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Question 1 

A labour market is the place where workers and employers interact with each other”. (The Economic Times, 2019). Labour markets can differ over time and it is dependent on the economy of the country. Generally labour markets are tight or loose. 

A tight labour market is when there are jobs available however there is very little people with the correct knowledge skills and behaviours available to fill the job vacancies. Generally, a tight labour market will mean wages will steadily grow as organisations are seeking for the right person. A tight labour market gives workers the power over organisations 

A loose labour market is when there are many people looking for work. In this type of labour market, the organisations can have a stricter recruitment process as they will have a huge talent pool to choose from. Organisations can find the correct recruits without having to raise wages to find the right employee.  

I will now look to compare labour markets in the United Kingdom and India. In the UK reported numbers published on show that there is an estimated 32.53 million people currently in work. (Clegg, 2019). The unemployment rate currently in the UK was estimated at 4.0% and it is estimated that 8.65 million people aged from 16 to 64 years who were not seeking for work or not working. “The UK labour market has proved its resilience to Brexit – Related uncertainty, with official data showing employment reached its highest level on record towards the end of 2018” (Ft.com, 2019). The Financial Times reported that the labour market in the UK is tightening however some organisations are reluctant to invest due to political uncertainty taken its toll on the UK Economy.

The CMIE (Centre for Monitoring the Indian Economy) reports the number of people employed in India in 2017 – 2018 was 406 Million, while unemployment rate was 4.66. The CMIE report suggests that employment rate in the first quarter of 2018 – 2019 will fall from 42.7% to 40.4% and unemployment rate will grow to 5.5%. This suggests to me that in India the labour market is loose and people are unable to find jobs. Many reports suggest the increase in population and slow economic growth is the cause of a higher unemployment. 

The Office for National Statics reports the amount of job vacancies has increased to over 700,000 in 2018, A big increase from 420,000 in 2012. This would suggest a tightening labour market when you compare 700,000 job vacancies and “1.41 million unemployed people not in work and seeking available work” (Clegg, 2019). In January 2019 The Washington Post reported India’s railroads had 63,000 job openings and this attracted 19 Million applicants for the role. This suggests to me that India’s labour market is extremely loose and organisations recruiting have a huge talent pool to select from. 
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Figure 1 shows the distribution of the workforce across the economic sectors in India from 2007 to 2017. The graph shows us in 2017 over 42% of people living in India work in Agriculture while only 23% work in industry. 

(Statista, 2018)
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When comparing the same graph in the UK we notice there is very little agriculture jobs. Figure 2 shows us 80% of people in the UK work in service industry in 2017 while only 1% of the UK workforce work in agriculture. 
(Statista, 2018)





From looking at the different workforce sectors of both countries, this has direct link on the average hourly wage of both countries. According to Paycheck.in the average wage in India is $2.09 per hour while the UK has an average wage of $13.60 per hour. I believe India has a low average hourly wage due to no minimum wage set by the government while in the UK in 2018 the national living wage is £7.83 per hour. 

It is important for organisations to understand the details of the labour market. This will affect recruitment & Selection, employee wages, organisational culture and company branding. 

If an organisation is planning a recruitment drive but in their sector the labour market is tight this may mean they have limited candidates to choose from. When recruiting in a tight labour market, organisations may have to use recruitment agencies or offer higher salaries and bonus to attract the correct people. An organisation in a tight labour market will have to look at developing internal talent pools or graduate schemes. When a labour market is tight it is important for organisations to create a positive employer brand to ensure current employers buy into the company and plan to grow with the organisation. According to (CIPD, 2019) “In the last two decades, ‘branding’ has become a central concept in organisational and social life. Many HR professionals have embraced the language and techniques of branding to help enhance their strategic influence and credibility and although the recruitment proposition was their starting point, today many recognise the value of a branding approach to the whole employee lifecycle as they seek to build an engaged workforce.” 

If an organisation finds itself in a loose labour market the recruitment process will be more selective and there will be a huge volume of applicants for job vacancies. Organisations can have stricter recruitment process and offer lower wages in order to find the correct people. With a high volume of applicants applying for jobs low performers in an organisation can be replaced easier which in turn may lead to higher productivity for the organisation over time. A negative to this could be that the organisation will create a “sacking culture” leading to employees being less engaged, high turnover of staff and higher stress levels. 

Question 2

According to Greg Clark “national workplace efficiency had plummeted compared to other European countries and the figures may worsen after Britain exits the EU”. In January 2017 the UK government introduced an industrial strategy in order to boost the UK’s performance and address skill gaps in certain sectors. This strategy would help young people in the UK develop skills they need to allow them to do the high skilled jobs in the future. The UK Government are planning to invest an additional £406 million in maths, digital and technical education, helping to address shortage of science technology, engineering and maths skills. The industrial strategy would also identify the industries that boost the UK economy and provide partnerships between government and those organisations to enable the UK to be a global leader.  The industrial strategy outlined 5 foundations that will help transform the economy. These 5 foundations are ideas, people, infrastructure, business environment and places. 

Trade unions will provide an important role important role in ensuring there is invest in the UK workforce. “The impact of government investment in the union learning for the period 2012 – 2015 was around £916million” (Towards a high-skill, high-productivity economy: the role of trade union-led learning and training, n.d.) From this investment the unions generated a return of around £9.15 for each £1 invested. This was then split between employees and employers. The Unions main role in this government investment was to facilitate access to learning and training for the UK workforce. The unions role was to make sure workers can assess multiple learning opportunities. Trade Unions understand there is a pressing need to improve skills for the work force and they aim to ensure people aged 16 – 65 reach minimum standards in English and Maths. 

As different technologies and trends have an impact on the work force, employers have an important role to ensure current employees are able to cope with the change. An employer’s role is to plan and implement processes to ensure each employee can better themselves or adapt to the work place. An example of this could be the introduction of AI in certain sectors. Employers would have to provide the current employees with training to be able have the skills necessary to carry out tasks with the help of AI and also to be skilled enough to be able to solve any problems with AI. Employers can also invest in the UK workforce by working with the government and education institutions to develop apprenticeships relevant to the skills needed to be able to improve the work force. Blue-chip companies such as currently offer Higher Apprenticeships in sectors such as engineering, accounting and digital & technology. 


Question 3 

“Workforce planning is a core business process to align changing organisations needs with people strategy. It is a process of analysing the current workforce, determining future workforce needs and identifying the gap between present and the future and implementing solutions so that an organisation can accomplish its mission goals and strategic plan” (CIPD, 2019)

In order for an organisation to have effective workforce planning all key stakeholders should be involved in the process. Stakeholders need to understand the short term and long term aims of the business and understand the relevant data in order to make decisions. 

The main principles of workforce planning are 

· Analysing the current workforce – This is identifying the current workforce and understanding the skills, knowledge and abilities of employees. This information will give stakeholders a view of the current employee’s views on organisational culture, job satisfaction and reasons why people leave the business.  An organisation should also analyse external factors to be able to make effective decisions. 

· Understand the organisation and operating environment – Will provide data on how the organisation currently looks and what changes will be made in the future if there is organisational growth or downsizing. If an organisation is considering expansion the role of HR could be to look at different scenarios in order to make effective decisions 

· Determine Workforce Needs – This is used to determine if there are any future skills that may be needed over a certain time period. This could also apply to any new technology that is need to help increase productivity. If new technology is introduced organisations will have to provide new employee training in order to best use the new equipment. \

· Identify Gaps in the workforce – “identify gaps in skills and knowledge to deliver future business plans” (CIPD 2019.) This will be used to retrain employees in order to meet the demand of new AI processes introduced into the work place. Organisations will need to plan to retrain employees in order to improve productivity. 

· Monitor and evaluate action plans and solutions – This principle will include all stakeholders in the organisation to develop appropriate objectives. From these objectives the HR function of the organisation monitor the processes to see if they are successful. 

There are many tools that can be used for workforce planning, these could include succession planning, talent management, multiskilling, demand supply forecasting and career planning. “Succession planning is the process of identifying and developing potential future leaders or senior managers, as well as individuals to fill other business-critical positions, either in the short- or the long-term.” (CIPD 2019). This is a way organisation can identify individuals capable of promotion to avoid loss in productivity if senior managers or managers leave an organisation. Succession planning will empower individuals enhancing job satisfaction. 


Question 5 

When an organisation is looking to fulfil a job vacancy there are many legal requirements they must follow. Such Equality Act 2010, Data Protection Act 1998, Disability Act 1995, Equal Pay Act 1970 and GDPR Act 2018. 

Equality Act 2010 

“The equality act legally protects people from discrimination in the workplace and in wider society” (GOV.UK, 2019). The equality act ensures consistency in what employers and employees need to do to make their workplaces a fair environment and comply within the law. This act extends to nine areas known in law as protected characteristics. The nine areas are age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex and sexual orientation. 
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The equality act will outline the different types of discrimination. 
The different types of discrimination are 
· Direct Discrimination 
· Indirect Discrimination 
· Harassment 
· Victimisation 

Figure 3 (M.acas.org.uk, 2019) will outline the types of discrimination and how they can be linked to a protected characteristic.  

In certain circumstances it may be lawful for an employer to specify that applicant for a job vacancy must have a particular protected characteristic. This is known as ‘occupational requirement’. An example of this could be to specify that an actor in a film role needs to be a young woman. 

General Data Protection Regulations 2018

This is a piece of UK legislation that’s designed to protect the privacy of personal data. It sets out obligations that organisations currently have if they handle information. “The law is a replacement for the 1995 data protection directive which until now set the minimum standards for processing data in the EU” (Hern, 2019). GDPR will mean that candidates have more rights than The Data Protection Act. The recruitment candidates have the right to be informed and organisations must provide fair processing information. “A key aspect of GDPR is consent.” (Thorpe and Thorpe, 2019). When a candidate applies for a role or uploads their personal details via an online portal e.g. www.indeed.co.uk, this is the candidate providing an organisation with the consent to use their data for decision making purposes. From this an organisation cannot use the data provided to send marketing emails. 

Selection Methods 

There are many recruitment channels available to organisations to be able to find potential employees. I am going to access the strengths and weaknesses of Advertising using Social Media and Using Recruitment Agencies. 

According to Statista 44 Million people in the UK in January 2018 used social media accounting to 66% of the population. For organisations this will give them a big opportunity to promote the organisational culture and brand when using social media to adverts job vacancies. “Social media Can be used to build good relationships with potential candidates and create a talent pipeline to fill future vacancies” (HR Tool: Employment Advice, Tips & Case Studies – WorkPocket, 2019). There are many types of social media organisations can use to recruit such as Facebook, LinkedIn, Twitter and Instagram. These platforms can be used to target different types of people and their experience within the work place. Social media can be negative for an organisation if the presence on the internet is poorly managed or gives an unprofessional environment, for example an organisation may have bad reviews on their Facebook page leading to candidates not applying. Using social media to recruit potential candidates may cause organisations to make judgement from an individual’s profile causing an unfair recruitment process. 

Another way organisation can recruit is by using Recruitment Agencies. This is possibly one of the best way’s organisations can recruit for skilled candidates. Certain recruitment agencies are specialists is certain sectors and will have access to a database full of skilled candidates. However, these candidates will come at a price. According to CV library “as a general rule, agency fees are worked out as a percentage of the annual salary of the position your hiring for”.  In skilled areas I believe organisations should look to use recruitment agencies as they may provide the company with the right person and this process will be done quickly. When an organisation uses recruitment agencies this may be more effective for the recruitment department as the recruitment agency will complete all the pre- screening and referencing saving the organisation time and money. However less reputable firms may adopt certain approaches and push wrong candidates on to organisations wasting time and resources. Another positive when using Recruitment agencies is that most agencies will have a no hire no fee policy which provides the organisations with limited risks 





Question 6 

According to (CIPD,2019) “Employee turnover refers to the proportion of employees who leave an organisation over a set period (often on a year-on-year basis), expressed as a percentage of total workforce numbers.” 

Employees will leave organisations for many reasons; these reasons can be listed as 4 types of employee turnover. These are known as 
· Voluntary – Employee leaves the organisation on their own volition e.g. accepting employment with another organisation. 
· Involuntary – The employee leaves by termination for poor performance or absenteeism. 
· Functional – When an employee has a poor performance and this employee is replaced by somebody who will meet and exceed organisations goals leading to an increase in productivity. 
· Dysfunctional – This type of turnover will hurt an organisation. The employees who may be leaving an organisation could be top performers who have a direct effect on profit. Other employees who leave may have a set of skills which the organisation will find difficult to replace. 

Push and pull factors have an effect on employee turnover and why employees leave an organisation. Examples of pull factors could be the attraction of a new position within a different organisation or a higher salary offered by another organisation. If an employee decides to leave an organisation as they see there is something wrong with the current employer such as poor policies or a negative organisational culture this is a push factor. According to (Resourcing and Talent Planning, 2017) “More than four-fifths of organisations had challenges retaining one or more category of staff in 2016, and this represents an increase from previous years; however, just two-fifths of organisations undertook specific initiatives to improve staff retention in 2016.”

An example of why employees will remain with an organisation is the phycological contract between the employee and employer. “The psychological contract is based on employees’ sense of fairness and trust, and their belief that the employer is honouring the 'deal' between them.” (CIPD, 2018). It is important for employers to follow through on any promises made to employees in order for them to trust the managers, directors and organisation, however sometimes these are unavoidable for example legislation that changes in the profitability of an organisation. Examples of managing the psychological contract could be
· Employer Brand 
· Communication between Managers and employee 
· Career Development 
· Management Style
· Managing expectations 
· Measuring employees’ attitudes. 



Cost Associated with Dysfunctional Employee Turnover 

As mentioned above if an organisation loses a top performer this can have a direct effect on the profitability of an organisation. These costs can come from recruitment and selection to find new employees, productivity costs if the replacement has not been hired or trained effectively, training and admin costs and potentially loss in directs earnings due to the expertise of the departing employee. According to a report (Acas.org.uk, 2014) “On average the cost to employers of replacing a single member of staff is more than £30,000. The Analysis from Oxford Economics found that by the far the greatest expense more than £25,000, comes from loss in productivity caused by the time it takes – 28 weeks on average for the new recruit to get up to speed.” 

“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) I will now look at two different types of methods used by organisations unorder to retain employees.

Recruitment and Selection. 

I believe recruitment and selection is an important part of retaining employees. The job advert used on various job platforms has to be honest, detailed and give a good insight into the job role. If a candidate applies for a role as a customer service agent but when they start the job and the role is different to the way they it has been described during interview this may mean the employee will leave the role quickly and trust between the employer and employee may be broken from day 1. This is backed up by (Recruiterbox Blog, 2019)
“If a candidate is misled during the recruitment process, the organization runs the very real risk of losing them in the near future.”. Another tool used during the selection method is a to spend more time looking at candidate’s job history. If a candidate has had various jobs in a short space of time this may mean they are not individuals who commit to organisations and you have to weigh up if it is worth investing time into those candidates. Another aspect of recruitment is to look at stats to see what has worked previously, for example which recruitment channel was most effective. 

Induction 

If induction is not done effectively this can mean new starters will leave and organisation quite quickly. “Generally, this is because of vague work expectations and difficulties integrating into the new work environment” (Initiafy, 2014). I believe that if Organisations build an effective induction process which encourages, employee engagement, outlines of company policies and the right knowledge to be able to do the job effectively this will help improve retention. “This is because a quality induction gets employees up to speed faster and builds confidence in the organisation. Because of this new starters feel empowered to do their job and are comfortable in the workplace, resulting in lower turnover rates.” (Initiafy, 2014). 


Question 7 

Dismissal 

According to (CIPD,2018) dismissal of an employee occurs when:
· The employer terminates the contract, either with or without giving notice,
· A fixed term contracts ends and is not renewed 
· The employee leaves with or without giving notice, in circumstances in which they are entitled to do so because of the employer’s conduct. 

Some of the most common reasons for dismissals in the UK are Misconduct, capability and absenteeism. Organisations should use fair and consistent procedures when dismissing employees and it should be the last resort. Employers should carry out the relevant investigations in order to establish all the facts before acting. Organisation should clearly outline the policies and processes and make sure employees and managers understand these for disciplinary issues. 

Unfair dismissal is a term used if an organisation does not have a good reason for dismissing an employee. Dismissal can also be unfair if your employer does not follow the company’s formal disciplinary or dismissal process which will be outlined in the employee handbook. 

“Constructive dismissal is when you’re forced to leave your job against your will because your employers conduct” (GOV.UK, 2019). These reasons could be if your employer does not pay you or suddenly demote you for no reason, force you to accept unreasonable changes to how you work or let other employees harass or bully you. 

Dismissal Good Practice Diagram 
Redundancies 

According to (Acas.org.uk, 2012) “For entitlement to redundancy payments under the Employment Rights Act 1996 redundancy arises when employees are dismissed because 

· The employer has ceased or intends to cease, to carry on the business for the purpose of which the employee was so employed; or 
· the employer has ceased, or intends to cease, to carry on business in the place where the employee was so employed; 
· the requirements of the business for employees to carry out work of a particular kind has ceased or diminished or are expected to cease or diminish; or 
· the requirements of the business for the employees to carry out work of a particular kind, in the place where they were so employed, has ceased or diminished or are expected to cease or diminish.” 
If an organisation needs to make redundancies they must conduct a redundancy procedure and allow trade union and employee representatives to contribute their views and ideas. The redundancy procedure should include 
· Statement of intent towards maintaining job security 
· Details of consultation arrangements with trade unions or employee reps
· The measure of minimising compulsory redundancies 
· General guidance on the selection criteria to be used when redundancy is unavoidable 
· Details of severance terms 
· Details of relocation expenses 
· Policy of helping employees obtain training 
This procedure will provide a joint agreement between the organisation and employees and reduces the likelihood of conflict and the possibility of misunderstanding. 
Retirements 
In the UK in 2019 for most jobs there is no longer a legal retirement age set. However, organisations can still set a retirement age if it can legally prove the need. “So, few employers do this apart from for some roles which are physically-demanding and/or involve public safety” (Acas.org.uk, 2019). Organisations can talk to employees, no matter what age about their work plans in the short/medium and long terms. The best time to ask these questions could be during appraisals or performance meetings, meaning there are documented and done in a professional manner. 

“Employees may choose to retire voluntarily at any time and this should be treated as a resignation.” (Peninsula UK, 2016). Retiring employees should give the required contractual notice, alternatively the employer can choose to introduce a voluntary retirement policy and include a requirement for longer notice period. Employees should formally notify the organisation of the date they wish to retire and they should take part in an exit interview if this process is completed with other leavers. 
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Establish the facts 


Inform the employee of the problem 


Hold a meeting with the employee to dicuss the problem and allow the employee to be accompanied  


After the meeting decide appropriate action 


Provide employees with an opportunity to appeal 


image3.tiff
Age Direct Indirect Harassment | Victimisation
9 covered covered covered covered
Disability* Direct Indirect Harassment | Victimisation
Y covered covered covered covered
Gender Direct Indirect Harassment | Victimisation
reassignment | covered covered covered covered
. Direct covered
nl.\:’il\e/]iﬁnage and (but not by Indirect Harassment | Victimisation
artnershi association or | covered not covered | covered
P P perception)
Pregnanc Direct covered
andg Y (but not by Indirect not | Harassment | Victimisation
. association or | covered not covered | covered
maternity -
perception)***
Direct Indirect Harassment | Victimisation
Race
covered covered covered covered
Religion or Direct Indirect Harassment | Victimisation
belief covered covered covered covered
Sex Direct Indirect Harassment | Victimisation
(gender)** covered covered covered covered
Sexual Direct Indirect Harassment | Victimisation
orientation covered covered covered covered





image1.tiff
100%

B PRNER HNED HIGE USROG ST g _

20.62%20.72%] ) %
2072721 3372151 3 a5l ool 2o 23.94% 00 53 5%
50%

23.72% 8>3 70%

EE °° % > 10 5238 Is1.52%) a3 GO BeR e BOW a

2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017

Agriculture @ Industry @ Services




image2.png
22.19% 76145%!

76192%

19.61% 7,912 8%

19.21% $79%579%)

19.18% 7916%

19.07% $79%75%)

18.87% 8008%!

18.97% 7,9%7.8%

18.66% 801211%!

18.46% 80%42%

18.36% 82153%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%  110%

Percentage of the workforce

@ Agriculture @ Manufacturing Services




