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1.0 – Understanding the labour markets 
“A labour market is the place where workers and employees interact with each other. In the labour market, employers compete to hire the best, and the workers compete for the best satisfying job” The Economic Times (2019). The labour market functions with the supply and demand of labour by an organisation, so labour is needed and by the organisations and the supply is the worker supplying the labour. This is influenced by bargaining powers.
It is critical for organisations to know the labour market they are operating in to attract the right people they need. When recruiting organisations can review sources to assess the labour market such as statistics regarding the number of people in work, Employment/unemployment rates, economic inactivity and productivity levels.  These statistics can be found on the CIPD or the Office of national statistics for example.  (CIPD 2018)
There are many factors which affect the labour market with the change in industries such as:
· Globalisation
· Technology
· Mobility
· Millennials/Demographics
· New Behaviours
  1.1- The labour market trends in the UK and Germany
· The UK Labour Market
The Labour force survey demonstrates that between June and August 2018 also September 2018 the number of people in employment in the UK has risen.  Approximately in September to November 2018 there were an estimated 32.53 million people in employment, this has risen by 141,000 to the previous year.  The unemployment rate in the UK was at 75.5%, this has also increased as it was 75.3% the previous year. This is seen as the highest employment rate since 1971. There was also an estimated unemployment rate of 1.37 million. This figure includes those not in work but who are available/seeking employment. This has seen a change as 68,000 less than the previous year. This survey showed that the weekly earnings for employees in the UK have risen by 3.3% than the previous year also the average weekly earnings for employees has risen by 1.1%  (Office of National Statistics 2019).
· German Labour Market
Between the 1990s and the 2000s the labour market in Germany was known as the sick man of Europe as it was in a poor state, today the labour market is in a good state and is commentated as a miracle (IAB – Forum, 2019). The German labour market has seen a turnaround in unemployment rates, Germany being one of the highest in the EU in the early 2000s which have significantly reduced.  In December 2017 the unemployment rate was 5.3% seeing change of -7.1% (European Commission 2019).  The German labour market has seen a rise in the employment working age for adults has risen, the older workers have seen an increasing number in the employment rates as we gain ageing workforce which is profiting into higher employment levels. The overall success and the turnaround of the labour market were found that it has become apparent once people in Germany become unemployed, they are at higher risk of not going back into employment over any other countries in the EU (IAB – Forum, 2019). According to the IAB – Forum (2019), Germany has also seen a challenge with high numbers of people emigrating to Germany. Introducing these to the labour market will thrive in the mid to long term and will help the unemployment rates and long term will overall strengthen the supply of labour with the new opportunities and skills.

  1.2 The significance of a tight and a loose labour market
“The market demand for labour is measured by the number of people in work (employment), how much they work (hours) plus the number of unfilled job vacancies. Supply is measured by employment plus the number of people who are looking for work (unemployment) “ CIPD (2019). 
This can is labelled as a tight and a loose labour market.  A tight labour market is where high unemployment levels with not enough people to fill these roles with specific skills needed. The demand for people outstrips the supply of labour. A tight labour market is where the employees have more bargaining power for example with pay rates, annual leave or other employee benefits. A loose labour market shows a high unemployment rate, e.g. in 2008. This is where the skills are readily available and the demand for the jobs outstrips the supply of labour and is where the employer has increased bargaining power. Employees will take positions and not bargain e.g pay rates.
it would be identified that Germany and the UK are operating within tight labour markets at present given the statistics above, As both countries are showing high employment rates for those in employment.

1.3 How organisations position themselves strategically in competitive labour markets
Within a competitive labour market, it is the organisations best interest to position themselves strategically to attract the correct talent and gain an advantage over their competitors.  As stated in Roberts (2008) selection works in two ways, It’s all about matching people with roles.   Organisations know all about the jobs they have but know little about the candidates applying, and works in the opposite way for the candidates.  An excellent team of recruiters ensures there is a high level of self-selection in the overall recruitment process, and all candidates are given enough information to opt in/out of the process. The process begins with advertising the roles also the organisation will make a strategy to market its employer brand.  This can be seen as organisations as buyers in the labour market and the candidates as the seller of their labour.   

As stated on the CIPD (2018) “All organisations have, consciously or otherwise, an employer brand. It's the way in which organisations differentiate themselves in the labour market, enabling them to recruit, retain and engage the right people. A strong employer brand helps businesses compete for the best talent and establish credibility. It should connect with an organisation’s values and must run consistently through its approach to people management”.  

Higgs (2004) said that employers have a lot to gain from segmenting their market and positioning themselves strategically. He created the strategic choice model which presents four strategies as shown below in Diagram 1.0
Diagram 1.0- Higgs Model 
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Taylor (2014)
Higgs identified 4 strategy choices and 2 variables which is the amount of money the organisation is willing to pay, also the culture which the employees are treated professionally and ethically (Taylor 2014). By organisation’s identifying employer brand this can gain advantage over competitors and will result in becoming an employer of choice. Organisations look at competitors in and benchmark any competitive advantage they have with other companies e.g. bonuses and pay rates. Being an employer of choice is where organisations meet people’s needs with a great job and being a great place to work. This is creating a good work environment, where people want to work and have good work prospects such as training, progression and working with a good management team Purcell et al (2003) as cited in Armstrong and Taylor (2014).  
An example is Netflix. Netflix was named as an employer of choice and is known for its well-driven culture and efforts towards its employees (HR Dive, 2019). Becoming an employer of choice can develop a good impact on the business and make The Times best 100 companies to work for in the UK such as EE and Admiral (The Sunday Times, 2019)












2.0-The role of Governments, Employers and trade unions in ensuring future skills needs are met
HR Professionals play a large role in developing future talent as an employer, as well as governments and trade unions. The CIPD offers support and shows issues for the younger and older generations and also organisations trying to build talent within their own organisation (CIPD 2019). As stated by the CIPD (2019) UK employers are struggling to fill roles with the level of skill needed by candidates, due to the skill and labour shortage. In an interview held with the CEO of Adecco, he stated that it is positive for employees doing research on how to upskill their staff with the investment from apprenticeships and retraining schemes. Also, more employers need to look into this, to plan and invest in their staff. 

2.1	– Governments
People Management (2019) in an article from 2017 discusses the government’s industrial strategy paper in which ways were identified to boost the earning potential of those workers lacking in the skills identified within the country’s skills and training deficit. The government’s role is to identify gaps and focus on growth areas e.g. AI , life sciences, construction and the automotive sector.  UK Government is investing £64m in a new industrial strategy which supports upskilling people in digital and construction training and a further £406m in areas such as digital and technical education  (People Management, 2019). The CIPD asks the government to support technical education and the apprenticeship system, this is more flexible and convenient to employees/employers. This is a responsive way of gaining skills due to the number of apprenticeships dropping and will deliver better quality jobs.
2.2	– Employers
“Organisations play a key role in increasing the skill levels of the workforce which, alongside other factors, can help to improve productivity and economic prosperity. To ensure sustainable and effective talent and succession planning, organisations 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 (2019).   For businesses to be successful it is important that the needs are meeting the current and future demands.  This ensures that the businesses create a workforce that is successful and productive having a talent management system in place and participate in succession planning CIPD (2019).
2.3	–  Trade Unions
Trade unions can be seen as the solution to ensuring future skills needs are met.  Trade unions having collaboration with labour management is critical to developing skilled workers. This also creates higher jobs and higher salaries, Trade unions play an important part in representing workers at the bargaining table and are critical to developing a smart and skilled workforce (Education and Skills Today, 2019) 






3.0- 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 so that an organisation can accomplish its mission, goals, and strategic plan” CIPD (2019). The CIPD (2019) states that workforce planning is about hiring the correct number of people with the correct skills at the correct time and the correct cost to help deliver the businesses organisations objectives in the short and long term. Also defined as Human Resource Planning (HRP). This is critical to match up the organisation's needs with its employee strategy, This can be a simple process adapted to each organisation which focuses on certain areas organisations feel challenged in. 
HRP is critical to organisations as can help in a number of situations e.g. provide assistance in future recruitment needs, collate training plans or competency required, discuss promotion/develop succession plans, monitor staff costs, identify/eliminate redundancies and improve employee retention (CIPD 2019). 
Armstrong (2014) stated workforce planning can attract and retain the right number of employees with the correct skills and competencies needed, help develop a trained and skilled workforce and will also help reduce depending on recruiting externally when skills needed are in short supply to develop within the workplace.
Taylor (2016) identified there are 4 stages in the HRP process:
1. Forecasting future demand for HR
2. Forecasting future internal supply of HR
3. Forecasting future external supply of HR 
4. Formulating responses to these forecasts
There are many activities which organisations use to carry out workforce planning e,g.  Succession plans, career planning, flexible working, skills audit/gap analysis and also demand supply forecasting. Here are two discussed:
What is demand supply forecasting?
Marchington et al (2016) states there are two techniques for forecasting future demand for labour, 1 the objective and 1 the subjective.  This relies on the estimate of past trends but also takes into consideration the shifts that have taken place due to the change in technology and organisational goals.  The past ratios decide on how much or what type of labour is needed in the future. 
What is flexible working?
Flexible working is a way with employers are employing employees in which is more suitable to their needs (GOV UK, 2019). This can help build a flexible workforce within the organisation and help attract more talent. The organisation can provide flexible working by offering some of the following:
· full and part-time work or changing existing employees’ hours
· Changing the hours to work around staff e.g school time hours 
· Working from home
Citizens Advice(2019)


What are succession plans?
Succession planning is a way organisations can identify and develop existing employees’ critical roles within the organisation in the short and long term. Using these can effectively identify if a critical member of staff left the organisation who will be likely to fill this position immediately or in the next few years. Succession plans can identify any training/development needs or highlight any work experience needed to be identified with the future key roles within the organisation (CIPD ,2018).


























4.0- The Legal requirements in recruitment and selection
As stated by the CIPD (2019) there is not just one particular that covers recruitment and selection. There are various acts that covers recruitment and selection that when going through the recruitment process employers need to take into consideration as well as with existing employees.
It is not seen best practice and “against the law to treat someone less favourably than someone else because of a personal characteristic such as religion, sex, gender reassignment or age” GOV UK (2019).  This can include discrimination such as not recruiting a certain person, choosing a specific person for redundancy, not having a justified reason for a worker being paid more/less than another.  This discrimination can also be unintentional such as having different working conditions to one group of workers to another.
There are many key legislation that cover aspects of recruitment and selection such as The Equality Act (2010), Data Protection Act (1998) and May 2018 GDPR update but due to restrictions of word count the following two will be discussed:
What is the Equality Act (2010)?
The act came into force in October 2010. It had replaced previous legislation such as the Race Relations Act 1796 and the Disability Discrimination Act 1995. The act ensures organisation and its employees has consistency and what they need to do to make their workplace coherent to the law and a fair place to work ACAS (2019). The equality act underpins a list of criteria that meets discriminatory measures such as bullying or harassment and discriminating directly/indirectly against someone unless there is a justified reason. The Act also lists exemptions such as priests, monks, nuns or political parties that run all women or all gay shortlists. 
What is the Data Protection Act (2018)?
In the UK the Data Protection Act (2018) and in May 2018 this was updated and reflects the General Data Protection Regulation known as GDPR.  These two acts are linked and must be read/understood together. THE GDPR update covers the framework governing businesses who hold data on any EU Citizens within their organisations. This underlines that everyone responsible for using any individual’s data has to follow strict principles for example that the data is used fairly, lawfully, used for specific and explicit purposes, kept for no longer than necessary and also handled securely. Also, under the Data Protection Act (2018) this also allows people to have the right to know what information an organisation or government is keeping about them. They also have the right to access this any time, have data erased, know what this data is being used for and stop the processing of their data (GOV UK, 2019).







5.0- Recruitment and Selection
The CIPD (2019) states that “Good recruitment is vital for every organisation - finding the right people for the right roles at the right time. It ensures that the workforce has the relevant skills and abilities for the organisation's current and future needs. Effective recruitment is not just about filling an immediate vacancy but about having an impact on longer-term issues, such as future skills development, organisational performance and employer brand”. 
Recruitment is about attracting and selecting individuals for the role. It is crucial for organisations and its performance that recruiting the right candidates is an important activity for everyone who takes part in this process. Those who are involved should have the right knowledge and skills to contribute to the effective decision-making process involved.  (CIPD 2019 and Searle 2003).
Selection is an effective process that organisations ensure that candidates have the right skills needed for the job. This selection process contains two stages
1- Shortlisting
2- Assessment
The 2 stages of the process employers are required to treat candidates without discrimination or bias and are decisions are to be made based on the candidate’s ability to carry out the role correctly, effectively (Roberts, 2004).
There are many methods in which organisations use to carry out recruitment and selection. When applying for a new role many people expect to complete the usual application form, attend an interview and then offered the position subject to any references. These three methods are known as the “classic trio”. This is a traditional approach which is often used by many organisations and there are also other tools that can be used which have greater power over the traditional tools and are fairer (Taylor , 2005).
These are examples of methods that employers can use effectively for their recruitment and selection process:
· Social networks
· Assessment Centres
· Chat Bots
· Psychometric Testing
· Online job boards and websites
· Personality profiling
· Recruitment agencies
Due to the restricted word count 2 are going to be discussed:
· Social Networks
 Robert Half (2019) said in 2018 94% of creative executives used social media for recruitment.  This includes networks like Facebook, LinkedIn, Instagram and YouTube.  Using social media tools allows organisations to promote themselves and connect with those looking for jobs. People start and end their day using social media and is a way to attract those who are looking for new roles as well as passive lookers.  Using social media has advantages and disadvantages shown in Table 5.1 :

	Table 5.1 – Social Networking- Advantages and Disadvantages

	Advantages:
	Disadvantages:

	· Opportunity to attract passive job seekers
· Attract a world-wide range of audience
· Cost-effective

· Can build relationships with prospective candidates

· Allows you to promote the organisation
· A good way of connecting to all generations


	· Easy to attract the wrong talent
· No human interaction/ no personal touch aspect
· This may put off prospective employees using social media
· Not everyone uses social media
· Can fail to identify the clear difference between professional and personal use due to the information held on perspective candidates profiles
· May not be seen as professional and allows people to discuss the company on social media 




Randstad (2019)
· Recruitment Agencies
Organisations use recruitment agencies to seek candidates. Recruitment agencies act as a middleman between the organisation candidates and work for the organisation to find the candidate with the skills and knowledge needed for the role (Prospects, 2019). There are many advantages and disadvantages to using recruitment agencies shown in table 5.2:

	Table 5.2: Recruitment Agencies – Advantages and Disadvantages


	Advantages:
	Disadvantages:


	· Cost effective- some agencies offer a no hire, no fee policy
· Can save the organisation time by handing this over to an agency
· Applications have already been pre-screened by the agency before going to the employer so no wasting time viewing poor applications

· The vacancy does not have to be known to the public

· Could be a quick process 
· It is often found candidates prefer to speak to a middle man rather than directly to the organisation. 

	· Using one agency can be restricted

· Can be expensive – as sometimes agencies charge high fees depending on the role
· Can be biased by the agency
· Candidates may prefer to be employed directly by the organisation
· Candidates may prefer to speak to the organisation directly not to the middle man (Agency).


Randstad (2019)



6.0	-Employee Turnover and Retention
 “Employee turnover refers to the number or percentage of workers who leave an organization and are replaced by new employees” Small Businesses (2019).  Retention is all about how the employer retains its employees and this is measured by the number of employees with their length of service expressed as a percentage of the total workforce numbers (CIPD 2019). According to the CIPD (2019) there are many reasons why people choose to leave and remain organisation.  These can also be identified as the push and pull factors. 
According to Taylor (2014) the pull factor mainly takes place when the attraction of  new employment pulls them. This could be in a situation where an employee is happy within their position but still decides to look for a new position and move on. This could be for many reasons such as better pay, better prospects or job security or simply to gain more experience. The push factor is one of the main reasons why people leave organisations which portrays the idea that there is something wrong with their employer as to why they are leaving. This is often the type where an employee leaves to go to another organisation not knowing much about them but just leave to go to a better job as they no longer enjoy their current role. This could be down to a number of reasons such dislike of the culture, restructures within the organisation, lack of career opportunities, do not get along with other employees/management or are generally fed up or bored of their work (Taylor, 2014)

There are reasons why people remain in organisations such as they enjoy their role, career development/progression, they are comfortable in their role, their work-life balance/work hours suit them and their family needs, good pay, good employees and good management team who supports them. Another reason people choose to remain in organisations is the physiological contract between employers and employees.  This is about the relationship with between employer and employee. This is about the expectations, requirements and beliefs by both.  (CIPD , 2019). 
Employers can work out their employee turn over rate by working out its number of leavers x 100 then dividing this by the average number of employees hired in this period (Breathe HR,2019). 
There are 4 types of employee turnover according to Small Businesses (2019):
1. Involuntary
2. Voluntary
3. Functional
4. Dysfunctional  
Due to restricted word count dysfunctional will be discussed.  This is when an employee important to the business leaves. This could have a high impact on businesses associated with costs such recruitment costs, loss of business/ contacts they may take with them, losing their skills and knowledge, training costs to upskill new staff and effect to business productivity (Taylor, 2014). According to Breathe HR (2017) studies showed that it cost around £30,000 recruit new employees and train them, this does differ for senior roles.
Many organisations put strategies in place to help reduce their turn over and retain their staff, for example, making them for appealing to their competitors offering such things like better pay, better benefits, good recruitment and induction process, being flexible employers, good career development and progression, consulting employees, paying attention to employees and their well-being and treating people fairly (CIPD, 2019).   Now two of these will be discussed giving their advantages and disadvantages below.
	Table 6.1- Flexible Working 

	Advantages
	Disadvantages

	· Allows the business to hold on to valuable staff
· Attracting a wider talent pool
· Reduces absenteeism
· Offers a better work-life balance to employees

· Business opening hours could be extended 
· May account in high commitment from staff leading to better productivity level

	· With working in short hours employees may not give it they're all in the short space of time working
· Maybe harder for smaller businesses to facilitate this
· Many employers want consistency
· There is no clear boundary between work and home
· 


HR Zone (2019)
	Table 6.2- Employee benefits

	Advantages
	Disadvantages

	· Helps retain employees
· Employees often choose rather than a higher salary
· Organisations get tax advantages on benefits such as insurance or pension schemes

· Offering health insurance may lower the number of sickness absence 
· Stands out from competitors

	· Smaller businesses may not able to accommodate higher benefits packages
· The more benefits the company offers the higher admin costs
· Can be expensive as prices may rise from year to year



Find Law (2019)














7.0 – Retirement, Dismissal and Redundancies
Retirement
All employees have the right to decide when they want to retire. There is now no longer a set age for when employees are to retire, this was abolished in 2011. For most jobs, there is no longer a set age although employers can set a retirement age if they can legally justify this (ACAS, 2019). Today there is an ageing workforce and the longer life expectancy is rising reflecting people work for longer (Taylor, 2014).
According to ACAS (2019) it is best practice for employers not to start a discussion or prompt as to when an employee is to retire, ask employees when they are planning onto retire or suggest and put pressure on retirement.  If an employee suggests this to their employer then this is fine. It is also best practice for employers not to treat an employee different to any other employee as they are close to retirement or planning on taking retirement, suggest taking retirement in a dismissal process or change an employee’s contract once they are entitled to their pension.  This is also covered by the Equality Act (2010) covering age discrimination and also the Employment rights act (1996). If organisations do not abide by these, this is seen as bad practice and can lead to legal implications.
Redundancies
Redundancies take place when an organisation needs to reduce their workforce, this is a form of dismissal, this can take place due to certain business or economic events take place needing to make a workforce reduction or if an employee’s job is no longer needed (CIPD, 2019). According to the CIPD (2019)  “An employee is dismissed for redundancy if the following conditions are satisfied - the employer has ceased, or intends to cease, continuing the business, or the requirements for employees to perform work of a specific type, or to conduct it at the location in which they are employed, has ceased or diminished or is expected to do so."

It is best practice employers follow the correct procedure which every employer should have, this may vary for different organisations and follow the following steps as a minimum as the procedure:

· Planning the process
· identifying employees for selection
· any volunteers
· consulting employees
· identifying staff for redundancy
· appeals and dismissals
· suitable alternative employment
· redundancy payment
· offering counselling and support                                                                                 CIPD (2019)

It’s also best practice that employees are entitled to their rights under Employment Law and followed by the fair procedure then employees are entitled to a redundancy payment and a notice period of payment.  If not followed, employers could face unfair dismissal claims (ACAS. 2019) or if they feel they have been made redundant and feel discriminated in any way for their age, gender etc this could be under the Equality Act (2010)  (GOV UK, 2019).
Dismissals
Dismissals of employees happened when an employer terminates the contract of an employee with or without notice, ending of a fix term contract which has not been renewed or when an employee leaves without giving notice. (CIPD, 2019).  According to the CIPD (2019) the most common reasons for dismissal are misconduct, redundancy or incapacity to complete the role.  For all organisations, it is best practice for a fair dismissal process so that employees are unable to make a claim of unfair dismissal. A fair/best practice dismissal must be for one the 5 reasons:
· capability or qualifications
· conduct
· illegality or contravention of a statutory duty
· some other substantial reason
· redundancy                                                                                                  CIPD (2019), Taylor (2014)
It is also best practice for organisations to follow the ACAS Code of Practice and also the Employment Rights Act (1996) (ACAS, 2019). If these guidelines are not met then this could lead to not good practice and could leave into further implications for the business such as appeals and tribunals.
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9.0 -Appendix

9.1	- Career development plan
My contribution to the career development plan was sitting with my line manager and discussing a career development plan for myself and my future working in Fieldbay to develop my experience in HR.
9.2	- Succession Plan
My Contribution to this succession plan was facilitating a meeting with the senior management team and Head of HR and putting a succession plan in place for the critical roles at our head office.
9.3	- Downsizing of organisation evidence
My contribution to the downsizing of an organisation was being part of the HR team in holding a meeting with the management team and staffing team at Heathfield lodge, to discuss the downsizing of staff at their workplace and the process that was taken to do this.
9.4         – Job Description evidence
My contribution to the job description was reviewing and updating a job description that Fieldbay currently has in place for a recent role we have currently filled. The job description was reviewed to ensure it meets best practice and carried out these amendments as seen in red.
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Week 2: Part 1: Employer Branding

Session Slides: Employer Branding
GD Journal Article: Branding: A New Performance Discourse for HR?

The Higgs Model is referred to on page 369 of the 6th edition and page 439 of the 5th edition of Taylor's, Resourcing and Talent Management.
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Proving the Value of Employer Brand





