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1.

Labour markets involve employment availabilities for people and in agreement with Wilkinson and Taylor (in Taylor & Woodhams 2016), markets are traditionally associated with buying and selling so within organisations this involves opportunities for both employers and employees. There are various types of labour markets which include local, national, international, graduate, school leavers and the economically inactive. Employers are able to utilise one or more of these labour markets and some organisations may concentrate on one in particular in order to achieve success. Taylor (2019) advises some of the key trends in the UK labour market back in 2018 included immigration, the supply of work and female input. Some would agree that times have changed since then, as the CIPD (2021c) proclaim equality and diversity is a hot topic within organisations and continues to be a priority for employers. Wilkinson and Taylor (in Taylor & Woodhams 2016) clarify other key trends involve changes to the economy, demographics, politics and legislation. Other factors to consider include technology advancements and global events such as a Coronavirus pandemic. 

A current trend in the UK labour market which is also in the US is the Coronavirus pandemic and the aftermath. Bell and Blanchflower (2020) suggest one third of employees in the US suffered financially as a result of the pandemic, compared to a quarter of UK employees. It appears the key contemporary trends in the UK are similar to those in the US. Moritz (2012) highlighted a trend in US where no one had the correct skillset for certain jobs. However, this was ten years ago and has since most likely changed. Some would agree this would be useful for people who have particular skills, especially those which are sought after as employment would be guaranteed. According to Bell and Blanchflower (2020) salary is something similar in both the UK and US where it has been described as exhausted and wages haven’t really increased despite the rising cost of living. Salary in the US appears to be higher than the UK, but the cost of living is more. The number of those self-employed has fallen in the US and has grown in the UK so some may assume there are more opportunities for self-employed work in the UK in comparison to the US. According to Faragher (2021) employees in the UK have to consider Brexit and this is something that people in the US do not have to worry about. With Brexit, Faragher (2021) implies there will be changes to the UK labour market and adjustments made to immigration regulations.

2.

The CIPD (2021d) suggest the method for assessing staff within an organisation is called workforce planning and Wilkinson and Taylor (in Taylor & Woodhams 2016) proclaim this is also known as core talent planning. The CIPD (2021d) advise the analysis of the present workforce, future requirements for staff, recognising any gaps and how best to fill these is effective workforce planning. Workforce planning is clearly a vital process required for an organisation to succeed. Taylor (2019) suggests the supply and demand of staff along with the development of plans to improve the workforce is crucial, indicating the need for an organisation-wide focus. The CIPD (2021d) reiterates the importance of workforce planning and that Human Resource (HR) or people professionals are usually responsible for this, although some organisations may have separate workforce planning teams. Identifying answers for any skill gaps within an organisation through internal and external sources is another key principle, where Wilkinson and Taylor (in Taylor & Woodhams 2016) indicate the need for supporting current staff, through learning and developing and employee engagement which may lead onto succession planning but also by providing equal opportunities for external contenders with fresh perspectives. 

There are a variety of procedures used in workforce planning. Organisations are able to follow strategic analysis models such as the Miles and Snow model (1978) as cited in Taylor (2019) which is well established. The Miles and Snow model explains an organisation will either follow a defender, prospector or analyser strategy in order to achieve business success. An organisation that doesn’t follow any of these strategies is known as a reactor. For example, the prospector approach is innovative and flexible. Staff tend to be multiskilled, recruitment processes are informal and varied while there is a lot of networking and collaboration. Organisations such as Google or Amazon may follow this strategy. Some would say that these businesses are where people dream of working. Alternatively, there is the defender approach which could be classed as traditional and stable. The recruitment methods here may be conventional and an example of an organisation following this method could be MacDonald’s. Nowakowski (2020) implies Google is the preferred place of work, in comparison to MacDonald’s.

Organisations can anticipate workforce planning by analysing trends and patterns to which, Ulrich (2019) suggests is achieved by monitoring headcount, leavers, promotions, etc. If trends transpire, an organisation can pinpoint where they are going wrong and make plans to improve. For example, if there are high levels of staff turnover then there should be a focus on why employees are leaving perhaps through exit interviews. Wilkinson and Taylor (in Taylor & Woodhams 2016) declare this is vital because organisations need to understand why staff leave. This also relates to staff surveys, appraisals and the topic of employee engagement. The CIPD (2021d) suggests SWOT and PESTLE analysis tools can be applied during workforce planning to recognise competitors, environment and other factors that may affect core talent planning. Finally, there are skill matrices and competency frameworks. According to Taylor (2019) the use of these frameworks is rising as it allows organisations to recruit employees with particular skills required but also employees with desired values. Some would agree if an employee’s standards were in line with their employers, then they are more likely to be loyal and remain with that organisation.

Wilkinson and Taylor (in Taylor & Woodhams 2016) explain while core talent planning focuses on the whole workforce of an organisation, succession planning ensures current staff are ready to step up if a role becomes available internally. Some would agree this is acknowledged as progression or promotion. The CIPD (2020) suggests this is an excellent way for organisations to develop future managers and also fill important roles that are gapped, so it is clear how this links back to effective workforce planning. Change is inevitable and organisations must be prepared for this as the CIPD (2021d) mention Covid and Brexit as two recent examples that businesses need to be comprehend. In agreement with the CIPD (2019) preparation is key, if there is a need for restructure or a redeployment of the workforce, something that has happened because of the pandemic then the businesses must adapt and have the capabilities to do this. 

Wilkinson and Taylor (in Taylor & Woodhams 2016) clarify a recruitment plan is needed, and this should align with the organisation’s objectives. HR must analyse staff requirements and targets of the organisation with the support from senior management in order to develop a relevant strategy. As previous discussed, this could be inspired by Miles and Snow (1978) and the CIPD (2019) echoes supporting overall goals. In order for an organisation to achieve effective workforce planning, they must understand the workforce and implement succession planning where possible. Other areas covered by HR such as learning and development, employee engagement and coaching and mentoring feed into the topic of succession planning as they equally play a part in preparing employees to step up. Wilkinson and Taylor (in Taylor & Woodhams 2016) proclaim the transition process can be accomplished through appraisals and various development tasks, although the CIPD (2020) suggest it is important to also recruit externally. It appears there is a lot of debate over recruiting people internally and externally, when surely it should be down to the best person for the job, but it doesn’t always go this way as Taylor (2019) mentions factors such as cost.

3.

The CIPD (2021b) advise staff contributing to an organisation’s performance and success are referred to as talent so, talent management is all about how these people are attracted and retained. Bibb (2016) suggests some organisations refer to talent as their entire workforce, while others characterise it as a small group of highly skilled top performers. Although the CIPD (2021b) proclaims there are various definitions for talent, many organisations interpret this differently and there is evidence that the definition has evolved greatly over the years. The CIPD (2021d) talent management encompasses workforce planning.

It's about attracting and developing talent according to the CIPD (2021b) and then goes onto engaging and retaining. In order for an organisation to attract the best talent, they must ensure they are appealing and top of the list. Taylor (2019) proclaims branding is what helps an organisation recruit as it focuses on advertisements and literature used skilfully to attract. Pilbeam and Corbridge (2010) advise how an organisation compares itself to its competitors and why that organisation should be someone’s top choice is employer branding. Wilkinson and Taylor (in Taylor & Woodhams 2016) point out an organisation must be aware of its competition, what are they offering that’s different and what can be done better. The CIPD (2021b) agree with this and suggest creating and building an employer brand with employee propositions in mind is key. Taylor (2019) also discusses employer branding as an approach to retaining talent because the energy put into the building of an organisation and its brand, is not only seen by potential employees but also existing employees. This could be seen a smart way of instigating employee engagement. 

Employer positioning is another approach to attracting talent. In agreement with Wilkinson and Taylor (in Taylor & Woodhams 2016) this refers to how organisations position themselves to potential employees through two significant yet conflicting factors, salary and values. In line with the CIPD (2021b) some would agree that these both have an influence on attracting and retaining talent. Pilbeam and Corbridge (2010) suggests an organisation with a corporate culture that cares about its people is a deal breaker for some. Alternatively, Wilkinson and Taylor (in Taylor & Woodhams 2016) state some organisations focus entirely on salary, without culture in mind. Higgs (2004) as cited in Taylor (2019) created a model which describes employer positioning easily showing four possible options such as employer of choice, cash, churn or values. It seems the perfect employer would offer both high rewards and culture, but this isn’t always available especially when labour markets are tight. The Higgs Model (2004) may be a useful reference for employers when considering their position, but some would argue the labour market has evolved since and there are now more factors people wish to consider such as flexible working. 

Reward strategies is another way of attracting talent. According to Pilbeam and Corbridge (2010) attracting talent cannot be achieved without the correct reward strategies. The CIPD (2021e) explains this can be achieved through competitive pay, recognition for performance, development opportunities, culture and work life balance. This shows reward isn’t just about money, to which Pilbeam and Corbridge (2010) state this is known as total reward. Perkins and Woodhams (in Taylor & Woodhams 2016) echo this and proclaim all elements are appreciated by employees so demonstrating that reward strategies can be an approach for attracting talent but also retaining it. In agreement with the CIPD (2021e) if an organisation offers the ‘perfect package of rewards’ then it will attract and motivate employees. An organisation will be more likely to succeed if targets are hit and this will be achieved if staff are work harder, knowing that their efforts are recognised. This motivation generates employee engagement. The downside to reward strategies according to Taylor (2019) is if staff are no longer happy with their reward package or are offered more elsewhere, then they are likely to leave. The CIPD (2021e) mention other disadvantages to reward strategies which organisations much be aware of and plan ahead. Recruitment strategies should align with reward strategies when it comes to attracting candidates because what an organisation offers through branding and positioning is what entices people. Pilbeam and Corbridge (2010) state that organisations must select suitable candidates who adhere to similar values and work ethics as this supports engagement and will improve retention.

There are a number of ways for an organisation to retain talent, some have already been explored. It’s evident that methods used to attract, develop and engage candidates can also help retain candidates when implemented correctly. Wilkinson and Taylor (in Taylor & Woodhams 2016) declare understanding why employees leave is critical to retaining talent. Pilbeam and Corbridge (2010) suggest there must be plans in place to improve employee retention such as engagement activities and development initiatives, these relate to reward strategies and should keep the workforce continuously involved. Additional approaches according to the CIPD (2021e) include flexible working and effective line management, to which Thomas (2019) proclaims line managers are essential here. Although not everyone has the best relationship with their line manager and flexible working isn’t available to all.

4.

Recruitment and selection are essential when it comes talent management, according to Wilkinson and Taylor (in Taylor & Woodhams 2016) and when it comes to filling a vacancy in an organisation, an analysis of the job is required to ensure the right talent is found. Taylor (2019) states a job analysis is usually followed by a job description and a person specification, these should be clear and accessible. An alternative approach to this method is a competency analysis and framework but both methods lead to recruitment and selection. Wilkinson and Taylor (in Taylor & Woodhams 2016) state a job description summarises a job and they are relatively standard communicating the role, its purpose, salary, location and duties. This should also link to further agreements such as the contract. Taylor (2019) suggests it is best practice to keep job descriptions updated and to make sure they are not unclear. Job roles are subject to change and job description should reflect this. 

Person specifications according to Wilkinson and Taylor (in Taylor & Woodhams 2016) focus on the attributes required for the job to be fulfilled successfully, such as skills, qualifications and experience. These are often categorised as desirable or essential. Taylor (2019) advises like job descriptions, these must be maintained. It is imperative that organisations are clear when it comes to these specifications and the reasons why are justified in order to avoid unintended discrimination. 

Competency frameworks are used to determine specific behaviours required to operate effectively according to the CIPD (2021f) and Wilkinson and Taylor (in Taylor & Woodhams 2016) advise these frameworks are usually associated with an organisation’s values. Taylor (2019) suggests while job descriptions are job-based, competency frameworks are people-based. Organisations using this approach will actively seek people who poses qualities in line with the business, such as integrity in order to boost performance and achieve success. The CIPD (2021f) proclaims although competency frameworks can be beneficial when used appropriately, they can be complex. Taylor (2019) implies an efficient job analysis is the ideal starting point and is considered best practice. When developing a job description and person specification, ACAS (2021) advise it is essential to understandably find the best candidate but also to ensure the law is adhered to. 

Pilbeam and Corbridge (2010) declare recruitment and selection are two different HR strategies to which, Taylor (2019) advises recruitment focuses on finding candidates while selection is about finding the best fit. There are various recruitment methods available according to Wilkinson and Taylor (in Taylor & Woodhams 2016) such as online adverts, radio or print averts, recommendations, agencies and others. It all depends on the role and intended audience. Applications could be completed online or by hand and resumes may be requested. Taylor (2019) implies recruitment has transformed massively and it is important that job opportunities are communicated effectively. The CIPD (2020) suggest organisations should look to cut costs by advertising internally before externally, this also supports succession planning. There are advantages and disadvantages to the different types of recruitment for instance, recommendations or refer-a-friend schemes are a great way of boosting employee engagement while radio or newspaper adverts may not reach as many people as the internet would.

There are many selection methods available to support finding the best candidate according to Taylor (2019) such as interviews, ability tests and assessment centres. According to Wilkinson and Taylor (in Taylor & Woodhams 2016) interviews are a popular and traditional method, with the virtual option or group and panel style. Pilbeam and Corbridge (2010) mentions the use of aptitude-style questions during interviews, which links to competency frameworks. In comparison to a conversation with potential candidates, Wilkinson and Taylor (in Taylor & Woodhams 2016) suggest it may be easier for an organisation to select candidates based on their presentation skills or how they perform in group activities. Some organisations may even use more than one selection method, the British Army (2020) recruitment and selection process involves an interview, tests and an assessment centre. Like recruitment, the preferred and most suitable selection method is dependent on the role and organisation. Employers must be mindful of the law and equal opportunities (Equality Act 2010) during the recruitment and selection process.

There are various reasons why employees to leave an organisation. According to Wilkinson and Taylor (in Taylor & Woodhams 2016) a dismissal is when an employer ends the contract of employment with the employee. This could be down to either breaking rules which is conduct leading to misconduct or gross misconduct or capability or in inability of fulfilling duties. ACAS (2015) advises dismissal cases should be explored as other options may be suitable such as demotion. Organisations must be aware of the law when it comes to fair and unfair dismissals as Wilkinson and Taylor (in Taylor & Woodhams 2016) point out cases should be handled appropriately to avoid employment tribunals.

Those reaching retirement should not be expected to just finish their duties according to Taylor (2019) and Wilkinson and Taylor (in Taylor & Woodhams 2016) state that people nowadays have a lot more control about how and when they leave. The Equality Act (2010) reveals it is unlawful to end someone’s employment due to retirement. Taylor (2019) reveals the government’s plans to bring the older generation back to work in order to relieve skill shortages so organisations should be supporting this. There are various options for those looking to retire without having to retire and employers need to make the workforce aware of these opportunities in order to improve engagement and retention. Wilkinson and Taylor (in Taylor & Woodhams 2016) suggest reducing working hours, a change in contract or a change in role as some of the options that could be offered. This could also support recruitment and selection by filling roles internally.

In line with Wilkinson and Taylor (in Taylor & Woodhams 2016) redundancy is a form of dismissal when a job is no longer possible and Pilbeam and Corbridge (2010) suggests this could be down to number of reasons such as a decline in the industry, re-organisation or technological changes. The CIPD (2021g) state redundancies are challenging and should be handled delicately and with empathy. All options should be explored where possible, to which Pilbeam and Corbridge (2010) mention the opportunity to avoid redundancy by freezing recruitment or seeking new business solutions, although this isn’t always available. With the Employment Rights Act (1996) in mind, the process for selecting candidates for redundancy should be fair and the CIPD (2021g) advise organisations must follow the appropriate procedures. In agreement with Taylor (2019) support should be provided to employees facing redundancy such as counselling, CV workshops and assistance with securing work elsewhere. The CIPD (2021g) state organisations should provide written notice regarding redundancies and staff are permitted to appeal the decision if applicable.
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