees do decide to retire should be leaving organisations with a sense of value and recognition for their commitment and service. 

Suggestions of Good Practice in Retirement situations should therefore be:
· Look at offering a flexible working arrangement in situations (as outlined above, can they be accommodated in a different role on a part-time basis?)
· Are they being adequately supported to transition into Retirement?  Offering Retirement Planning workshops and inviting Partners to join can reinforce a ‘care’ culture. 
· Offering wind-down weeks up to Retirement Date, working reduced hours for a period of time can allow adjustment gradually to not working.  This can be particularly beneficial where employees have worked prolonged shift patterns and adjustment of working hours/days during this period can help with body adjustment and help with both mental and physical wellbeing. 
· Reward loyalty and hard work, recognising value can surpass any written value and company cultural statement.  It will be reflected in the employee’s thoughts of the company and their family, friends and future employees. 
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