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[bookmark: _GoBack]Understanding Resourcing and Talent Planning
As suggested by Wilkinson and Taylor, HR professionals are expected to be able to contribute towards creating and developing a workforce which would have the ability to meet personal and organisational goals (2016). 
This involves numerous HR functions which are either includes as specialist of generalist roles, it is dependent on the size of the organisation. 
1. An employee is emigrating and asks you if the labour market trends of their destination country are the same as in the UK. Describe the key contemporary trends in both the UK labour market and in the labour market of any other country. 
When considering the labour market, this is a term that is used to describe prospective employees that are searching for employment and what they would require from their employers (Wilkinson and Taylor 2016). 
To target candidates for specific roles within the organisation, the HR department would need to consider the skills set required from the role from specific sources of labour. For a lower skilled role, the organisation would look in the local market and national and/or international for more specialist positions. An organisation can also look for candidates that are not currently in the workplace, this would include school leavers, graduates or the economically inactive (CIPD A).
The ONS published their statistics for Winter 2019/20 in February 2020. At a record high, 76.5% of people living in the United Kingdom aged 16-64 were employed with 3.9% currently unemployed. (ONS 2020). It is possible to suggest that the United Kingdom is currently in a tight labour market by employment levels being at its highest with individuals remaining in their roles and competitors finding it difficult to fill their positions as potential candidates have more opportunity to bargain for a desirable position. To allow organisations to have a supply of candidates with preferred skills sets, HR professionals would need to be inventive and work on their recruitment approach during this period by considering the structure of the organisation and potential for secondments, actively promote the organisation or work with local colleges or universities to target a source of labour (Taylor and Wilkinson 2016).
In comparison to one of the largest economical countries in the world, Germany’s employment levels have also increased over the years. In July 2019, their employment rate was 77%, an increase of 0.5% from the previous calculation at the beginning of the quarter (Trading Economics 2019). Similarly to the UK, unemployment levels have continued to fall over the past 5 years with a current rate of 3.2%. 
At the end of December 2019, there were 810,000 vacancies available against 8.48 million economically inactive candidates. During the 1960s, there was a large increase in children being born and the time is largely known as the ‘baby boom’ (Taylor and Wilkinson 2016). Since then, there has been a decrease in the number of children being born but an increase in individuals reaching retirement age. The Government have attempted to reduce the number of retirees by increasing the retirement age for females to be equal to men (CIPD B 2019). An extraordinary high of 15.61 million woman are working full-time within the United Kingdom which can be considered to be an impact of flexible working initiatives and shared parental leave. 
The number of economically inactive candidates includes individuals within education. A trend affecting this statistics is the increase in young people staying within education for a longer period of time. Germany have taken advantage of this perspective by conducting dual vocation training. Although Germany has a lower amount of vacancies of 668,063 in January 2020, the training allows young individuals to be able to spend half their time within the workplace and the remainder of their time in a vocational school (Facts about Germany n.d.). This allows organisations to employee individuals and develop them to have the skills required for the business to grow and prosper.
The industry with the highest number of vacancies fall within the Human Health and Social Care Activities sector (ONS 2020). Germany concurs with this notion and advises that there currently more vacancies within Elderly Care and Health Care than unemployed persons (Eures 2019). A recent report published by Chirgwin demonstrates that these are low level skilled roles with a lower average salary than most other jobs within the UK (2019).
On 31 January 2020, the United Kingdom left the European Union. Brexit has loomed an uncertainty for HR Professionals and their recruitment processes with 7% of the workforce from the EU. To overcome the current tight labour market, CIPD have reported some private organisations have increased their salaries to support their recruitment difficulties (2019). Many shared that they have continued to recruit EU nationals within their organisations as they have been the most suitable person for the role. Although, the introduction of a new migration system from 2021 would see organisations having to contemplate and review their workforce planning.

2. A new HR Assistant asks you to explain the following aspects workforce planning;
· Key principles of workforce planning
· Tools used in workforce planning
· How to develop a basic people plan, including succession planning.

When considering the future workforce of an organisation, HR professionals would need to be able to create an implement strategies to ensure that current and perspective employees have the correct skills and talent to be able to meet future demands (Wilkinson and Taylor 2016). It is sometimes referred to as human resource planning and the requirements of workforce planning can differ from each department but they are all able to follow the four stages of talent planning;
1. Forecasting demand
For an organisation to project the future demands of the organisation, managerial staff will have a clear input with Senior Management in answering what undertaking would be required from employees, could this be incorporated into current roles and what further development would they need to fulfil their positions.  It will also include reverting back to past trends, reviewing the growth of the organisation and considering budget flexibility in being able to meet the demand (Wilkinson and Taylor 2016). It is an organisation-wide decision which would involve most stakeholders.
2. Forecasting supply
Following a review of the needs of the organisation to meet its future demand and growth requirements, it is suggested that and evaluation of the current composition of the workforce be completed (Weeks 2019). The review would take into consideration the number of employees, their roles, costs and the composition of this across each department. This is from the perspective of the organisation but it can also include the thoughts and feelings of employees i.e. their enthusiasm, contribution to the organisation, sickness absences and contentment (Wilkinson and Taylor 2016). 
Following completion of the review, the final step would be to deliberate the employees that would be required to remain within the organisation in comparison to current numbers. Some anticipations can be contemplated by the number of leavers, starters, retirement age and employees that are in alignment with promotions within succession plans.  
3. Identifying Gaps
Once the organisation has discovered the requirements of the skills that are needed for the future workforce, this would need to be reviewed against current employee roles to determine the degree of difference within their current abilities. Taylor and Wilkinson suggests there are three stages to this review (2016);
1. Develop a list of competencies for each employee role and HR would have a framework of the expected skill level;
2. A manager to complete an audit form with their employees  to assess their current abilities;
3. Elaborate current skills against future requirements. Current skills within the labour market can also reflect the skills required i.e. developments in technology.
4. Addressing the Gaps
Following completion of the above steps, the final piece of the puzzle is to choose if the organisation can develop its current employees through training initiatives, coaching and mentoring, retaining esteemed people and redundancy opportunities. These can be utilised with the support of external sources. HR professionals should be evaluating the current labour market for potential recruits, discuss schemes with graduates or subcontracting specific projects to a more experienced company. 
It is more important than ever for HR professionals to plan for the future. With the completion of Brexit on 31 January 2020 leaving the country unsure of immigration procedures and closure of many manufacturing companies within the United Kingdom and automation developing a greater gap there should be a greater urgency to review learning and development requirements for the future workforce (Ulrich 2019).
A useful tool to ensure that the above is being implemented correctly by stakeholders and reviewed regularly is an action plan. It would include actions accurately set for stakeholders, ensure that they are clear on what is required from them and guarantee that outcomes are reviewed regularly by incorporating clear evaluation processes during each stage to ensure consistency, fairness and efficiency in meeting the workforce planning goals (Weeks 2019). HR professionals are required to provide support to the required stakeholders and support them in developing an agile workforce and change-ready culture to allow employees to realise the benefits, prepare for change and putting in place measures to support them during this transition. 
Line managers and HR professionals need to work collaboratively to meet the needs of a more flexible environment with employees having different needs but ensuring that they are meeting their contractual obligations by not following in the footpaths of Ryanair in dismissing holiday leave for pilots (Faragher 2017).
Succession Planning
To maximise internal resources, succession planning is utilised to ensure than organisation has an ample amount of employees with the ability to be put forward into more senior vacant roles (Wilkinson and Taylor 2016). This allows an organisation to be able to internally promote on a temporary or full-time basis, have an efficient change when an employee leaves and lower costs from external recruitment drives. Previously, organisations would specifically choose employees that they wish to develop within the organisation but for fairness, these opportunities are shared with all employees through clear communication avenues and planned appraisal meetings. Although, some positions wouldn’t be suitable for all employees and organisations would need to have a legitimate aim for removing an employee i.e. voluntary redundancy (Secker 2020). 

Allowing an organisation to offer these opportunities to all staff can develop their talent pools and build many skilled employees through training initiatives, coaching and mentoring, buddying and shadowing. To agree which route is best, these can be agreed by line managers through performance meetings. Weeks contemplated that perspective employees from outside the organisation would be able to provide fresh insight and best practice suggestions for discussion but their lack of company knowledge and culture may oversee their potential benefit (2020). 

Whilst planning for the future, HR professionals do need to consider the need for succession and if it would be required over the next 12 months or within five years. It can be a costly and exhaustive exercise for staff to undertake and they must ensure that it coincides with organisational planning (Weeks 2020).

3. Your Director asks for your thoughts on how the organisation can attract the talented people it requires and ensure that these people stay with the organisation. Explain different approaches an organisation can take to both attracting and retaining talent, and the strengths and weaknesses of each approach.

From the development of workplace planning and ensuring that the correct people, with the correct skills are recruited at the correct time, it is important to ensure that prospective employees lean towards the organisation and their skills and abilities are retained (Wilkinson and Taylor 2016). 

HR professionals are required to develop Retention strategies pulling information from leavers and current employees to attract and retain skilled individuals (Thomas and Hatcher 2018). There are push and pull factors that causes an employee to leave but turnover can be controlled by the contribution of managers, HR functions and workforce planning. 

During recruitment drives, it is vital for an organisation to consider its competitors, their positioning within the labour market and the skills level of their roles on offer. By comparing yourselves to organisations with similar skilled level roles, you are able to delve deeper into the monetary and non-monetary benefits that are available to new employees. From this, organisations can consider what they have to offer and prominently advertise these across recruitment platforms to demonstrate that they are the organisation of choice (Wilkinson and Taylor 2016). These benefits would include flexible working, salary, health and wellbeing initiatives, job security, learning and development etc. The organisation would be attracting a lot of interest and would have a pool of talent to choose a successful candidate but they would need to continuously review their benefits against many competitors offering low skilled roles.

According to the CIPD C (2017), nearly 50% of organisations have concentrated on retaining their current employees. This would include developing their skills through learning and development platforms discovered through performance meetings. These candidates would have the skills necessary to be able to apply for more skilled roles in other organisations but there is a psychological element from a desire to ‘stay put’. This contract is based on the relationship between employee and employers and demonstrates their behaviours and attitude towards achieving the above benefits that were offered to attract new employees. In recent years, it has been difficult to retain the number of benefits on offer within an organisation due to internal and external contributors which can break the psychological relationship but communication is key and it is the line manager’s responsibility to retain the trust (Peters 2020).
The above points leads on to the importance of Employer Brand. To stand out from competitors, a brand will put themselves out there and share everything that they have on offer but this might not reflect their true working styles. This step can attract but might not be able to retain talent if they discover that the internal workings of an organisation does not reflect their advertised values and culture (Houghton 2019). A brand should be the golden thread throughout the organisation and lead through the experience of employees through each people management function i.e. recruitment, induction, performance etc. Employees’ attitudes are at the forefront of an employer brand as they are advocates of what they believe the organisation is and this is developed into a culture and vision that they are able to share with new employees (Wilkinson and Taylor 2016). 

Once an organisation has achieved their desired position within the labour market, they can achieved an Employer of Choice status. This includes offering all the non-monetary benefits, conducting a seamless recruitment process and remembering to review their retention strategies with updated information. The labour market trends can change with the effect of internal and external PESTLE factors but these steps will allow an organisation to remain an employer of choice (McCartney 2017). A positive of having this status is attracting talent from all sources of labour to secure high performance employees. The downside is it has become common for most organisations to be able to offer the above incentives and achieve the status. HR professionals and organisations have more responsibility to increase their recruitment drives to make the organisation seem so appealing to the correct person that they do not consider another role (Wilkinson and Taylor 2016).


4. In preparation for input at a managers meeting, summarise the following
a) Key aspects of good practice in relation to developing job descriptions, person specifications and competency frameworks
b) Different methods of recruitment and selection, and the strengths and weaknesses of each
c) Good practice in relation to dismissal, redundancy and retirement.

a) When an organisation discovers that a vacancy is required within the organisation, they carry out an audit of the skills and capabilities required from the role. It is simpler when it is a current role that is required to fill as they are able to request information from the current post holder, their line manager, performance meetings and other relating stakeholders to complete interviews (Wilkinson and Taylor 2016). 

Once they have identified the needs of the role and any potential gaps that were being missed, they are able to develop a job description. The basis of a job description is to include all the required tasks that are expected to be undertaken by the prospective employee, their line manager and performance requirements which is normally included as part of the recruitment pack. 

Whilst the job description concentrates on tasks, a person specification will determine the characteristics that are either essentially required or desirable from previous experience, to skills, abilities, knowledge etc. This document is prominently used as the basis for scoring and choosing prospective employees (CIPD). 

Once a candidate has been chosen and employed, an organisation can use competency frameworks to monitor the performance of a new employee against their job description and person specification (Weeks 2020). It can be used as an individually or organisational performance tool and can discover an employee’s current strengths and weaknesses against their effectiveness, behaviour and required output. 

b) Before an employee is appointed, an organisation will hold recruitment and selection processes which is dependent on the complexity of the role and size of the organisation (Green 2020). After a recruitment pack has been developed and suitable approaches to advertising have been chosen, candidate applications and/or CVs will be examined and shortlisted. 

One of the most common methods of selection are interviews. These can be held over the phone, in person, as a group or via electronic video-calling devices. Interviews will vary from each organisation and the questions asked will be chosen surrounding the job description and person specification (Wilkinson and Taylor 2016). This is an opportunity for a candidate to be able to ask any additional questions at the end of the process, set their mind at ease and have a full picture of the organisation that they will potentially be a part of. On the other hand, interviewers will have the ability to set the tone of the interview, being controlled by their own personal preference of the candidate and similarities to their own upbringing (Green 2019). An organisation would be expected to make reasonable adjustments for each candidate to attend interview and ensure fairness by using identical questions for each candidate (ACAS 2020). 

Many organisations will expand on using interviews and link in with requesting candidates to provide working samples from their prospective job role. This can include conducting a power point presentation, tests and/or role-playing etc. These activities are more commonly used in candidate groups and can positively examine an individual’s capability across numerous methods of communication (Green 2019). This can be a very time consuming and costly exercise for organisations and would be most suitable for organisations with numerous skilled roles i.e. call centres.  

The last example of an appropriate selection method is References. This step is most commonly used after a candidate has been provisionally offered a role and an organisation wish to complete pre-employment checks on their suitability from previous roles or an individual they know. It is expected that at least one reference is received from a past employer but it is common practice that they will only provide information on their title, employment dates and leaving reason (Wilkinson and Taylor 2016).

c) We have previously discussed employees leaving an organisation to join other organisations but we there are other factors that can affect employee turnover. 

Retirement
It has been legally introduced that an organisation is not allowed to ask an employee to leave an organisation once they have reached their statutory state pension age. Organisations are expected to conduct regular discussions with employees closely reaching their retirement age and can propose a range of flexible working conditions to lessen their concerns of leaving the workforce. For all employees that aren’t reaching their required performance standards, these can be achieved through capability meetings (Taylor and Wilkinson 2016). 

Dismissal
A dismissal occurs when an employer has a lawful reason to end an employee’s contract of employment and has followed the requirements of the Acas Code of Conduct. Dismissals result from disciplinary surrounding conduct and/or capability which have not been resolved within the workplace (Wilkinson and Taylor 2016).  If an employee believes that they have been dismissed unfairly, they are able to make a claim to the Employee Tribunal and organisations that have not followed the Acas Code of Conduct can be charged an additional 25% fee to an employee that has won their case (Acas 2015).



Redundancy
Redundancies can occur when ‘the job role that the individual performs is no longer viable’ Taylor and Wikinson (2016). Prior to this step, it is appropriate for organisations to consider alternative methods to compulsory redundancy in conjunction with employee representatives and trade unions. This can include offering a change in working hours, voluntary redundancy, reduced salary etc. When it has been discovered that compulsory redundancy is required, an organisation must follow their redundancy plan, consult and regularly communicate updates to all their employees (Acas B 2020).
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