
1. Labour Market Trends and Comparison of the UK and Australia 
“A labour market in an economy functions with demand and supply of labour” (Economic times, 2019), providing an understanding of the economy in terms of the types of work, earnings and benefits, working patterns as well as identifying the market of potential employees, skills gaps and levels of employment  (Office of National Statistics, 2019).  There are many contributory factors impacting the labour market including demographics, natural disasters, international events, technology, economic context and any political or legislative changes (Wilkinson and Taylor, 2016). Whether the labour market is known as a tight or a loose market depends on employment levels, skills gaps, supply and demand. This will differ between countries and in some cases regions within them (Taylor, 2019). Where there is a tight labour market employees will have bargaining power, whereas in a loose market the power switches to the employer (Wilkinson and Taylor, 2016).

Key contemporary trends will relate to the data collected between the period of October 2019 and December 2019,  unless otherwise stated. With the main sources of data bring from the UK Office of National Statistics (ONS) and the Australian Bureau of Statistics (ABS). 

It is important to consider that there will be variations in the Australian labour market intelligence due to regional variations and example of this is annual  employment growth for the year ending 2019 was 4.6% within the Australian capital territory, however 4.1% in Tasmania (ABS,2020a).

Employment rates within the UK are at 76.5%, in comparison, Australia’s employment rate is at 62.6% (ABS, 2020 B), showing Australia’s rates are 13.9% lower that in the UK. 

The trending decreases of unemployment is evident in both countries with UK rate at 3.8% (ONS, 2020 B)in comparison to Australia at 5.1% (A BS 2020 b).

In Australia, 261,000 workers added to the Australian Economy, with Women looking for work being a contributory factor. In addition, part-time work has seen a significant increase  accounting  to 31.7% of those employed (Australian government, 2020).   Although part time working has predominantly been dominated by women, the number of men accessing part-time work has increased significantly by 5.1% in Australia, with the level of men accessing full-time work remaining relatively static (BCEC, 2019). 
Similarity, the  UK had an increase of  361,000 full time workers (ONS, 2020 B) and although no data could be found in terms of part-time working as of December 2019, at the end of November 2019, the number of people working part time at increased by 12,000…..

Health, education and public administration continues to dominate growth in Australia, with a decline in construction (BCEC, 2019).


In the UK, the data for women shows a record high and having increased by 0.9% on the year (Office of National Statistics, 2020a), with the employment rate of men being relatively static at 85%, and women at 72.7%.  The increase of women working full time has increased by 150,000 (ONS, 2020 B). In Australia, the number of women employed increased by 4900 (ABS, 2020 B)

When considering workplace demographics, Workers between the age of 50 to 64 has also increased in the UK,  (ONS, 2020a) and this is a similar trend in Australia ABS, 2020a).   In Australia, unemployment rate for 15-24 year increased to 13.8% (ABS, 2020b) to 68.6% in comparison, the UK youth unemployment rate is 11.8% and the employment rate is 55.6% (ONS, 2019b). 

As with all countries,  despite unemployment Statistics,  employment vacancies exist in both the UK and Australia, With 810,000 vacancies from November 2019 to January 2020 in the UK (ONS 2020 C) and 226,500 in Australia.

Vacancies have declined within the UK but remains a tight labour market overall Asda is Australia, with vacancies decreasing. In the UK,  the number of unemployed per vacancy at as at December 2019 was 1.6.  (CBI, 2020). Both countries have skills shortages especially in engineering and health and social care (guv.uk, 2020) (Department of education, skills and employment, 2020), With the UK also identifying skills gaps in scientific research, IT and teaching (guv.uk, 2020).  In the recently bear market outlook survey, the UK reported that 64% of all vacancies I had to fill (CIPD, 2020)

Inactivity in the UK is at 8.5 million, decreasing especially within women and currently Stands at 24.8%. Of these, 27% of students, 22% caring for family members and 26% have a long term illness/sickness.

Overall, the trends between Australia and the UK are very similar in relation to the labour market and this can be seen by the comparison to other OECD countries, the UK is currently ranked 13th, with Australia being 15th out of the 35 countries (Price Waterhouse Cooper, 2019). Both countries suggest a tight labour market, although there are significant regional variations within the UK and Australia. It must also be considered that some of the data is taken at different points due to recording mechanisms, although all Data compared is within a three month window.  

          
2. Workforce Planning 

“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 to that an organisation can accomplish its mission, goals, and strategic plan” (CIPD, 2019).  Simplified, workforce planning can also be described as Having “the right number of people, with the right skills, employed in the right place, at the right time, for the right cost” CIPD, 2020).  Workforce planning reduces labour costs, allows an organisation to respond to changing needs of the organisation, focus on people development, Improve employee retention and support delivering of strategic aims, workforce planning affects human resource management as a whole and can Include short medium and long-term planning (Taylor, 2019).  Workforce planning is not just looking at the organisation internally, but also considering external influences including labour market, economic situations, changes in legislation, digital and advancement in technology as well as population demographics and competitors (Taylor, 2019). Workforce planning must be aligned to strategic organisational goals (CIPD, 2019).

The four stages of workforce planning are as follows:

· Forecasting demand involves trying to predict the size of the workforce needed and what skills (CIPD, 2019).  It considers If there is a need for a fixed term or permanent workforce. This can be achieved by systematic techniques whereby an analysis can be carried out of previous experience as well as trends previous work studies (Taylor, 2019). Examples of this could include using average figures for the past Few years. The systematic technique is better suited for long-term forecasting, especially where major capital investment is needed. Managerial judgement is another method of forecasting demand Using subjective management views, based on likelihood of future needs (Taylor, 2019). This technique is used where there is no workforce intelligence data to support making a systematic judgement. The advantage of this approach is that it is quick, requires no data collection can consider intangible factors and opinions can be taken from a variety of sources with specialist knowledge (Stainer, 1971). In contrast, the disadvantages of relying on this managerial judgement is the inability for the brain to process all factors, with other research suggesting that this method is nothing more than guessing. With the CIPD suggesting that evidence-based decision-making has significant positive impact on the outcome, it can be argued that This option lacks credibility. By using managerial judgement with systematic techniques, this combines the evidence-based approach with experience to support a more robust decision.  The final method of forecasting future demand is that of working back from costs, this considers the future budget and uses the constraints to assess affordability, this method focuses on financial capacity rather than what the organisational structure or working methods would be suggested (Taylor, 2019).   

· Forecasting supply Provides the ability to consider what supply already exists within the workforce, up-skilling through identification of training needs and Changes to existing roles. Following this external supply of workforce will be used, paying particular attention to attrition rates, Population density age demographics, employment rates and skills levels (Taylor,2019).  Workforce labour market trends will depend on availability of external supply, Especially in a tight labour market where the employer power is reduced (Taylor and Woodhams, XX). Another consideration is if there is a need for changes to organisational structure, working patterns are places of work (Armstrong, 2020).

· Identifying the gaps identifies the discrepancies between supply and demand, considering future and current job roles.  This can be achieved through competency frameworks, carrying out skills audit. Consideration could also be given to talent pools, identifying all the performers who may be able to fit into new roles. 

· Addressing the gaps is only possible once the gaps have been identified. This can then be achieved through redeployment, training and development opportunities. Consideration also needs to be given to other ways of working including using automated functions or if it is possible to outsource an activity. An example of this may be that a role is becoming more automated and therefore not needing the workforce in the current role, providing training to meet future workforce needs.  

Succession planning involves “identifying and developing potential future leaders, senior managers and individuals” CIPD, 2020). It  consists of a series of planning activities, providing a talent pipeline to ensure that when positions become vacant, there are individuals that have the experience,  ability, knowledge and attributes to step into the role (Wilkinson and Taylor XX). To support succession planning there are many tools to identify talent including appraisals, performance reviews, 360° feedback and also opportunities for secondment or deployment.  Some organisations identify individuals, creating a talent pool, allowing them to progress into a number of roles (Tayla, 2019).  Individual reviews created the perfect opportunity to agree development activities, thus increasing the potential of talent staying within the organisation. It is imperative that platens should also consider recruiting external talent as this often brings fresh ideas and additional skills and perspectives (Forbes, 2020).                     


CIPD identify a set of steps to insure a simplistic approach to workforce planning (Figure 1), clearly demonstrating the need for it to be agile (CIPD, 2019),  with the ability to monitor and evaluate and make changes where needed.  In addition, a collaborative approach is needed, using stakeholders, which will allow for evidence based decision making, drawing on talent, whilst ensuring involvement at all levels, ensuring a whole organisational approach to workforce planning (CIPD,2019). 
[image: ]Figure1 workforce Planning Process

Finally, it is imperative that these plans are linked to organisational objectives, have considered key aspects of human resource management including recruitment, on boarding, reorganisation or redeployment. It also needs to be considered that workforce planning may involve having an oversupply in workforce, which may result in redundancy (Taylor, 2019).



3. Attracting and retaining talent

In order to be able to attract talented people, it is imperative that there is a clear understanding of the competitors within the labour market (Taylor,2019).  An understanding of the employer brand is also essential as this is how organisations compete for talent (CIPD, 2019). The analysis of competitors should include salary, benefits, job security, job roles opportunities for training and development and the working environment (Wilkinson and Taylor, XX)

The employer brand identifies the set of qualities and organisation has, which makes them appealing to the labour market or its service users and customer (CIPD, 2008).  The employer brand should reflect the organisational values, strategies and HR policies, identifying the induction process, performance management and reward schemes, whilst reflecting on the experience of employees. Social media is often a very powerful tool to reinforce employer branding, especially on LinkedIn, glass door, Facebook and Instagram, where feedback can be left freely to demonstrate how the organisation look after their staff.   Where the employee brand does not truly reflect the organisation, this will lead to increased attrition due to disengagement of new employees (Wilkinson and Taylor, 2016).

Higgs (2004) identifies That there are two approaches to presenting the organisation on the labour market, namely based on reward and culture. Organisations will be seen as an employer of cash, and employer values, an employer of churn,  Or an employer of choice (Wilkinson and Taylor, 2016).    Depending on the perception of the labour market, will depend on the ability to attract and retain staff. In addition, it must be noted that whether the organisation is a tight or a loose labour market, Will also impact the expectations of possible applicants as where the labour market is tight, employees Have a greater tolerance in order to obtain job security.  Depending on the choice that the organisation adopts will depend on their ability to attract staff.  And employer values or choice may attract talent,  however being employer values is normally only seen in public sector or charities (Wilkinson and Taylor, 2016).          

Highly effective recruitment strategies involve digital media, which can be used across the whole recruitment cycle. Table 2 demonstrates how social media can support the recruitment and on boarding process. The advantages of using social media is that it widens the pool of applicants, due to removal of geographic barriers. Another advantage is that it allows individuals to read feedback and supports further self-selection.  Many years ago, the ability to advertise vacancies using digital media was expensive, paying for adverts on linked in or through agencies, social media has allowed organisations to do it within a limited budget. Another advantage of this form of attractive candidates is that social media allows organisations to target specific groups of people, an example being by post code area(Headworth, 2015). Another method of attractive employees is by the use of slogans, this can be costly, and can be perceived as insulting, questioning intelligence (Taylor, 2019). 

[image: ]Table 2 source: (Headworth, 2015)

Another consideration is employee referral schemes. Research identifies that where an employee has a close friend at work, they are more likely to be engaged (gallop, XXX). In addition, the applicant is likely to have a greater realism of the role, the organisation, this allowing them to self select (Tayla, 2019).  

Having agile working methods and flexible policies attract and retain employees as there is a greater need for employees to have a work life balance, especially Millennials (reference XXXX).  
Organisation should have an employee retention strategy which identifies the cause of employees leaving, who is leaving and the impact this has on the organisation in terms of loss of talent and associated costs (CIPD, 2019). 

Turnover can either be functional, or dysfunctional (Taylor and would hymns, 2016).  Functional turnover describes the removal of poor performers in order to allow others to progress, introduce new staff. Dysfunctional recruitment has a negative effect on the organisation As this often means a loss of talent, skills and knowledge and has a financial implication due to the cost of replacing employees.   It is imperative that the organisation understand why people leave, carrying out an analysis through exit interviews, focus groups or surveys to identify issues with staff engagement (Tayla, 2019).  The CIPD suggest ways of retaining employees include:
· Effective selection, providing the applicant a preview of the role and expectations, allowing them  to self select
· Training and development opportunities providing possible progression. Where progression is not possible, the organisation should consider alternative opportunities including side moves or training ensuring that the employee understands that they are considered within the succession planning
· Allowing employees to have an employee voice, thus increasing employee engagement levels
· Offering flexibility, fairness and Showing that managers at all levels are interested in the well-being of their workforce

The CIPD resourcing and talent planning survey report (2017)  identifies that improved induction processes also support the retention of talent to reduce attrition, promoting the organisations culture and providing a greater understanding of the organisation (CIPD, 2017). 

Although 46% of companies increase pay in order to improve retention (CIPD 2017) this is not possible for all organisations, especially public sector who have robust salary schemes. The disadvantage of using salary as a retention tool often leads to animosity amongst staff (Tayla, 2014) and benefits result in additional financial cost to the organisation (CIPD, 2017).          

Effective line management is a key contributor to retaining talent, And increasing the employee brand, by providing feedback, development opportunities and ensuring employees feel that their managers support their well-being  (Armstrong xxx).  The advantages of training managers as a way of retaining staff are that it is cost-effective as not only does it support retention, but to reduces grievances, makes employees more productive, increases employee engagement and reduces the need for corporate intervention (reference XX).



4. Understand good practice in relation to organisational resourcing activities

Job analysis is essential foundation of human resource activity and crucial in the determining of pay, training needs, performance targets and often is fundamentally used towards development of organisational structure (Taylor, 2019) and from this analysis, a job description is written. 
A job description is the principal tool for recruitment and selection (Tayla, 2019). Job descriptions are use to produce the job advert and Provided to applicants, allowing them to self select if the role suits their skills, abilities and aspirations and linked with a personal specification ensures that the individual has the personal attributes needed to carry out the role effectively.  With a list of attributes expected and standards in relation to values and behaviours, the job description can communicate to new staff members the expectations and priorities from the organisation (Taylor, 2019).  
An example of How this works in practice can be seen within the NHS, where all job descriptions are job matched, assigned to a set of competencies and linked to the agenda for change pay scale to ensure consistency across both clinical and non-clinical roles across the whole of the UK (NHS improvement, XXXX).  Job analysis was carried out by the service prior to the job description being written, but demonstrates the importance of a robust recruitment and selection model.
Job descriptions can also form the basis of a contract and therefore can form part of a disciplinary or capability process in the event that an employee is unable to meet the desired standard, also providing management with a clear guide as to what the employer should be doing within their role. 
The person specification focuses on the skills and attributes required in order to fulfil the role, creating a shortlisting criteria to support the selection process. The specification usually includes non-standard practices which could include shift patterns, variation of sites, with attributes being divided into those that are essential and those that are desirable. Using the specification for shortlisting should ensure that essential criteria has a greater waiting score than those that are desirable. It is essential that new attributes are listed that are not a requirement of the role and in addition personal specifications need to ensure that they do not discriminate the applicant on the grounds of race, sex and any other protected characteristic (Acas, XXXX)          
The job analysis, job description and personal specification focus on the role and used in the shortlisting process ensuring that individuals meet the criteria.
The competency framework focuses on the person attributes (Taylor,2019), which employees must have, or acquire, to carry out their role effectively (CIPD, 2020). Supporting talent strategy, the competency framework support HRM practices including recruitment, development and performance management, however much reflect reflect organisational need and skills, experience and behaviours required. These can be produced externally, however must reflect the values and objectives of the organisation. Behaviours identified as core, common, job specific leadership or Meta competencies, which relate to succession planning rather than the role as it stands (CIPD 2020). 

Recruitment can be classed as “an activity requiring employees to sell themselves in the relevant labour markets so as to maximise the pool of well qualified candidates from which future employees can be chosen“ (Taylor, 2019). 
Internal recruitment  Includes promotions, transfers to other departments, job rotation, rehiring previous employees and appointing temporary staff or in turns into permanent roles. Internal recruitment is cost-effective as it can be advertised through internal media. Another advantage is that The applicant is known to the organisation and therefore minimises the risk of taking on an unknown employee whilst alsoRe-energising the individual and therefore reducing the risk of attrition and losing talent. Disadvantage includes lack of fresh ideas that comes with external recruitment And also the lack of creating a diverse workforce where protected characteristic groups are not represented internally. With internal recruitment, there is a need to ensure a robust processes to prevent nepotism, with individuals being promoted based on determining factors other than their ability to do the job (Taylor, 2019)
External recruitment can be broken down into the following areas:
· Media recruitment is still effective for 30% of  public sector organisations, despite the growth of online advertising.  Media includes direct mail,  radio and newspapers.   Professional  journal’s and National newspapers are an effective method of  advertising specialist roles, although can and have (Taylor, 2019). 74% of organisations find online recruitment effective, through their own websites or social media platforms, with the most popular being LinkedIn used by 82% who advertise on social media. The advantages of using websites is that it allows applicants to gain information about the organisation as well as brows and watch videos and research benefits.  The disadvantage of this is that it eases the application process, resulting in significantly more irrelevant applications (Armstrong, 2020).
· Specialist expertise headhunters and  employment agencies are expensive, however can be effective at sourcing talent from hard to fill vacancies, however agents results vary  considerably, with the are placed with the highest paying customer, and time delays due to a third person (Redford, 2005). 
· Educational liaison  is mainly used for graduate students. The disadvantage being that this type of recruitment is that they all are fishing in the same pool of students and highly priced (Taylor, 2019).
Selection methods  vary considerably between organisations, with interviews being the most common (CIPD, 2017). Interviews can be telephone, one to one, group or panel, allowing the candidate to build a rapport with the interviewers,  conforming suitability (Armstrong, 2020).  Interviews limit the time spent with an applicant, however require little resource in terms of organisation Taylor, 2020. Depending on the structure of the interview, there may be positive or negative bias and increasing the interviewers creates governance around the process.  (CIPD, 2019e) 
Submission of an application form provide an effective way of shortlisting, however are limited in terms of identifying authenticity of them being produced solely by the applicant. 
Assessment centres, presentations and  group activities Are becoming more common to assess candidates suitability, with 39% of organisations using them as an assessment method (CIPD, 2017). Assessment centres are more effective if they done in conjunction with the reviewan interview, Although this method provides the ability to assess behaviour and demonstrate how individuals interact both as part of a team and during completion of activities (Taylor, 2019). The disadvantages of assessment centres are the time it takes to prepare, can increase the cost of the selection process and requires increased manpower to be able to run. Assessment centres are usually used with senior positions (Tayla, 2019).
The use of Ability and personality tests is also an increasingly popular method to assess candidate performance. The  advantages are that they are easy to collate due to them being electronic, I may provide the basis for discussion at the interview. The disadvantage of this method of assessment is that the candidate may choose the responses which they believe would be what you would want them to hear and also it needs a specialist to interpret the results (Taylor, 2019).        

Dismissal is when a contracts is terminated by the employer at the end of a fixed term contracts or in the case of constructive dismissal.  Fair reasons for dismissal include capability, qualifications, conduct, redundancy, statutory bans and some other substantial reason.  Capability relates to not having the health, skill, aptitude, physical or mental quality to carry out the role.  Employers are responsibility to ensure the an employee understands actions needed in event of capability issues.  Where performance standards are not met,  training should be offered before any disciplinary action is carried out.  (Daniels, 2019)
Dismissal due to conduct is classified as either misconduct or gross misconduct. The ACAS Code of Practice provides best practice guidance for employers to minimise unfair dismissal claims.  The employee should receive a letter in writing, outlining the reasons for disciplinary action, and  invited to a meeting, outlining the potential severity and attaching evidence to be discussed. The employer outlines allegations, giving opportunity to the employee to have their say. The employee must be informed of action being taken if there is any disciplinary action taken.  The employee does have the right to appeal. can. (ACAS, 2019)
The Burchell test determines if the dismissal for conduct was fair. The employer must have a genuine belief that the employee was guilty of misconduct, carried out a reasonable investigation and have reasonable grounds to dismiss.
Redundancy is potentially a dismissal, due to an organisational closure, change in demand, new technology, restructure or cost savings (Daniels, 2019). Consultation provides employees information of reasons, selection method, procedure, redundancy pay calculations and possible alternatives. Voluntary redundancy reduces the number of compulsory redundancies, but is not compulsory a offer (Citizens Advice, 2019). Redundancies are identified through a fair selection process including performance and length of service.  The criteria should not be discriminatory. Entitlement for statutory redundancy pay requires two years’ service and capped at 20 years. (Daniels, 2019)
Employees have the right to decide when they retire (Acas, 2019), with many staying in work for social interaction, stimulation and economic independence (CIPD, 2014).  Employers cannot mandate compulsory retirement (Acas, 2019), and should try to support employees who want to go part-time, with the possibility of changing roles and reducing responsibility (Wilkinson & Taylor, 2016).  In order to reduce the impact caused from skilled and knowledgeable employees retiring, the organisation should consider succession planning, reducing the impact when employees retire. Another consideration for an employer is to consider the use of consultancy, retaining the knowledge of the retiree. (Taylor, 2019)
https://archive.acas.org.uk/retirement  Acas, 2019, retirement 
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