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Activity 1
UK
[bookmark: _Hlk39526122]Reflect record highs in employment with 271,000 more vacancies than the previous year; due to increase in full-time workers, women, and workers between 50 and 64 years.  This is attributed to women and changes to State Pensions age with less retiring whereas, men’s employment rate has largely unchanged (ONS, 2020).

CIPD (2019-2020) cited high employment rates suggesting tight labour markets with vacancies harder to fill in professional roles compared to lowly-skilled roles.  Thirty-eight percent of organisations’ have difficulty filling permanent roles, 31% recruiting temporary or fixed-term contracts; addressing gaps and flexible working relationships in the last 12 months.  Public and private sectors have difficultly to recruit however, employment growth in the public sector is projected; NHS, education, police and armed forces.  Healthcare, construction, and voluntary sectors are also predicted to grow.  Addressing retention 58% of organisations’ have increased salaries, 25% raised wages for key personnel with private sector more likely to increase salaries rather than public and voluntary sectors.
Unemployment estimates for men and women over 16 years have been falling mainly attributed to men unemployment rates at 20,000 higher with women rates down from the previous quarter (ONS, 2020).
Economic inactivity is 8.43 million this is attributed to an annual decrease by women on the quarter and year at 24.7%; men are largely unchanged in the year.  Inactivity rates have been falling since 1971 albeit increased during recessions (ONS, 2020).
Estimated annual growth in average weekly earnings were 3.1% for both total pay including bonuses and regular pay excluding bonuses.  Annual pay growth after adjusting for inflation for total and regular pay is estimated at 1.5% which was down from three months to June 2019 demonstrating pay is growing faster than inflation (ONS, 2020).
Estimated UK vacancies are estimated at 817,000 this is 30,000 less than the previous year; 19,000 more than the previous quarter from December 2019 to February 2020.  (ONS, 2020).
Few organisations utilise migrant labour from oversees with relatively few recruiting from within or outside the EU (CIPD 2019-2020).
Australia
Reflect employment growth is softening the outlook for jobs is concerning with the economy struggling in 2019; no longer enough to drive unemployment rates down (Pickering, 2019).  Annual employment growth in 2019 increased by 2.1% remaining below recent growth rate of 3.4% over the last year to January 2018 (DESSFB, 2020).


Employment is projected to increase in health care, social assistant services, scientific and technical services, construction, education, and training whilst agriculture, forestry and fishing and manufacturing are projected to decline.  Australia’s aging population and increased demand for childcare attribute to the increase in social assistant services.  Professional roles, community and personal service workers continue to have employment growth (Australia Government, 2020; DESSFB, 2020).   Private sector has seen a decrease of 0.2% and public sector an increase of 3.3% (ABS, 2020).
[bookmark: _Hlk39526771]Labour market indicators are promising but despite a strong labour market there is slow growth in wages and GDP.  Partially attributed to underemployment; there is increasingly more flexible work contracts like part-time or casual options this enables greater opportunities for the workforce, however, has left 8.3% of employees seeking more working hours than are available with women seeking more hours.  Full-time contracts have increased by 16% while part-time contracts have increased by 26.8% over the last 10 years (Cuddihy, 2020).  
Unemployment rate in 2019 is 5.3% compared to the UK which is lower at 3.7% with youth and young men struggling to find work (Pickering, 2019).  Unemployed still searching for work for a year or more has increased to 24% with regional areas expressing higher rates than metropolitan areas of unemployment.  Seasonal unemployment rate increased to 5.3% attributed to bushfires and coronavirus (Cuddihy, 2020).
Job vacancies in Australia were 244,900 an increase from February 2019 at 226,500.  Trend estimates from November 2019 to February 2020 an increase of 0.2% (ABS, 2020). 
Australia Government (2020) state migrant unemployment varies appreciably depending on skills level, age, English proficiency, and relevant work experience.



Activity 2
[bookmark: _Hlk38980800]Workforce planning is a business process aligning organisations’ needs, profiling their current workforce looking ahead utilising systematic techniques to find solutions meeting future labour demands.  It ensures the right skills, at the right time in the right places fulfilling organisational strategic objectives (CIPD, 2018; Taylor, 2019; Wilkinson and Taylor, 2016).  
CIPD (2019) reflect workforce planning assists HR practices formulating strategy like; organisational design and development, succession planning, work-life balance, recruitment and selection, talent management, job design, absence management, career planning, rewards and recognition and learning and development.
It holistically analyses internal drivers and goals and the external environment to understand the ‘big picture’ therefore a PESTLE analysis can be utilised (CIPD, 2018; CIPD, 2019).

It assesses the environment like labour markets and forecasting by:
· Forecasting future demand for skills

Systematic techniques; identifying past trends predicting future needs; or identifying output desires and working backwards. 

Stable business environments predict years in advance based on trends, others are subject to cyclical fluctuations increasing or decreasing seasonally or by tandem economic cycles.  

Managerial judgement; industry and external environment or knowledge and experience of senior management. 

Working back from costs; defining future budgets determining workforce affordability.  Organisational structures are designed based on what budgets will be permitted.

· Forecast skills needed for the future

Considers existing workforce composition; skills and the proportion likely to remain employed at the time which is being forecast for.
A mixture of statistical analysis, managerial judgements and employee turnover rates assist planners to make informed decisions.  Planners consider person specifications for job roles; age of workforce like retirement age or those entering into full-time education; length of service like end of temporary contracts or redundancy, dismissal for misconduct or incapability, illness, career breaks and those employed in different jobs and levels.
· Identify gaps between future demand and supply skills

Planners conduct a skills audit determining the mismatch between skills and job roles needed for the future and present requirements.  This is achieved via competency framework, scenario planning, an audit form completed by line-manager based on personal judgements, observational and discussion with the employee summarising the results identifying total skills available.  

· Planning to fill such gaps

Focusing on how the organisation uses its existing resources via: redeploying employees; ensuring retention of valued employees; training or mentoring; knowledge-sharing; or redundancy removing employee whose skills and aspirations do not match future needs. 

(Taylor, 2019; Wilkinson and Taylor, 2016; CIPD, 2019).  
Organisations need to be more proactive understanding risks, opportunities and the resources needed like workforce requirements and labour availability (CIPD, 2018).  
Tucker (ND) recommends; greater integration between HR and business processes, more investment into strategic workforce planning processes, greater stakeholder involvement, more real-time data and better forecasting to talent supply and demand.
CIPD (2020) refer to HR Professionals critical role supporting and facilitating the process of succession and people planning.  Osing (ND) state people plans must serve the strategy and objectives of the organisation defining the people, skills, and competencies required assisting with recruitment, re-organisation, re-deployment of workforces.
Wilkinson and Taylor (2016) cite succession planning develops a ’pool of talent’ from which a replacement is sought when a vacancy becomes available ensuring employees have the right ability, personal attributes, knowledge and experience stepping-up.  CIPD (2020) state it develops future leaders, managers, and individuals to fill business-critical roles at any level in the organisation.
Taylor (2019) cite the following succession planning stages:-
· Identify senior and critical positions to an organisation which when leaving like retiring or resigning cause significant difficulties to an organisation.
· Define future attributes and capabilities required considering a contingency-based approach planning for different scenarios and distinct talents.
· Identify employees for positions and assessing capabilities.
· Ensure employees have training and development preparing for future vacancies.
· Regularly reviewing potential successors progress, costs involved and monitor return on investment.
Appraisals are crucial performance reviews identifying career aspirations, current skill levels and agreeing development plans incorporating; training, mentoring, shadowing and ‘acting-up’, attending committees and taking ownership of projects.   It is important employees have fair access to opportunities like; being less secretive providing open competition on career development schemes, communicating to all, devolution to line-managers developing internal talent, not identifying specific successors rather developing a ‘pool of talent’, utilising selection techniques and assessment centres to spot competencies of effective leaders, allowing every employee a development plan seeking career ambitions, positive action initiatives, auditing training, training of managers to avoid blocking the development of an employee (Taylor and Wilkinson, 2016).



[bookmark: _Hlk38996517][bookmark: _Hlk39081433]Activity 3
Resourcing strategies address attracting the right people to differentiate it from its competitors.
Organisations’ seeking the same labour markets like lowly skilled workers can conduct a competitor analysis:
Strengths: 
Assesses an organisation’s working environment like labour market requirements, brand image and its unique selling-point by ascertaining the strengths and weaknesses of competitors.  These highlight potential barriers providing insight into what should be offered like salary, employment security, job role, benefits, challenging work or training and development.  
Weaknesses:  
The UK are operating in tight labour markets often matching employee value propositions (EVP) creating ‘talent wars’ therefore employee branding is key. 
(Wilkinson and Taylor, 2016)
Organisations’ choose the best approach positioning themselves within labour markets however, organisational positioning commonly refers to (Higgs, 2004) two factors; reward relating to pay and culture relating to how employees are treated ethically and respected.  The model reflects four positions: -
· ‘Employer of cash’ 
· ‘Employer of values’ 
· ‘Employer of churn’ 
· ‘Employer of choice’
Strengths: 
Employer of values attracts employees who are intrinsically motivated whereas, employee of choice is the optimal preference; organisations often feature in the annual ‘Sunday Times’ list of the ‘100 best companies to work for’ attracting top talent.
Weaknesses:
Employer of cash and churn attract a lowly skilled workforce and are not concerned with employer branding or EVP.
Gartner cite 62% of HR Officers believe employer branding is crucial when attracting talent and for retaining current employees in an employee’s market (Naturalhr, ND).  
Strengths: 
It capitalises the value, culture, and vision of the organisation helping employees to recognise and engage with the organisation’s strengths like flexible working, career progression or an existing employee’s experience of working for the organisation.  It maintains a positive organisational culture by utilising corporate websites and social media sites like LinkedIn increasing brand awareness.  Increasingly candidates use Glassdoor; conducting audits based on reviews of an organisation.  This increases online reputation and provides transparency, strengthening ethical practices (McCartney, 2017).
Weaknesses: 
To ensure the brand message reflects the reality of working for the organisation.  Failure will see new recruits disappointed, existing employees cynical and confused affecting the reputation of the organisation deterring people from applying (Wilkinson and Taylor, 2016).
In my opinion, good organisations’ strive to be an employer of choice offering comprehensive employment practices and benefits.  To do this employer branding and values are key influencing prospective employees and reputation.  CIPD (2017) support this view identifying employer brand, values, pay and benefits as focuses.   
Retaining talent 
[bookmark: _Hlk39528091]When devising a resourcing strategy maximising retention must be addressed; why employees leave, the ‘push’ or ‘pull’ factors, who are leaving, are they from certain demographics, seniority levels, dysfunctional or voluntary departures together with the impact on employee turnover and associated costs (CIPD, 2019; Wilkinson and Taylor, 2016).
Taylor (2019) state remuneration alone is less powerful towards positively motivating offering short-term job satisfaction masking any underlying causes for unhappiness. Thomas (2019) proposes to offer ‘human value-added incentives’ like listening to individual needs, offering flexibility, or encouraging teamwork.  
Total reward strategies are people-centric rewarding employees individually, as a team or organisation (Reilly, 2019).
Strengths:
CIPD (2019) state it enhances an organisation’s reputation offering non-basic pay and wider non-financial benefits.  Employees have different interests taking advantage of different perks from; working flexibly, homeworking, career development, recognition programmes, freedom and autonomy over their role, involvement in decisions, pension, salary sacrifice and healthcare schemes (Reilly, 2019).

Weaknesses:
Resistance from line-managers towards an approach like offering family-friendly working patterns (CIPD, 2019).

CIPD (2017) state learning and development opportunities are popular.  
Strengths:
It is noted employees stay longer and is a powerful means to retaining talent ensuring they are engaged and perform well (Biro, 2018; Wingrove, 2014).  Thomas (2019) states it has a positive effect on retention and on employee’s experience.

Weaknesses:
Line-managers are key in supporting learning and development, however, are not engaged in the training process taking it seriously (CIPD, 2017; Maxwell & Farquharson, 2008).  

Poor line-management is attributed as a major driver for unwanted turnover (Taylor, 2019) therefore, effective line-manager is linked to retention.
Strengths:
An effective line-manager can ease caseloads, fight for additional resources, coach employees imparting their knowledge and experience (Thomas, 2019).
Weaknesses:
Line-managers can negatively influence an employee’s experience like career development, promotion opportunities or increase in pay.  They often fail to respond to grievances, act autocratically, abuse their position, show favouritism, fail to appreciate their employees, are self-centred and do not deliver on promises (Taylor, 2019; Ladimeji, 2013).  

In my opinion, not ‘one size fits all’ evidence-based strategies are the most effective researching and seeking the views of employees and acting on these strategies aligning these to its values and employer brand. Thomas (2019) supports this view recognising flexible individualised working approaches.


Activity 4
Recruitment is needed when employees leave or devising new positions.  A traditional approach determines; skills and experiences via a job analysis (Taylor, 2019) developing:
Job description:
Summarises job tasks, reporting lines, areas of responsibility and performance criteria.  
· Job title
· Salary and grade
· Location
· Any supervisors
· Subordinates
· Main purpose of the job
· Job duties and description
· Referring to documents like collective agreement
Person specification:
Focuses on attributes; ’desirable’ and ‘essential’ needed to shortlist, select, and fulfil in the role:
· Skills like IT competency, tools and techniques required
· Experience like similar role
· Qualifications like vocational
· Education like GCSE or degree
· Personal attributes like interpersonal skills or professionalism
Competency frameworks:
[bookmark: _Hlk39353755]Are person-based compared to job-based and are different to person specifications in appearance, function, generic rather than specific.  It is analysis of attributes, core values for ‘effective and superior performance’ using personality questionnaires and interviews differentiating high achievers from others in the organisation.  Thus, sought in any person, for any role, in the organisation unless specific skills are required.  If you have recruited the right person with the desired competencies like teamwork, commercial awareness, problem-solving and flexibility the organisation can equip them with the skills required to undertake the job.  They can be used alongside job analysis, descriptions, and specifications.  

(Taylor, 2019; Wilkinson and Taylor, 2016)
Recruitment methods 
Internally: existing employees like lateral promotion, job rotation or appointing interns.
Strengths:
Cost effectiveness using social media, newsletters, and intranets.  It gives employees a reason to stay, increasing motivation and commitment.  Learning time is shortened as employees know how the organisation operates and the organisation has return on investment.  

Weaknesses:
Perpetuates existing ways of thinking and equality imbalances, like knowledge base and make-up of workforce.  To attract top talent and the ‘best-fit’ for senior positions fresh blood is seen to challenge the status quo.

External: methods including online, printed advertisements, external agencies and consultants, education liaison, recruitment fairs, professional contacts, and networks.  CIPD (2017) state recruiting using own corporate website is the most effective followed by professional networking, commercial job boards and recruitment consultants.
Strengths: 
For senior or skilled positions it is worth the expenditure hitting target audiences and wide talent pools using specific adverts, journals, or head-hunters.  Advertisements can attract hundreds of applicants; useful when a new store opens with many new jobs available.
Weaknesses:
Time constraints filling vacancies; line-managers want positions filled quickly.

(Taylor, 2019):

Selection methods

Interviews: CIPD (2017) cite competency-based interviews are the most popular.  Distance interviews such as telephone, video, Skype are likely to be used in the private sectors; useful at first stages of recruitment or recruiting overseas.  
Strengths:
Employers gauge experience and ability to perform in role, they can explain EVP, learning and development, benefits, ensuring a positive impression is portrayed.  In return, candidates can ask questions, making their mind-up on the organisation and job (CIPD, 2017).  Taylor (2019) reflect questions are structured ensuring consistency and fairness with the benefit of asking scenario-based questions at competency-based interviewing.

Weaknesses:
Traditional interviews are weak as a future performance indicators and selection decisions prone to biases.  Telephone interviews lack body-language and facial expressions.

Psychometric testing: evidence suggests for positions that require complex thinking standardised or cognitive tests are good performance indicators (Taylor, 2019).
Strengths:
Identify potential equal opportunities, can be administered online, and can assess ability, personality, and aptitude.  If used correctly are beneficial when assessing high volumes of applicants.

Weaknesses: 
Administering tests is a skilled task requiring specific training and certification therefore costly.

(CIPD, 2019)
Assessment centres: utilised for selecting, promotion and developing candidates to undertake different tasks like cognitive, personality assessment and those combining behavioural ratings.
Strengths:
Bringing together candidates for; interviews, presentations, group activities, role-playing as well as ability or personality testing thus a more valid measure of the individual’s suitability for the role.

Weaknesses:
Tests are systematically delivered by experienced and trained selectors ensuring objectivity and consistency providing feedback often by an occupational psychologist hence costly.

(CIPD, 2019)  
Good Practice relating to Dismissals, Redundancy and Retirement 
Dismissals:
There are three categories for dismissal; unfair, automatically fair and potentially fair.  Majority fall under the potentially fair like capability, conduct, redundancy, statutory restrictions and some other substantial reason at which point ‘employer’s reasonableness’ must be considered (Taylor, 2019). 

If a dismissal is not serious informal measures should be explored trying to resolve the matter using positive approaches like coaching and counselling which can be used for conduct or performance giving the employee the opportunity to improve before resorting to dismissal (CIPD, 2019).
Following good practice; the law and ACAS Code effectively from the start of employment will ensure fairness avoiding a tribunal as well as up-to-date policies and procedures.  It details; giving reasonable notice to an employee with reasons and evidence, right to be accompanied, appropriate and consistent action through to the right to appeal.  Employers following best practice should seek to improve training for managers relating to the procedural element, documentation, and ways of improving the investigation and enquiry stage.
[bookmark: _Hlk39087046](Taylor, 2019; Wilkinson and Taylor, 2016).
Redundancy: 
CIPD (2020) state redundancy should be a last resort; it should be handled sensitively ensuring fair treatment.  
Redundancy plans manage redundancy allowing information to be shared easily when correct processes are applied it reduces the risk of successful claims against an organisation avoiding compulsory redundancies.  It identifies a genuine reason for redundancy, selects pools of employees affected, it ensures employees are consulted individually, as a group and with representatives like trade unions at first and second stages, it allows employees to offer viable alternatives to redundancies, drawing an objective fair selection criteria detailing lowest scoring employees and discusses redundancy payment either statutory or enhanced payments (ACAS, ND; Lloyd, 2014).
Redundancy programmes should include offering support like effective job searches, interview skills and redrafting curriculum vitaes.
It is best practice to plan ahead to avoid job loses considering: offering early or voluntary retirement; voluntary redundancy,  flexible working; reducing hours temporarily; cease working for a short-period; retraining; ceasing overtime; stop recruiting, sabbaticals,  and letting go of employees on temporary contracts (ACAS, ND; Wilkinson and Taylor, 2016).
Retirement: 
It is unlawful for organisations to compulsorily retire employees unless for a genuine reason.  Many can afford to retire early, are offered attractive redundancy packages, or forced through ill-health.  Many employees have greater control choosing flexible retirement options; leaving when they are ready rather than just stopping. 
Good management practices relating to retirement should involve ongoing discussions regarding future intentions with a range of options available like: moving to part-time work; having less responsibility and stepping down from a role; reducing hours known as winding-down; atypical contracts for a specified period; retiring from permanent position but remaining as a consultant; communicating pre-retirement information like pensions and investments.
(Wilkinson and Taylor, 2016).
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