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Question 1
Taylor and Wilkinsons (2016) explain labour market as an important concept to resourcing; “a market is defined as an actual place where forces of demand and supply operate and where buyers and sellers interact”. Potential employees can identify where they are willing to work and what the company are looking for in regards of employment.
Labour market outlines how organisations recruit and retain candidates as well as developing their skills to align with the organisational strategy (CIPD, 2019a). It is important to monitor the labour market in order to plan for any likely developments.
Various sources of labour conclude job seekers locally, nationally, and internationally, graduates and post school leavers, those currently working in other organisations as well as the economically inactive. 
The labour market can fluctuate between being tight or loose. A tight labour market would have more job opportunities compared to active jobseekers and people without specific skills. The demand for employers to fill the hard to fill vacancies allows employees to have more power to bargain for benefits such as pay (CIPD, 2020a). A loose market has high unemployment, and the demand for employment gives employees control to entice people to their organisation. Demand and supply of skills is generated by the economy and changes such as political, legislative, and demographic changes. 
There are two main demographic factors which affect the labour market which are the age profile of the UK population and migration trends. The UK as well as other countries in Europe has an aging population. Following the ‘baby boom in the 1960’s many are now approaching retirement which means a substantial loss to the labour market. To help with this the government have introduced provisions to encourage the older workforce to continue working; provisions such as the removal of retirement age (Wilkinson and Taylor, 2016). The increase in immigration levels is making the UK economically unstable. Since 1951 the percentage has risen from 4% to 15%. To effectively manage this the government have tightened the immigration policies to only allow specifically skilled immigrant to live and work in the UK.
Looking at labour market trends is important when recruiting, to ensure the appropriate job is available for the skills held by the candidate. UK trends mentioned in the CIPD (2020) Labour Market Outlook Survey are that the employers’ labour demands have lowered despite steadily being strong; the highest was in the healthcare, construction, and voluntary sectors. Another UK trend is the difficulty when recruiting, around two-thirds of organisations consistently struggle to fill certain vacancies; mostly technical occupations and managing directors.
The ONS (2020) have recorded that the UK employment rate reached a record figure of 76.5% which is higher than any previous years, with the unemployment rate being lower than previously at 3.8%. There were approximately 810,000 vacancies in the UK within a 3-month period which is less than the earlier year. 
Brexit will impact the sources of labour with will affect certain sectors and industries more than others. The CIPD (2018) have recorded that 7% of the UK workforce is from EU. Brexit will result in the number of EU national working in the UK decreasing, and change of immigration policy mean employers will need to consider factors such as salary and qualifications to attract UK workforce. 
In 2016, Germany was recorded as the third largest export nation, following USA and China. The EURES have documented that full-time employment has risen by 1.7% as has part-time employment by 3.3%. With the increase of full and part-time employment, this mean that unemployment decreased by 33,000 which is an average of 16,000 less. Seasonal adjustments affect the statistics listed, however the number of vacancies without seasonal adjustments were 784,000 which is 3% less than previous years; 92% of these vacancies were filled instantly. However, many jobs had high turnover rates EURES (2020).

Question 2
Talent planning, also known as Workforce Planning and Human Resource Planning is according to the CIPD (2019b) as the “right number of people with the right skills employed in the right place at the right time, for the right cost and in the right contract”. Workforce planning is an analysis process which looks at the current workforce as well as the future and identifying the needs. This process identifies gaps between the present and future to enable organisations to implement solutions to reach the aims and objectives of their strategic plan. 
Talent planning will vary depending on the scope and size, such as a small departmental or a larger national scope; as well as the desired timescale; looking at the a few weeks or years. Wilkinson and Taylor (2016) claim that there are four stages to abide by when workforce planning. These are, forecasting the demand for skills, forecasting what skills the organisation will hold in the future, forecasting the gap between future demand and supply and finally devising plans to reduce the gap. 
[image: ]Having a successful and robust workforce plan can lead to increase of productivity, employee retention and work life balance, as well as identifying strategies for development a customer need. This improves HR practices such as organisational development, succession planning, recruitment and selection, talent management and job design (CIPD, 2019b).

An activity associated to talent planning is succession planning. Succession planning is aimed at making sure organisations have employees with the adequate knowledge and skills to fill vacancies at any given moment (Talyor and Woodhams, 2016).
Succession planning encourages employees to have secondments to allow them to expand their knowledge, actively use talent pools to identify employees’ skills and abilities. Having plans in place when employees leave for reasons such as retirement, allows smooth transitioning; keeping practices the same whilst balancing internal development with external starters to ensure fresh change to the workforce diversity which helps develop ideas and views (CIPD, 2020).
Taylor and Woodhams (2016) advise that appraisal reviews are useful for succession planning as it identifies employee skills and aspirations. Development activities can be arranged following these reviews to provide employees with relevant and appropriate training for the required skills. 
Succession planning targets senior and essential positions; adopting a generic approach by focusing on positions where similar skills are required. If technical leadership roles are left vacant for too long, this could jeopardise the organisation (CIPD, 2020b). As succession planning is often focused on senior positions in the organisations, employees who are identifying as possible successors are often required to take on the positions on a short-term basis which can lead to longer-term. To make the process more manageable, there is less people to consider for the roles due to the specialised skills required. 
Despite specialist skills being a focus of the ‘pools’, there is more consideration being made on identifying and developing individuals for more varied and generic roles. The intention of this is to develop talent pools that consist of adaptable and capable individuals prepared to accept a wider variety of positions; ensuring individuals are developed to be longer-term successors and not only short-term substitutes.
There are 2 approaches to succession planning: traditional and contemporary Hirsh (2000), Murphy (2009), Blass (2009) and Clutterbuck (2012). 
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Identifying successors through succession planning programmes can be done through informal conversations with management or through formal approaches such as appraisals and performance reviews. Managers do not always know where their staff wish to progress or how to develop their skills until appraisals are undertaken. Formal and informal conversations about self-development can lead to training or coaching and mentoring being arranged. Successors are also able to make lateral movement which can enhance knowledge and experience in preparation for vertical movement. It is important to widen your skills and abilities to make yourself known, especially within larger organisations (CIPD, 2020b). 

Question 3
To be successful, organisations must have a resourcing strategy based on attracting the relevant people and make a distinction between them and the competition (Wilkinson and Taylor, 2016). The first step to devising a resourcing strategy is understanding the competitors’ approach and analysing the labour market. Whether the labour market is tight or loose will affect the strategy and approach. Knowing the organisation’s positioning will contribute to the package that they can offer. 
An employer of cash is where employees are treated firmly but is payed well, employer of values is where the market rate can not be met however the employees are treated well, employer of churn is where both pay and treatment is firm and employer of choice is when employees are paid and treated fairly.
Employer branding can be defined as “the package of functional, economic and psychological benefit provided by employment and identified with the employing company” (Ambler and Barrow, 1996). 
The CIPD (2019c) define employer branding as attributes and qualities that differentiates the organisation whilst providing certain employment experience and culture.
Promoting great practices and culture is important but the message of an organisation must align to the policies, procedures, and strategies. Consistency is crucial and employers must see that what is preached is put into practice. Successful and true employer branding will lead to increase in positivity and attitude of employers; this will strengthen the productivity of the workforce. 
Organisations can benefit from employer branding by using it to compete with the labour market and promote employee loyalty by effectively recruiting, engaging, and retaining. Despite whether companies spend time developing their brand, there will always ben an employee brand, but it will be dependent on whether they are chosen as a “place to work”. An effective brand would include informative way on how they manage induction, performance, internal communications, management behaviours and leavers of the organisation (CIPD, 2019c) A negative of employer branding would be, if the organisation does not live up to the branding that has been advertised, employees may feel that they have been enticed under false pretences which could lead to negative publicity on social media. Negative comments and reviews weaken the employer branding, and these are easily available through website such as Glassdoor.
The CIPD’s Resourcing and Talent Planning Survey Report (2017) claims that 89% of attraction strategies have improved attraction and employer brand.
Recruitment and selection work collaboratively when employing individuals. However, recruitment is solely about advertising the vacancies whilst selection is about choosing suitable and appropriate candidates for the role (Wilkinson and Taylor, 2016).
Organisations must ensure that the right people remain working there; and dysfunctional turnover helps remove the poor performers from the workforce which would improve the productivity of the department or organisation as the poor performances are not holding others back. This also provides opportunity for internal promotion or lateral movement. However, turnover can be costly to the organisation both directly and indirectly. 
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There are many reasons why people leave organisations, such as retirement, redundancy, external promotion, and employment. However, there are various ways to monitor why employees have decided to leave. The most used tool is exit interviews (Taylor, 2014). Exit interviews are used to establish the main reasons for resignations and the aim is for the interviewer to discover the reason and put measures in place to prevent or postpone the resignation. A strength of exit interviews is that once a reason has been established potentially this and any recommendations made can be taken into consideration to prevent others from leaving for similar reason. However, a downfall is that the employee may not honest and provide the true reason for leaving. 
A second method is staff surveys. These can be completed and returned by all employees, not necessary leavers. They establish overall staff morale and identify any issues amongst the whole workforce. These can be completed anonymously but the results do not clearly define what impacts turnover (Wilkinson and Taylor, 2016) and prevents organisations from identifying and acting on individual problems (Levin and Rosse, 2001).
Another approach is surveys of former employees. These surveys are sent out to individuals formerly employed at the organisation. Taylor (2014) claims this approach is beneficial as individuals are likely to be open and honest as to why they really left the organisation once they have finished working there and have settled in to their new employment. However, if the reason is due to a former colleague or manager, they may still be reluctant to criticise in case references are required in the future. 

Figures from the CIPD Resourcing and Talent Planning Survey Report 2017 show that 37% of organisations adopted initiatives in order to reduce attrition. It has shown that the 3 best steps to improve retention is:
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According to the CIPD (2020a) the top 5 ways organisations have improved recruitment and retention are by, increasing investment in training (24%), offering more apprenticeships (19%), invest more in the employer branding (17%), improve workforce planning strategies (16%) and advance the working conditions by offering flexible working (15%).

Question 4
Taylor’s (2014) Good Practice Recruitment and Selection Model suggest beginning with a formal job analysis to determine what the job needs in terms of skills, and what duties will be undertaken. This allows managers to be able to write an accurate job description. Job descriptions are a key document in recruitment and selection; summarising the tasks that make up the role with responsibility and performance criteria (Wilkinson and Taylor, 2016). Job descriptions include job title, salary, location, line manager name and title, summary of main purpose of the job with a list of duties and description. They are also used to write job advertisements and produce shortlisting criteria. Therefore it is important to ensure accuracy. Clear and details job descriptions allow job seekers to deselect themselves if they do not fit the requirements. 
Another outcome from job analysis is person specifications. This emphasises what attributes the organisation is looking for in a person, separately to what skills the job requires. Person specifications usually include information under headings such as, skills, experience, qualifications, education, and personal attributes. 
Job analyses are important as it produces job descriptions and person specifications which ensures that the correct role is being advertised. Pearn and Kandola (1993) describe job analysis as a systematic approach. However, this process can lead to inaccuracy with out of date job descriptions being produced due to fast-changing environments and job roles.
 (2019) also suggests competency analysis and frameworks. Similarly, to person specifications, these approaches look at what skills are required. However, they focus on what skills and attributes the organisation needs instead of what skills specific jobs might require. Competency framework is an alternative to job analysis but can be used alongside. This approach will produce a profile of superior performance, ensuring that organisations recruit based on key characteristics and desired competencies, linking to the organisations core values. Again, prospective candidates can deselect if they do not align to the values of the organisation.
There are various methods to recruitment and the decision on how to recruit is often dependant on the role being advertised. 
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Internal recruitment can provide promotions which boosts morale and productivity although it does prevent ‘new blood’ and new perspectives coming into the organisation. Using special expertise such as recruitment agencies can be costly to the organisation, however it can reduce the time taken to get the ‘right’ candidate for the job. Using media as an advertisement platform is becoming increasingly more popular and is accessible to a wider audience although this can lead to potential negative comments from public or customers. Recruiting through education liaison allows organisations to target newly qualified candidates of ‘high calibre’ (IDS, 1994) although the time and money spent in preparing and attending career fairs, as well as competing with competitors can be high (Taylor, 2016).
The selection process involves the competency framework and candidates are assessed against the competency framework’s requirements to see who is best suited for interview. Taylor (2016) advises four methods of selection:
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Application procedures require the shortlisting panel to use in-house procedures in order to identify prospective candidates; information on C.V can be general and therefore takes longer to sift through. Interviews are a common and suitable way to identify which candidate are suitable and can vary in how they are conducted, formally, informally, structured, and unstructured. The variety allows the process to happen in the most suitable way for the organisation and job role. However, it is important to ensure fairness and consistency throughout. Ability and personality tests are a good method in identifying skills and poor performers in shortlisting. Although these tests determine who is most suitable, as the answers are more opinion based, it can be difficult to decide which answers are ‘correct’. Assessment centres are a sophisticated process and individuals can be assessed on different selection methods. A strength is due to the length of time assessment centres take, candidates can often forget they’re being interviewed and show their ‘true colours’ which helps the panel with shortlisting. A negative of this method is the need to have multiple people available at the same time, internally for the selection panel and the prospective candidates (Taylor, 2016).
Under the Equality Act 2010, it is a legal responsibility that employers ensure no unlawful discrimination occurs during any recruitment and selection processes on grounds of a ‘protected characteristics’. These include sex, race, nationality, disability, age, marital status, sexual orientation and religion or belief.
To ensure employers abide by the legislation, they must ensure no direct, indirect, or positive discrimination takes place and the focus of the process is solely on the ability to do the job. Indirect discrimination can happen by asking for specific amount of experience such as 10 years; this discriminates against the younger workforce (Taylor, 2016). 
It is also a legal requirement to ensure equal opportunity to all; this means considering where vacancies are being advertised, ensuring the job boards are accessible to all without any discriminative wording or branding. When advertising internally, it is important to inform the whole workforce of the vacancy and not excluding those on maternity leave.
Evaluating the effectiveness of the tools and process used in recruitment and selection is important; showing management that the activities are cost-effective, and your contribution adds value to the organisation. Evaluations can be undertaken by monitoring statistics, recording recruitment and selection costs, monitoring turnover statistics, and holding focus groups during induction processes.
Taylor (2014) mentions 3 reasons for employee turnover: retirement, dismissal, and redundancy. 
It is unlawful to retire employees once they reach a certain age without legitimate reasons managed through performance and capability procedures. Retirement impacts the tight labour market and ageing workforce; this has a knock-on effect on succession planning. Managing retirement in line with good practice is to have open and honest conversations with employees about their future intentions. These conversations must be managed with sensitivity and it is important managers have confidence and are trained to hold these discussions. Employees who approach retirement often consider flexible working as phased approach to leaving the establishment; it is essential to have updated flexible working and wellbeing policies in place. 
Dismissal is an involuntary employee turnover where the employer terminates an employment contract. To ensure good practice, employers abide by the ACAS Code of Practice. Employees can only be dismissed following valid reasons such as conduct or capability issues. Dismissals must be carried out with fair and legitimate procedures, providing the employee with chances and warning in advance.
A third form of employee turnover is redundancy; commonly this is involuntary however at times employees are asked to take voluntary redundancy. It is good practice for employers to find alternatives from redundancy which could include retraining for other roles, offer temporary contracts or limit overtime. During redundancies, it is best practice to go through consultation, certainly if there are 20 or more employees being made redundant. It is crucial that a fair selection criterion is used to avoid discrimination or unfairness and to maintain open and honest communication with clear explanation of the criteria and why redundancies are occurring.
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Methods of  R e cruitment  (Taylor, 2016 ).  

Internal recruiting   –   this  offer s promotions,  transfers,   and job rotation , reducing  the number of  candidates that can apply .  

Specialist   Experti se   –   recruitment  consultants and agencies   and headhunters.  

Media   –   local radio, newspapers, j ob boards   and social media  e.g. the  organizations   Facebook,  Twitter, LinkedIn  pages  

Educatio n Liaison   –   recruiting  directly from educat ional i nstitutions by at tending career fairs,  advisors,   and student s ervices  
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Methods of Selection (Taylor, 2016)  

Application   procedures   –   pros pective candidates complete and s ubmit C.V or application fo rms  

Interviews   –   working lunch,  telephone,   one to one, group or panel interviews  

Abili ty   and   personality   tests   –   jo b  specific, literacy and n umeracy , IQ and personality  questionnaire  

Assessment   Ce ntre   –   presentation , group activities, r o le - playing and work samples  
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Forecasting   the  demand  This is b ased on the idea of what tasks need completing, by who and  what job roles and the skills required to fulfil the roles. To approach  this, organisations will need  systematic techniques   to look at previous,  current, and future trend s to predict needs, getting  managerial  judgment   from senior and more experienced staff within the workforce  and   working out costs in reverse .    

Forecasting suppl y  requires analysis of the current workforce, identifying the number of  employees and their  wages, various ages, and length of service,  sickness absence levels as well as turnover rates. Following this,  organisations must assess the available skills held by employees must  evaluate person specifications, appraisal, and training records.  

Identifying   the gap  This can be completed by creating a competency framework for each  common role identified during the forecasting supply stage. This  framework would include the required competencies and skill s.  Employees can be assessed by completing an audit form with their line  manager or by evaluating talent pool s.  The results of this then provide  the organisation with an idea of what is currently available and what  skills are required in the future.     

Address ing   the gap  T here are 2 areas to consider; looking at internal resources to see how  to utilise them better, such as coaching and mentoring techniques or  moving and training people to other departments. The second area is  looking at externa l sources by looking into the local labour market,  consider recruiting people on a contract basis or work in collaboration  with other organisations.     
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Traditional Approach  Contempo rary Approach  

U sed in larger organisations and planned with  certainty within predictable and fixed  environments. Management styles are different  and typically use to p down approaches with  management making the decisions and  identifying the successors with the relevant  talent. This can  negatively   affect the workforce  through bias as to who is selected .  It is also  seen as subjective and elitist by not conforming  to HRM best practices.  However, managers are  familiar with their employers and are able to  mould their careers to a mutual agreement  which can involve sideway and ver tical  movement to enhance their knowledge and  development, enhancing the success of  maintaining continuity of leadership   (Taylor,  2014).  This approach  ha s   similar objectives as with  traditional approaches. However, the  approaches are focus on c ontemporary ethics,  abiding by the diversity agenda and aligning  with flexible labour markets (Hirsh, 2000 and  Clutterbuck, 2012). Open communication and  conversations occur within the contemporary  approaches, usually during appraisal meets to  ensure emplo yees and employers agree on  what they want. Talent pools are utilized with  sophisticated selection techniques by looking at  all individuals instead of specific people.     
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Costs of Turnover   (Wilkinson and Taylor, 2016   and Phillips et al, 1990)  

Direct Costs  Indirect Costs  

Cost of redundancy pay and pa y in lieu of  holidays  not taken  Demotivation for remaining employees  

T ime  taken to  process   the leaver  Employee leaves before return on investment  e.g employee has been through training but  leave before the cost has been  beneficial   to the  company  

Management time to  write and p repare job  descriptions rea dy for advertisement  Leavers may ta ke their experience and  knowledge to competitors  

Time ta ken by the HR  d epartment to recruit   and replace  Los s of  knowledge   and skills  

A dvertising   and administrative costs e.g  job  boards require payment to advertise an d DBS  che cks  Loss of colleague and relationship  

Co st of short - term cover until a n individual is  appointed   e.g   ove r time and/or temporary  cover  Rem aining staff  will need to increase their  workload ;  either temporarily until a  replacement has been  appoi nted or  indefinitely   if no replacement is mad e  

Un if orm, parking permits, keys issues for new  starters  N egative  reputation and perception if people  choose to leave the organisation  

In duction and Trai ning   programmes    

 


