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1.1 
When comparing the average wages between the UK and France there is not much different with $45.6k for France and 47.1k for the UK. Employment rates are similar with 67.7% of the working age population for France and 68.5% of the working age population for the UK and the gender wage gap for employees is similar with France at 11.6% and the UK at 11.8%. Hours worked between the two countries is also similar at 1.40k hours/worker for France and 1.37K hours/worker for the UK.
The employment rate by age group has significant levels of difference between France and the UK. For the ages of 15-24 years France has 32.2% and the UK has 52.5% employed. For the ages 25-54 years France has 82.1% employed and the UK has 84.5% employed. For the ages 55-64 years France has 56% employed and the UK has 64.9% employed. This data shows that employment rates are higher in the UK compared to France across all age groups.
Long term unemployment (for 12 months of more) is at a higher level in France at 36.7% compared to the UK at 20.1%. Unemployment rates by education level are also higher in France at 11.8% for below upper secondary, at 7.4% for upper secondary, non-tertiary and 4.7% for tertiary compared to lower rates in the UK with 5.8% for below upper secondary, 3.4% for upper secondary, non-tertiary and 2.5% for tertiary.
There is also a big difference between wage levels with lower paid workers earning 7.7% less than two-thirds of median earnings in France and 18.1% less in the UK (OECD, 2022)
1.2 & 1.3
Organisations need to understand their current talent profile and their current/future requirements to make resourcing strategies effective/efficient, (CIPD, 2020a, p. 3).
Forecasting demand looks at what tasks need doing, how to divide them into job roles and what skills are needed for each. Systematic techniques involve looking at previous trends to predict the needs of the future and working back from the desired outputs. Managerial judgement involves using knowledge/experience from senior staff of the company/industry/external environment. Working back from costs involves determining how many staff can be afforded based off the future budget.
Forecasting supply involves looking at the current composition of the workforce, their skills, and the proportion of the workforce that is likely to remain in the organisation at the time that is being forecasted. First, identify how many people are employed, total wage cost, workforce composition and sickness absence levels including how this impacts the delivery of services to understand the current workforce. Next, assess their skills by looking at each job roles person specification, internal training records and appraisal information. Finally, think of general trends in employment turnover to predict how much of the current workforce will stay. Look at how many employees resign annually, reach retirement age and what roles people will be working based off lateral moves and promotions likely to occur.
A skills audit assessing the extent of mismatch between roles and skills for the most common roles identifies the gaps between demand and supply. Determining desirable characteristics and skills levels for each role develops a competency framework. Assessments of each current employee can be done by line managers observing and having discussions with employees. Findings can be summarised to determine how the current skills match the future skills needed for the organisation.
Address the gaps by firstly, determining how existing resources within the organisation can be used. This involves moving people, training people, encouraging knowledge-sharing, retaining valued people and removing those who do not add value to the organisations’ future needs. Secondly, determining how to utilise external sources of skills by looking at the nature of the current labour market, consider recruiting from further afield, consider offering contract-based work and, collaborating with other organisations to offer work experience programmes. Outsourcing and offshoring can also be looked in to (Wilkinson and Taylor, 2016, pp. 58-59).
Succession planning is used to fill business-critical vacancies by identifying and growing talent. Business-critical roles can include individual senior positions or a pool of positions that have similar skills and are essential to the organisation.
Traditionally, top-down succession schemes to identify internal successors for key posts and developing career plans for them were used. This was highly structured and confidential. Higher speeds of change, flatter structures and uncertainty has make succession planning more diverse and open. It is now used for all critical roles at all levels of the organisation.
External recruitment can bring new insights that can benefit the organisation. Internal development is useful as these employees have organisation-specific knowledge and experience and understand the organisation’s culture. It also helps retain talent if employees can see potential for career development (CIPD, 2020b).
Appraisal meetings are key to succession planning as employees can discuss their aspirations and they current skill levels can be assessed for a development plan to be agreed. Development activities can include work shadowing, mentoring schemes, on-the-job training and coaching, formal training programmes, supervised ‘acting up’ and attending committees and being involved in projects (Wilkinson and Taylor, 2016, pp. 59-60).






2.1
A competitor analysis is done before recruiting and involves looking at what labour market competitors have to offer potential workers. Examples include salary, job security, job role, employee benefits, working environment and training and development opportunities. This analysis puts organisations in a better position to stand out from their competitors.

The organisation’s position needs to be considered. An ‘employer of cash’ pays employees well but
often treats them badly by possibly being autocratic or making them work long hours. An ‘employer
of values’ treats employees well in terms of job security, rewarding work, treating them fairly, etc. but cannot pay well. An ‘employer of churn’ has poor pay and poor treatment of employees. These
organisations often have high turnover rates so are only viable in loose labour markets where
workers can be replaced easily. The ‘employer of choice’ has both good pay and treats workers well (Wilkinson and Taylor, 2016, p. 61).

Employer branding is where their attributes and qualities make them different from other organisations. They promise their workers a certain employee experience which is appealing to those who would suit their culture best (CIPD, 2021a). The brand needs to link to the values, people strategy and policies (CIPD, 2021a) and reflect the reality of what it is like to work for
the organisation (Taylor and Wilkinson, 2016, p. 62). Employee experience research needs to be taken through staff attitude surveys and focus groups (CIPD, 2021a) where the key discoveries should focus on what aspects of the employee experience are positive and unique (Taylor and Wilkinson, 2016, p. 62). The employer brand needs to be present in the people management approach such as induction, performance management and reward, internal communications, management behaviour and leavers of the organisation to be effective (CIPD, 2021a).

Employer branding is important for recruiting talent as it can be used to an organisation’s advantage when there is a skill shortage or many organisations competing for talent (CIPD, 2021a). Social media can reflect an organisation’s brand. Past and present employees can leave positive or negative feedback on social media that organisations need to be aware of (CIPD, 2021a).

Admiral focuses on its brand to recruit talent. Their philosophy ‘people who like what they do, do it better’ is reflected in their culture where they focus on being open and inclusive, having fun, working hard and rewarding workers for their achievements (Admiral, 2022).

CIPD (2021b) found that corporate websites and professional networking sites are the most effective attraction methods. Advantages include broad exposure, fast, cost-efficient, can link information about the organisation, interactivity, facilitate networking and is very accessible.

However, there can be a high number of applicants, due to its broad exposure and accessibility, which are not suitable for the job role and can be time-consuming to go through. Therefore, this recruitment strategy is not always good for targeting the most appropriate candidates for the job (Steckerl, 2016).

CIPD (2021b) found that nearly 50% of organisations have apprenticeship programmes. Training programmes attract talent as it allows employees can develop their careers. However, if the desired outcomes of the training programmes are not reached then it can be costly and a waste of money (Rahman, 2021).

2.2
Organisations must understand their turnover rates. ‘Functional turnover’ removes poor 
performance, saves on wages and allows room for ‘new blood’. However, ‘dysfunctional turnover’ 
has a negative effect on an organisation such as the financial cost of filling their vacant role, the loss of knowledge and skills they had, and leaving a negative effect remaining employees (Wilkinson and Taylor, 2016, pp. 68-69). 
 
Retaining talent can help organisations save on costs of high turnover rates. Direct costs include HR 
administration time for processing the leaver, recruitment/selection process and new starer 
paperwork, advertising, selection, covering the vacant role, new starter costs and induction/training costs. Indirect costs include less productivity from the leaver in their final weeks and the new starter in their first few weeks, less morale and productivity from colleagues who are sad about the departure/overwhelmed with their increased workload, damaged client relationships, waste of training and development costs, the leaver taking company information to their new employer and damage to the organisation if the leaver left on bad terms (Wilkinson and Taylor, 2016, p.70). 
 
Understanding why people leave helps organisations come up with retention strategies that can 
address the problem efficiently. Exit interviews where the leaver discusses with a company representative their reasons for leaving, what could have made them stay and how the organisation can improve can help. Employee attitude surveys gather opinions across the whole workforce about issues occurring throughout the whole organisation. Surveys from ex-employees which are completed a few months after they have left to establish why they left are also beneficial (Wilkinson and Taylor, 2016, pp. 70-71). 
 
Lack of development opportunities is a reason to leave an organisation. By helping employees 
achieve their goals through in-house training opportunities to advance their professional 
development, this can be addressed. Practicing a feedback culture, such as using pulse surveys, can 
help employees realise their goals and responsibilities (Vantage Circle, 2020). Lateral and vertical 
moves also help employees develop (Wilkinson and Taylor, 2016, p. 72). 
 
Another reason for leaving is bad relationships. Investing in management training, teambuilding 
activities, allowing opportunities for internal transfers and putting in place an internal mediation 
scheme can help address this problem (Wilkinson and Taylor, 2016, p. 72). 
 
Unsatisfactory financial rewards can make people leave. Benchmarking against other companies to 
ensure you are offering a competitive salary (Wilkinson and Taylor, 2016, p. 72), finance incentives, 
retirement plans, etc, can address this problem. 
 
Non-financial rewards also need looking at which include social recognition, motivation, developing 
health and wellbeing programmes in the organisation, maintaining a work-life balance and allowing 
working from home and flexi-time (Vantage Circle. 2020). The latter can also help with another 
reason for leaving which is other commitments interfering with work commitments. Help for 
working mothers and sabbaticals can also address this (Taylor and Wilkinson, 2016, p. 72). 
General negative opinions of the company are a reason for leaving. Organisations should be 
transparent in policies and procedures, increase corporate social responsibility and ethics, value 
equality and diversity and consult and involve employees in organisational decisions (Taylor and 
Wilkinson, 2016, p. 72). 
  
Having a good organisational culture is crucial. The values, attitudes and beliefs shared by the people in the workforce determine how people are treated and how decisions are made. A lack of equality and diversity can lead to the wrong people going into the wrong jobs, some people not being recognised and rewarded for good work and not being able to express opinions. This can lead to the organisation feeling stagnant. Equality and diversity stop organisations from becoming stagnant as everyone can express their opinions, be considered for jobs and recognised and rewarded for hard work (TEDx Talks, 2018). 
 
Netflix has a thriving culture where its workers can take charge of their careers and the direction of 
the company and are open to sharing information broadly across the company which allows for 
more creativity and innovation which is not limited to senior managers (Nguyen, 2021). 
 
Organisations also need supportive managers at all levels whose values can be seen in their actions 
and words (Thomas, 2019). Clarity and purpose also help retain talent as it allows employees to feel 
as if they are part of something big. When they are clear about their destination, they can gain a 
sense of achievement and a sense of belonging. This fits into Maslow’s hierarchy of needs (Positive 
Revolution, 2018). A final reason for leaving is an unsatisfactory working environment where 
investment should be made in equipment and maintenance (Wilkinson and Taylor, 2016, p. 72).


3.1
A job analysis determines what skills and experience are needed for the role. Data should be collected from sources such as the duties and responsibilities of the job, what materials, equipment and tools are used, controls over work, performance expectations, interactions with others, working environment, and determining education/experience needed. This information can come from the previous role holder via observations, work diaries or interviews. The line manager and other stakeholders who know the individual can provide information as well as appraisal results, training manuals and external experts.
After the analysis is completed, a job description can be developed. This usually includes a summary of the main purpose of the role, a list of job duties with brief descriptions, job title, pay, location, supervisor information, information on subordinates and reference to other specific documents for clarity.
Person specifications focus on human attributes needed to carry out the role. This can include what experience is needed, qualifications, education, skills and personal attributes. Each specification is often categorised as either essential or desirable for the role.
Job descriptions and person specifications can be used to help draw up the advert, be handed out in application packs and can produce criteria for shortlisting. 
Competency frameworks are developed to define the behaviours that individuals need to perform a job role effectively (CIPD, 2021c). These behaviours often link to core values of the organisation (Wilkinson and Taylor, 2016, p. 65). There should be definitions/examples and negative indicators for each competency. The framework cannot be too broad where there is not enough detail to assess candidates, and it cannot be too detailed where the process becomes too time-consuming and can lose credibility. Competency frameworks should be constantly reviewed and regard core values and future-focused workforce planning to understand the nature and requirements of the role to deal with the changing nature of jobs and to remain open to diversity (CIPD, 2021c). Competency frameworks allow for the recruitment system to be fairer; recruiters can use them to identify transferable skills and the process is measurable and standardised (CIPD, 2021c).

3.2
Internal methods of recruitment include promotions, transfers, job rotation, rehiring former staff and appointing interns to permanent roles. This is cost-effective as advertising is free using staff notice boards, intranet and newsletters (Taylor, 2019, p. 231).
Another advantage is it creates a progression path for employees which increases levels of retention. When the outcomes of training and development activities are used to help the organisation, it is cost-effective and useful for succession planning (Bright HR, 2022). Disadvantages includes lack of ‘new blood’ to help generate new and innovative ideas, failure to have a diverse workforce if the current workforce is not already diverse and the difficultly in turning down an internal candidate for a role which can lead to low morale (Taylor, 2019, p. 231).
Specialist expertise such as recruitment agencies are beneficial as they are experts and skilled in recruitment and can have access to a large network of potential candidates. However, the cost may not be viable (Bright HR, 2022).
Recruitment in the media includes print media such as professional journals and newspapers. Advertising in print still attracts a good number of candidates. Professional journals are a good way to advertise specialist jobs to attract the appropriate talent and newspapers are read by a large audience. However, these adverts can be costly and more information can be given online (Taylor, 2019, p. 236).
Social media is less expensive that other forms of advertising and sites such as LinkedIn can be used to communicate job opportunities with target groups of people. However, there can be disadvantages in terms of equality and diversity. Younger people tend to use social media more than older people and more women use social media than men (Taylor, 2019, p. 247).
Education Liaison methods of recruitment include career fairs, advisors and student services (Taylor, 2019, p. 230). Advantages include targeting people who are interested in your area so no wasted applications and in can increase the employer branding. Disadvantages are cost and can be time-consuming (Creighton, 2018).
One method of selection is application procedures which include CVs and application forms. Candidates can tailor a CV to their own strengths and application forms can be too restricting. However, CVs can allow candidates to mention irrelevant details for the job, which is not useful to the employer, so application forms are a way to stop this from happening (Taylor, 2019, p. 311).
Another method of selection are interviews such as telephone, face-to-face, panel interviews and group interviews (Wilkinson and Taylor, 2016, pp. 65-66). Advantages include interviewers can get to know the candidate more through their body language and facial expressions to determine if they will be the right fit for the company (Sisk, 2018). Disadvantages include bias from the interviewer such as the similar-to-me effect, they can be time consuming and panel and group interviews can be overwhelming and hard to arrange (Taylor, 2019, p. 328).
Personality tests can help gain more insight to the candidates' abilities and help determine where they can fit depending on their strengths. However, candidates may answer dishonestly to appear like the ideal candidate and sometimes the wrong tests are used which is not useful to determine the best fit  (Hiring and Onboarding, 2021).
Assessment centres include activities such as presentations, work samples, group activities and role-playing. They give the employer more of an insight into the suitability of each candidate for the role. However, a lot of candidates are needed to make it viable, and they tend to be costly (Wilkinson and Taylor, 2016, pp. 66-67).
3.3
Dismissal relates to involuntary employee turnover and happens when an employee fails to meet the requirements of their job role. Coduct is a valid reason for dismissal where company rules are broken in a minor (misconduct) or major (gross misconduct) way. Capability is another valid reason for dismissal where an employee cannot perform their job role due to competence or health. Acas has a standard code of practice to follow for dismissals.
Redundancy is involuntary employee turnover where employees are dismissed when their job role is no longer viable and can only occur when a business/workplace closes or there is a reduction in a certain type of work. Alternatives to redundancy should be looked at first which including recruitment freezes, pay cuts and voluntary redundancies/early retirement. If alternatives are not appropriate, the company needs to follow the correct procedure for redundancies. Communication and transparency are key throughout and paying attention to those still employed (low morale/increased workloads) as well as those made redundant (Wilkinson and Taylor, 2016, p. 75).
Retirement at a certain age is no longer compulsory so it is unlawful for a company to make someone retire when they reach a certain age. The individual has more control regarding their retirement. Flexible retirement, reducing workload slowly or becoming a consultant are popular choices. Ongoing discussions with employees about their future at the company is good practice. Organisations can make retirement compulsory for an individual at a certain age if there is a genuine reason (Wilkinson and Taylor, 2016, p. 74).
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