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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.

The labour market in the UK currently is seeing small growth, Office for National statistics, (2021) The market has seen small increases in the number of payroll employees for the last three months, but since February 2020 the total number of payroll employees has dropped by 693,000. 
Looking at some stats from the Office for National statistics, (2021)

· 693,00 fewer people were on payroll than February 2020. Of the 693,000 less employees 368,000 come from the hospitality trade, 123,000 from retail and 1000 from construction.
· 60% less job vacancies than February 2020.
· The uk unemployment rate is currently 5.0% 1.1% higher than February 2020.
· The redundancy rate is 11 people per 1000 for November 2020 to February 2021.
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These stats are a worrying sign for the UK labour market and goes to show how the pandemic has affected the job market. 
There does seem to be an upward trend starting to develop, There is an increase starting to be seen in Payroll employees from February 2021 to March 2021 as seen in the graph above. Let us look at some positive stats that are starting to emerge in the UK labour market:

· Growth in average total pay has increased from November 2020 to January 2021 by 4.8% this is being attributed to less furloughed hours being claimed.
· The average monthly salary has increased to £1930, an increase of 3.9% in the last year.
· There has been an increase of 43,000 employees in the public administration sector and 132,000 increase in health and social care since February 2020.
· There has been a decrease in furloughed employees from 19% of the UK workforce in November 2020 to 18.3% of the workforce in March 2021.
· Redundancies have reduced by 2.3% for the period of January 2021 to March 2021.

In balance when we look at the data, the UK labour market is still in crisis, but there seems to be an upward trend starting. CIPD, (2021) are reporting positive signs in the net employment balance. 11.0% increase in firm’s intention to recruit for the period of January to March 2021. This is the first time that the balance has been positive since the start of the pandemic. 
Looking at the year ahead the statistics can only really improve. The UK vaccination programme is ahead of schedule and easing of lockdown restrictions can only help the labour market. The grace period for EU free movement ends on June 30th 2021 CIPD, (2019) suggest that the scarcity of available skilled workers will be increased by the removal of free movement and that employers should make workforce planning and development their key priority. The UK governments Kickstart scheme (GOV.co.uk, 2021) will also assist them in lowering unemployment, the scheme will pay employers to employ 18–24-year-olds on universal credit and also help with the cost of training and upskilling.

The second labour market I will look at is Canada. Canada’s labour market is a sark difference to the uk. A few stats from Moving to Canada, (2021):

· The first quarter of 2021 has seen unemployment drop.
· January saw 175,000 new jobs.
· February saw 260,000 new jobs.
· March saw 303,000 new jobs.
· Unemployment fell by almost 3% down to 7.5% that figure unemployment is now less than pre pandemic.
· 58% of new jobs are full time.
· Employment opportunities increased in 7 of 10 provinces.
· Average Monthly earning dropped to $2001 from $2950.

These figures are all pointing to an upward trend and a quick rebound from the pandemic. It is not all sunshine though. Canada’s Employment Minister Carla Qualtrough Global News Canada, (2021) said: “I don’t think next month’s job numbers will be as hopeful, because they will reflect the lockdowns that are happening now . . . the numbers will dip in the negative again because of this third wave and lockdowns.” Canada is current on the upward trend of Covid-19 infections as the country tries to slow the spread of new variants.
Carla Qualtrough went on to say that she expects people to be laid off in April as the new variants take hold of their communities, but she expects a quick return to March’s progress soon after.
There may be more tough times ahead in the Canadian labour market in 2021. 

If I needed to compare the two labour markets, I would say that Canada seems to be able to recover quicker than the uk, but it seems that they still have a long way to go as fresh restrictions are put in place. The UK is reopening the country for business but seems that growth is of a slower pace for now.









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.

Workforce planning is balancing demand and needs. CIPD, (2020) defines workforce planning as the process of balancing labour supply against the demand of labour needs.
The planning includes analysing the current workforce and determining the future needs of the organisation. The goal is getting the right number of employees with the right skills in the right position at the right time.

Taylor, (2014) calls workplace planning, human resource planning and states that it is all about the future of the organisation and balancing the supply and need of skilled employees.

Looking at the key principles of workforce planning, it can be achieved in 5 steps SHRM, (2014):

1. Understand your organisations strategy.
2. Evaluate current workforce.
3. Assess future workforce requirements.
4. Identify current or future skill gaps.
5. Implement actions to meet any shortages.

CIPD, (2020) states that workforce planning can:
· Reduce labour costs.
· Enable the organisation to respond to the changing needs of customers.
· Identify and enable strategies for people development.
· Target issue areas and inefficiencies.
· Improve organisational retention.
· Improve productivity as well as quality.
· Improve employees work life balance. 


The tools used in workforce planning:
Analysis of current workforce.
This will look at the demographics of the employee’s and age profiles, do we have a lot of staff due to retire? Do we currently have skill gaps or a surplus of skill? Is the local job market flooded or drying up?

Trends and patterns.
Looking at the current workforce, are there any patterns formed. Do people leave for the same reason? Does the organisation struggle to find skilled people? Is the organisation outbid by competitors?
Considerations must also be made towards demand from customers. For instance, if you run a public house near a university, you would need more staff during term time. Is there planned growth in the locality of your business, if you look at the development in Swansea bay area, there is significant investment planned, so if you have a hospitality business local to all the investment you would need to consider this in planning for your future workforce.

Talent Profiles and training needs analysis.
Talent profiles are taken from the current workforce, Looking at long serving staff and how they perform and their loyalty to the organisation. This will enable the organisation to create a talent profile, so they know what they want and do not want in the future. Talent profiles will help the organisation if they want to develop from within and be used to upskill the current workforce to meet future needs. It is important to understand the current skills of the workforce especially if you are looking at redeployment. Considerations for talent profiles:

· Skills of the current workforce.
· Analysis of skills and development needed for the future.
· Skills risk assessments and critical area that have a shortage of skill.

Scenario planning 
Looks at uncertainty directly by looking further ahead at alternative views of the future. It is useful in assessing the risks of different organisation futures, but cannot predict what will happen CIPD, (2018). Shell use this method of workforce planning, due to the very unpredictable nature of the petrochemical industry. They look at as many alternate futures for the organisation and plan for each, this sounds like madness, but Shell made almost $400 billion in 2020 during a pandemic so they must be doing something right, maybe a global pandemic was one of their scenarios?

How to develop a basic people plan, including succession planning.
The people plan or Workforce plan is carried out in an organisation to ascertain the specific employees they might need as well as skills they might need. There are four stages to be followed: Taylor & Woodhams, (2016)

1. Forecasting demand. This is the first stage of the plan and looks at the tasks the organisation might be doing and what skills are needed for these tasks. This kind of future planning can be based on past trends, managerial judgment, or the organisations strategy for the future.
2. Forecasting supply. When the organisation knows what they will be doing in the future and what they will need, The next step is to look what the organisation currently has. The organisation will need to look at total number of employees, total wage cost, skills of each employee and likely hood of the employee staying with the organisation. This could be an age factor like retirement for example or an employee that has had poor appraisals or line manager recommendations. Finally, the organisation must look at their own labour trends.
3. Identifying gaps between demand and supply. Asses each employee using a skills audit, line managers are best placed to complete this task. Summarise results and identify the skills the organisation already has against what they may need.
4. Addressing the skill gap. Two options at this final stage, Firstly upskill current employees to meet the new demand or recruit new employees to fill the future skill gap.

Succession planning
CIPD, (2020) define succession planning as identifying and growing talent to fill leadership and business-critical positions in the future. 
This is an activity that ensures that there are people to step into roles at the next level. These people must have the knowledge, personal attributes, and experience to slot into the new role on short notice. Appraisal meetings are pivotal to the process and highlight the correct people. These people are essentially groomed by the organisation and upskilled accordingly ready for their new role when the time arises.
There is a formal process which could be followed in the following steps:

· Identify Key Areas and Positions. ...
· Identify Capabilities for Key Areas and Positions. ...
· Identify Interested Employees and Assess Them Against Capabilities. ...
· Develop and Implement Succession and Knowledge Transfer Plans. ...
· Evaluate Effectiveness.


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.

Taylor, (2010) suggests that every organisation chooses its own approach to recruitment and resourcing, but most have a common factor of pay and reward or culture and how employees are treated. He also suggests that today the employee will often look for more for example the organisations values and environmental policies. To be an employer of choice would be the gold standard.
Understanding the competition in the labour market is vital and links to supply and demand as discussed earlier.
Recruiting the right people and retaining them is the key to Organisational growth PM Jobs by CIPD, (2019) suggests the following ways to attract and retain the future workforce:

· Develop a digital presence. How candidates find new roles has changed.
Candidates no longer look in a newspaper for jobs, Use websites like indeed that manage the whole process online. A lot of Large organisations are turning to social media to recruit and using clever and intrusive branding to be at the fore front of candidate’s mind.
· It is all about the candidate. User experience is important.
Move through the process swiftly and thoroughly or you risk losing the perfect candidate to another organisation. Maintain communication is key to keeping the candidate engaged.
· Drop the 9-5. 
75% of candidates would like a more flexible approach to their working week. Let your employees take control of their work loads and have trust that they will complete on time, no matter when or where they complete it.
· Say thank you. 
A simple thank you can keep your employees motivated, engaged, and most importantly retained in your organisation.
· Give regular feedback.
Giving regular constructive feedback as well as praise will assist the employee in developing and growing into your organisation. Do not wait for the annual review. 
· Invest in training. 
Training has been proven to improve employee satisfaction and retention. Investing in training will produce highly skilled workers, if they are also engaged you will retain them.
· Manage your managers. 
Training for line managers is highly important in retaining your workforce. Employees rarely quit the organisation they quit their line managers. Managers are often promoted as they are good at their job, not that they are good with people. Leadership training is key here.



There are vast benefits to retaining employees SHRM, (2020)

· Cost – recruitment is expensive, along with training new employees.
· Losing experienced employees – can impact market confidence, performance, morale, and the culture of the organisation.
· Culture – often linked to the behaviour of an employee. Losing a Chief exec who has made a positive impact could be disastrous for an organisation.
· Employee loyalty – highlights the organisational brand and their culture a positive recommendation from a satisfied employee goes a long way.



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.

A job description is a useful, simple to read tool that explains the tasks, duties, function, and responsibilities of a position. It should detail who performs a specific type of work, how that work is to be completed, along with the frequency and the purpose of the work as it relates to the organisation's mission and goals SHRM, (2021).
Indeed, (2021) the largest recruitment company suggest that the best practice model is always the correct way. Their definition of a job description should summarise the essential responsibilities, activities, qualifications, and skills required for the role and should be based on a job analysis. 
A job analysis is the process of gathering, examining, and interpreting what is required to complete the job to a high level. Speak to the current staff and ask them what they do on daily basis. Observe the current employees and see how the tasks are performed. Base the findings of the analysis on:
1. Knowledge required to complete the job.
2. Skills required. 
3. Physical characteristics required to perform the job.
4. Environmental factors and how they affect the job role.
5. Experience needed, minimum education or any specialist formal qualifications.
When all of this has been considered keep the job description free from jargon and in plain understandable English. Keep all your job descriptions in the same format:
· Job Title
· Salary
· Reports to
· Summary of the job
· The essential functions of the job role, what is needed and how it is expected to be completed.
· Competency, the knowledge, skills, and abilities required to fulfil the role.
· Work environment
· Expected hours of work.
· Required or preferred level of education.





There are many different methods of recruitment and selection. Here are a selection of the key recruitment options available:

Organisation website:
Having vacancies on a company website is a good method of recruitment. It is managed internally and allows integration with an organisation’s social media platforms. It is a relatively cheap option. The negative side is that unless you follow the organisations social media or search their website, visibility will be low.

Social Media:
Another relatively cheap option, has the ability to reach large audiences if the company has a large following and good brand image. Can be linked directly to the corporate website.  Allows the company to possibly screen the profile of the applicant. This can be a positive and negative. 

Recruitment website:
Sites like indeed and glass door have massive reach and are probably the most used recruitment tools. They offer free recruitment or sponsored adverts to bump up visibility. Unless the advert is sponsored the employer tends to be overwhelmed by candidates. If sponsored the screening can be done for the employer. Negatives would be impersonal for the candidate rarely evening getting a thanks but no thanks notification.

Partnerships with local universities and colleges:
This can be useful in getting ahead of the competition and recruiting talent before they hit the job market. This is usually a cheap recruiting method but requires considerable time, as the universities usually require something from the employer on open days and sometimes even sponsorship. This has worked well for castle leisure; we have relationships with local catering colleges to recruit chefs into our chef apprenticeship programme.

Internal recruitment:
This is key for castle leisure as we have large pools to pick talent from. The benefits to internal recruitment are a low cost, and an engaged team as there is always a possibility of promotion if you are the right candidate. Negatives of this is that it makes the gene pool smaller, not having fresh talent creates a culture that is hard to change.

Looking at selection:

CV:
The gold standard of selection. It gives you a quick snapshot of the candidates experience and qualifications. The negative to CV’s is that most are really poor, and you may reject a candidate based on a poor CV when in reality they may be very good.

Application forms:
You do not see many application forms these days, but they offer every candidate the same experience with the same questions. The negative for this is that organisations are restricted in the type of questions that can be asked due to discrimination.

The Interview process:
An in-person interview allows the recruiter to gauge the personality of the applicant as well as skills and qualifications. The recruiter can set scenarios to be answered and allows the recruiter to see if the candidate would be a good fit. The interview can be daunting for the candidate especially panel interviews, the recruiter may not see the real candidate due to the pressure felt by the candidate.


Good practice in relation to dismissal, redundancy, and retirement.

Dismissal ACAS, (2021):
A dismissal is when the employer ends a contract of an employee. An organisation must have a clear written policy based on ACAS codes of conduct and the policy must be followed.

By law there are only 5 reasons to dismiss someone fairly:
1. Conduct, this is when an employee has done something not acceptable or appropriate.
2. Capability, When an employee is not able to do their job or does not have the right qualifications.
3. Redundancy, When the job is no longer needed, and redeployment is not possible.
4. A legal reason when an employee is no longer able to do their job legally.
5. Another substantial reason, a fixed term contract ending, If a client refuses to work with an employee or an employee who refuses to agree new terms and conditions of the contract.
If the dismissal is not due to one of these five reasons the employee could make a claim for unfair dismissal.



Redundancy:
This can be used when a job is no longer available or viable. There are a few options that need to be considered before redundancy such as reduced hours or redeployment. ACAS, (2021) There should be policy in place based upon ACAS guidance and must be followed.
ACAS guidance suggests 5 stages:
1. Preparation, the assessment to see if redundancies are required and to prepare documentation.
2. Selection must be fair and pre-determined criteria must be used for example, disciplinary records, capability, skills, and time served.
3. Consultation, this process is dependant on number of redundancies being made not required if less than 20 per entity. But it is good practice to speak to every individual.
4. Notice, you legally have to write to each employee selected to inform them of the dismissal and their right to appeal.
5. The termination process, if the employee has more than 2 years’ service a written record of how their statutory redundancy payment has been calculated.

Retirement:
Since 2011 an employer cannot raise a conversation with an employee regarding retirement. If an employee brings it up, then it is ok to discuss. Most employee have the right to decide their own retirement age, however an employer could set an age if they can legally prove the need.
An employer must not:
· treat an employee detrimentally because they are thinking about retiring.
· Suggest an employee should retire.
· Force an employee to retire when they reach state pension age.
 

An employee that has stated their intention to retire but has not given a formal notice should be allowed to change their mind and reverse the process.

An employer must not treat an employee unfairly because they have asked about retirement.
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Figure 1: The number of employees declined between February and
November 2020, but has risen slightly more recently
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