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Question 1 - Labour Market

Taylor (2014) explains resource and talent management activities form a major part of the generalist HR role. They are activities of relevance to all organisations which employ people because they aim to help meet some central, basic objectives. Labour market conditions can vary considerably over time and across different types of employment (Taylor, 2014). Before you decide to seek employees, strategic planning for successful recruitment is key to understand the labour market within which you are operating. 

There are two types of labour markets, tight and loose. A tight labour market is one which employers are obligated to compete fiercely to secure the services of the people they need. For example; when there are fewer people looking for jobs than there are jobs available. A loose labour market is somewhat easier to manage from a resourcing perspective. Vacancies are easy and cheap to fill quickly whilst managers have to tread less carefully in the way they treat their staff because there are few alternative job opportunities for dissatisfied employees to take up.

Determining a tight or loose labour market is dependent on how much money needs to be spent on wages and benefits, on recruitment budgets and on employee’s development (Taylor, 2014). The tighter the market, the more money needs to be spent on recruitment and on wages in order to attract sufficient amount of good applicants. It is also more costly to retain staff, therefore, it is required to provide development opportunities in order to encourage good staff to remain in their employment with the organisation.
[bookmark: _Toc370366]1.1. UK Labour Market 

Taylor (2014) explains that conditions in the UK labour market overall vary depending on the position of the economy. The booming UK labour market broke many records in 2018. An unprecedented three-quarters of the working-age population is employed, whilst the unemployment rate hit a 43-year low as the unemployed people remain low relative to the number of vacancies (Adrjan, 2018).  
 
In 2017, The Office for National Statistics (ONS) reported that “Public sector workers earned 1% less per hour, on average, than private sector workers” (2017). In December 2018, ONS reported that from the period of August – October 2018, 32,476,000’s were the number of people in employment (ages 16 and over) 71.2% were female (aged 16 – 64) and 80.3% were male (age 16 – 64) (2018).

Gov.uk (N.D) explains that as an employer, the tax and employment responsibilities you have for your staff will depend on the type of contract you give them and their employment status.
Contract types include:
· full-time and part time contracts
· fixed-term contracts
· agency staff/contracts
· freelancers, consultants, contractors
· zero hours contracts
An article published by The Office for National Statistics in 2017 explained that the public sector workers earn 1% less per hour, on average, in comparison to private sector workers with equivalent characteristics in 2016 (Office for National Statistics, 2017).
[bookmark: _Toc370367]1.2. China Labour Market

The Staffing Industry Analysis (2019) reported that “The talent mismatch has worsened in Mainland China over the last five years, according to a study from Hays and Oxford Economics.” The Study reported that the access to skilled workers has decreased from 3.8 from 5.0 in 2013, suggesting that the labour market has been less pressured then historical norms over the last fives years (2019).

A report published in April 2018, shows the unemployment rate for China from 2012 to 2017, with projections up until 2023. In 2012, China's unemployment rate ranged at about 4.09 percent. From reviewing the statistic the unemployment rate in China has been fairly constant at around four percent over the last few years. A main concern in China’s current state of employment lies within the still large regional differences. As of 2016, the unemployment rate in more central and western regions of China was notably higher than in China’s eastern parts. In Beijing, China’s political and cultural center, unemployment ranged at merely 1.4 percent for 2016 (The Statistics Portal, 2018).


Federal Reserve Bank of St.Louis reported that the average income distribution in China across regions was 21,586.95 yuan, and the median was 18,371.34 yuan, suggesting that income inequality is not as severe in China. Nonetheless, the average income was still significantly higher than the median (Federal Reserve Bank of St.Louis, 2018).


In China when an employer seeks to hire employees, they usually (but not always) advise they use an internal fixed term of three years contract. It is advised that before the initial employment term is up, the employer should consider whether to extend the employees contract for the second employment term. Because China is not an employment at will jurisdiction and terminating a China employee is generally very difficult. It is advised, as an employer, that you determine and curtain that you wish to continue employing that person beyond the initial term. If you choose not to renew an employee for the second term you can terminate the employment but you will have to pay severance based on the employees years of service for not renewing the contract. If the employee is ambiguous as to what he or she wants, do not have the employee work beyond the last date of his or her contract. In other words, you should not have the employee work without a current written contract. This is because China’s employment laws require an employer to use a (current) written employment contract with its employees. Under China’s written employment laws, an employee is entitled to an open-term contract after two consecutive fixed-terms (Yang, 2018).

[bookmark: _Toc370369]Question 2 - Role of Government, Employers and Trade Unions in meeting future skills in the workplace
	
In January 2017, the government introduced an industrial strategy which aimed to boost productivity by backing businesses to create good jobs and increase the earning power of people throughout the UK with investment in skills, industries and infrastructure (GOV.UK, N.D.). Businesses in our region continue to face the challenge of a skills gap. This gap impacts on the businesses growth and stifling productivity and future innovation. This meant 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 (Personnel Today, 2017) possibly by government funding for more apprentice schemes.

The employers have corporate responsibility as their role in ensuring future skills are met is to strategically plan and predict the upcoming gaps in their business and resolve these issues by employee engagement and retention strategies.
[bookmark: _GoBack]“Employers play a key role in increasing the skill levels of the workforce which, alongside other factors, can help to improve productivity and economic prosperity” (CIPD, 2018). To ensure sustainable and effective talent and succession planning, employers need to understand their current and future business needs, but also remain aware of the wider skills context and policy environment in the countries in which they operate (CIPD, 2018).

Trade Unions responsibility is to produce expert advice and guidance based on employer best practice on topics which include apprenticeships, internships, work experience and employer recruitment practice (CIPD, 2018). Trade Unions work closely with HR professionals, key stakeholders, employers, government and policy makers and contribute to the overall process of ensuring the future skills development in the workplace.

[bookmark: _Toc370370]
Question 3 - Workforce Planning

The CIPD (2018) explains that “Workforce planning is a core business process to align changing organisation needs with people strategy. It can be the most effective activity an organisation can engage in”. CIPD continues to explain that workforce planning is the process of analysing the current workforce, determining the future workforce needs and identifying the gaps between the present and the future business needs. Implementing solutions that the business 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, 2018). 

Tools that can be taken place under workforce planning;
· organisational design and development
· succession planning
· work-life balance initiatives such as flexible working and well-being
· recruitment and selection
· retention planning
· talent management
· job design
· career planning
· learning and development focus
· reward and recognition

Taylor (2010) explains that workforce planning is concerned with looking ahead and using systematic techniques to assess the extent to which an organisation will be able to meet its requirements for labour in the future. By the effectively applying the tools listed above, an organisation is able to assess the environment and bring together the data required to plan the direction the organisation needs to take if it is to reach its required goals. It is important that an organisation undertakes regular workforce planning to assess future recruitment needs, anticipate and possibly avoid redundancies, formulate training programmers, develop a promotion and career development policy including succession planning and keep staff costs to a minimum while permitting salaries to be competitive. 
[bookmark: _Toc370371]Question 4 

4.1 Develop and provide a basic succession and career development plan
See appendix 1, career development plan completed for my own personal career development with my manager. 

4.2 Provide evidence to show your contribution to plans for downsizing an organisation 
My contribution to downsizing an organisation is providing the data based on the employees/post’s available on the structure & the development of the Redundancy Matrix supplied in the Management of Change in partnership Policy. Previous examples of redundancy matrix that have been completed previously cannot be provided as evidence due to data protection and confidentiality.
The data I provide will be supplied from our internal database which holds all employee information. The Information is extracted from the database through a bi-query report containing the information required by the manager to complete the matrix and make a formal decision.

4.3 Provide evidence to show your contribution to the development of job descriptions, person specifications and competency frameworks. 
Appendix 3 displays my contribution to the development of a job description and personal specification. You can identify the amendments made through track changes to evidence amendments against best practice methods.
[bookmark: _Toc370372]Question 5 - Legal requirements in relation to recruitment and selection (2.5)

CIPD (2017) explains there is no single Act which just governs recruitment and selection, but there are many Acts dealing with the employment relationships that have an impact on pre-employment issues as well. Some examples of relevant legislation in relation to recruitment and selection is the Equalities Act (2010) whereby it makes it unlawful for employers to discriminate against job applicants and existing workers because of protected characteristics. These protective characteristics are namely age, race, disability, sexual orientation, gender and gender reassignment, pregnancy and maternity, marriage and civil partnership and religion or beliefs. The Equality Act 2010 requires employers to make reasonable adjustments (when necessary) to make jobs suitable for people with a disability. It is therefore important that any physical requirement is stated in terms of the job. For example, a job may require that the employee ‘must be able to travel extensively throughout the County Borough’. In this instance, it will be necessary to consider if an ability to drive is a key requirement for the role in question or whether or not reasonable adjustments can be made for non-drivers.

In addition to the Equalities Act (2010), Data Protection Act (1998) puts restrictions on what data employers can collect and use in the recruitment and employment process and defines certain types of information as ‘sensitive data’. This also applies to the new GDPR update which came into force in May 2018 (CIPD, 2017). In accordance with the General Data Protection Regulation and Data Protection Act 2018, NPTCBC’s records relating to the recruitment and selection procedure will be retained only for as long as is necessary (6 months) and will be securely destroyed thereafter.

During the pre-employment aspects of recruitment and selection further Acts needs to be taken into account. The Immigration, Asylum and Nationality Act 2006 (Eligibility to work in the UK), the main aspect of the Act is dealing with eligibility to work in the UK is the Immigration, Asylum and Nationality Act 2006. The following EU and national legislation may also be relevant:
· Immigration (European Economic Area) Regulations 2006
· Freedom of Movement Directive (2004/38/EC)
· Commonwealth Immigrants Acts 1962 and 1968
· Immigration Act 1971
· Immigration and Asylum Act 1999
· UK Borders Act 2007
· Borders, Citizenship and Immigration Act 2009.
New legislation which came into force in 2016, Welsh Language Act 2016 meant the council is required to provide documentation bilingually, including Recruitment documentation. In cases where the welsh language preference for a post is deemed to be Welsh Essential or Welsh Desirable, the manager must provide the Advert, Job Description, Person Specification plus any other supporting documentation available to the candidate in Welsh. It is the manager’s responsibility to arrange translation of documentation. 
Question 5 - Briefly assess the strengths and weaknesses of at least two different methods of recruitment and selection (2.6)

Once you have designed the job description, personal specification and advert for the post you wish to advertise, the next step is to determine the best platform to advertise the vacancy, where it would attract the most candidates and the best suitable method (Randstad, N.D).
Taylor (2010) explains that the term “recruitment” and “selection” are often used hand in hand they are in fact distinct HRM activities. Recruitment activity involves soliciting applicants from protentional employees and selection techniques are used to decide which of the applicants is best suited for the role in question. 
Having said, the recruitment would be where you place the advert and for example this could be by the use of media to place job adverts and using a recruitment agency to appoint. 

Social media advising 
When used effectively, social media can have all the benefits of word of mouth, just on a larger scale. It can also help you reach a high number of potential customers. Social media may not be suited to every business. If you are unprepared and launch your social media presence without proper planning, you could waste valuable time and money (Business.Gov.au, 2018).



	Pos
	Cons

	- Reduce marketing costs

	- Not having a clear marketing or social media strategy may result in reduce benefits for your business

	- Great customer engagement

	- Additional resources may be needed to manage your online presence

	- Increase traffic to your website/ company
	- Social Media is immediate and needs daily monitoring. Not actively managing your social media presence may result in no real benefits to your business



Using a recruitment agency 
Using a recruitment agency will shorten the time needed to fill your open job positions. It will save time going through tons of applications to find qualified persons. A recruitment agency will do the searching and only put toward top candidates relevant for the post you require. Although, using a recruitment agency can be quite expensive endeavour. In general, recruitment agencies’ fees are around 20% to 30% of the employees’ annual salary. Recruitment agencies can provide candidates that are best fit for the role but they are much weaker at assessing a cultural fit. It also limits the opportunity to build your own companies employer branding strategy (TalentLyft, N.D.).

	Pos
	Cons

	- Faster Hiring
	- Higher cost implications 

	- Higher quality candidates
	- No cultural fit assessment

	- Specialist knowledge for high skilled jobs
	- Lack of employer branding





Individual panel Interviewing
When using an individual panel interview (face to face interviews) of two or more interviewers in the room this precludes any personal biases that will affect the assessment proves. Usually each interviewer will pick up on different characteristics, Strengths and weaknesses and together can make a fairer judgement on the candidate ( Coburgbanks, N.D).
	Pos
	Cons

	- No personal biases

	- Panel interview can be overwhelming for the candidate 

	- The chance to compare different options
	- Interviews could be interrupted by each other, striving for dominance 

	- All relevant people are in the same place
	- Risk of disagreement




Assessment days/centres
Assessment ‘days’ can be most effective for larger groups of interviewees at the same time for different range of skills that the company is looking for ( Coburgbanks, N.D). 
	Pos
	Cons

	- You can assess a wider range of skills
	- More difficult to administer effectively

	- It minimises legal risk and is less disputable
	- The pressure will put some candidates off 

	- You can interview candidates at once 

	- Dominant personalities will quash others


[bookmark: _Toc370373]Question 6 - Briefly explain why people leave or remain with organisations and provide a summary of some of the costs associated with dysfunctional employee turnover.  

Employee turnover refers to the promotion of employees who leave the organisation over a set period (often annually) expressed as a percentage of total workforce numbers. Employee turnover can have negative impact on an organisation’s performance. By understanding the reasons behind staff turnover, employers can devise recruitment and retention initiatives that reduce turnover and increase employee retention. Retention relates to the extent to which an employer retains its employees and may be measured as the proportion of employees with a specified length of service (typically one year or more) expressed as a percentage of overall workforce numbers CIPD, (2018). 

Employees leave on various reasons, the CIPD explains the cause could be of a “pull” and “push” factors. Employees resign for many different reasons and sometimes it is the attraction of a new job or the prospect of a period outside the workforce that “pulls” the employee. On other occations they are “pushes” as a result of dissatisfaction in their present jobs and seek alteranive employment as a result (CIPD, 2018).

Although employee turnover can cause significant cost implications to an organisation and it can be difficult to accurately determine the cost of employee turnover. The cost’s can be as a result of the administrative cost’s and mangement time during leaver administration, R&H activities, new starter administration and training a new starter. Effeiciency related costs (prior to departure, intrerim whilst the new start learns the ropes) and cost’s to the business if the productuvity is affected throughout the process. 
6.1. Go on to assess the strengths and weaknesses of at least two different approaches to retaining talent.

CIPD explains that the first steps in developing employee retention strategy is to establish why employees are leaving and the impact that employee turnover has on the organisation (CIPD, 2018).

Personnel today (2018) explains “with the UK on the brink of a skills shortage, employers need to embrace flexible working to retain talented staff and attract an engaging workforce”. Advantages and disadvantages listed below;

	Advantages
	Disadvantages

	1). It allows people to be in control 
	1). There are always people who will take advantage of flexible working hours.

	2). It can help to reduce employee turnover and increase employee morale and commitment.
	2). The standards need to be the same / or compensatory for all. Everyone must have an element of flexible working / benefit or it can lead to internal dissent. 

	3). It can reduce work stress related to the cost and time spent commuting. In some areas spending more than an hour each way in rush hour traffic/commutes is not uncommon.

	3). Flexible working can mean that communication is not as strong in the workplace – many resort to email instead of talking to their colleagues (the pitfalls of this are well documented). 




As an employer, you can provide your employees with job enrichment opportunities, which increase the depth, not quantity, of their day-to-day responsibilities in your organisation. Job enrichment offers employees an opportunity to do tasks that are different than what was originally outlined in their job descriptions and job objectives. Job enrichment includes advantages and disadvantages.
https://smallbusiness.chron.com/advantages-disadvantages-job-enrichment-11960.html 


	Advantages
	Disadvantages

	1). When an employee's level of responsibility increases, and she gets the opportunity to try new tasks, it's inevitable that she will learn new skills. An employee who is responsible for deciding which internal products to advertise in the company's email newsletter, might also come up with advertising tests for their products, testing pricing and placement, in a job enrichment situation.

	1). When employees are given a greater depth of tasks through job enrichment, they may not be skilled or experienced in the new tasks they're asked to perform. The lack of training may be a disadvantage for employees and employers, and lead to problems such as lower productivity.

	2). Employees get bored with the mundane day-to-day tasks they have to complete. Job enrichment adds variety to employees' duties, which can reduce their workplace boredom. Along with reducing boredom, job enrichment challenges employees to stretch their skills beyond what they're used to doing at the company.

	2). A primary disadvantage of job enrichment is an increase in an employee's workload. While some employees may be able to immediately re-prioritize their time and tasks, some may initially experience difficulties getting adjusted with their new responsibilities. The increase in work can cause employees to get frustrated, burned out and lower their overall productivity.

	3). When employees feel like they're trusted with greater responsibilities at a company, their level of motivation increases. As a result, employees may be more productive, better adhere to the company rules and management better, and miss less work.

	3). Some employees excel in job enrichment, while others perform poorly, due to lack of training, lack of interest or lack of clarity about their new tasks. Poor performance can cause employees to feel a sense of incompetence or as if they've you beaten down. Poor performance can also cause employees to get stripped of their new responsibilities, which can cause embarrassment.


[bookmark: _Toc370374]
Question 7 – Provide a brief summary of the advice you would provide to your organisation on good and lawful practice for managing dismissal, retirement and redundancies.

During the dismissal, retirement and redundancy process it is critical for a HR professional should ac fairly and reasonably during these processes and obtain a balanced, objective view ensuring bias is not present to maintain a good, lawful practice. To be a “fair” dismissal, an employer in the UK must show that it was due to one of five specific reasons (CIPD, 2018).
Most common reasons for dismissal are misconduct, capability or redundancy. Dismissal of an employee occurs when:
· The employer terminates the contract, either with or without given notice or
· A fixed term contract ends and is not renewed
· The employee leaves, with or without notice giving notice, in circumstances in which they are entitled to do so because of the employer’s conduct.
[bookmark: _Toc534819221][bookmark: _Toc370376]In the UK, a dismissal will normally be “fair” provided the employer has given on of the five specified reasons and has acted “reasonably” during the process (CIPD, 2018). 

CIPD explains that the redundancy process can be one of the most distressing events an employee can experience. It requires sensitive handling by the employer to ensure fair treatment of a redundancy employee as well as the productivity and morale of the remaining workforce. CIPD continues to explain that redundancy legislation is complex, and employers need to understand their obligations, employees rights and ensure they follow the correct procedures (CIPD, 2018).

Most employees now have the right to decide at what age they wish to retire. For most jobs there is no longer a legal set retirement age. This ended in 2011 (ACAS, N.D.). It is important that whilst dealing with retirement cases that we do not age discriminate by associating an employee belonging to a particular age group.
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