Question 1
Your organisation is based in two different countries (the UK and another country of your choice). Write a short account which briefly assesses the labour market trends in each country. In your account, briefly explain the significance of tight and loose labour market conditions and how organisations position themselves strategically in competitive labour markets.

The Times describes the labour market is the place where workers and employees interact with each other. (economictimes.com/definition/labour-market). 
The market values of all the things produced gives a total extent of the size of the economy. The most commonly way to measure this is known as Gross Domestic Product (GDP), This is a measurement of economic growth and is a key economic indicator. 

Taylor et al state that a loose labour market is where there is a large amounts of people looking for work (Studying Human Resource Management)

In periods of high demand of labour, the labour market is defined as tight. Unemployment will be at a low and there wont be many job vacancy’s (CIPD) The UK is considered to have a tight labour market.

The office of national Statistics states that There were an estimated 32.48 million people in work, 79,000 more than for May to July 2018 and 396,000 more than for a year earlier.
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The graph shows the amount of people in the UK who are currently employed in the UK.
(https://www.ons.gov.uk) 

According to the CIPD THE implications of Brexit, the reduction in labour supply looks set to be further affected by the introduction of migration restrictions on EU citizens, presumably in January 2021. It seems highly likely that the jobs affected will be lower-skilled employers. 

The German labour market is also defined as being tight in recent years. On an average, in 2017 44.3 million people were in gainful employment in Germany. The high employment reflects Germanys  solid economic situation. (https://www.tatsachen-ueber-deutschland)
Germany want to creating a modern, fair, and transparent labour market, the Government has started doing many diffrent projects relating to labour-market policy. 
According to business.financialpost the rate of people  in Germany who were registered as unemployment fell to  4.8 per cent from 4.9 per cent the previous month with a total of 2.186 million people registered as unemployed, some 18,000 fewer than in October and 182,000 fewer than the same month last year. This was showing us that the labour market is improving.

Question 2
Give a brief description of the role of government, employers and trade unions in ensuring future skills needs are met.

The CIPD states that as HR professionals, government bodies, employers, policy-makers, and trade unions it is our job to produce expert advice and guidance based on employer best practice with in the work place to ensure future needs are met. (CIPD Fact sheet Trade Union)

It was reported in 2017 that the UK’s Government had introduced a plan called ‘industrial strategy’ to boost the productivity and earning potential amongst the British workforce. The aim was to increase productivity in sectors such as it and the and the automotive sector (Kenner, 2017). The Industrial Strategy also outlined the promise of improving the quality of training for young people with the promise of improving careers advice and guidance within schools (Faragher, 2017).
The role of trade unions has changed significantly over the past 30 years (ACAS). Global competition, a growing trend in outsourcing and legal constraints of employee participation have had a significant impact on the fall in union membership and the coverage of collective bargaining (ACAS), This has been equally challenging for the trade union movement. How trade unions respond to the challenges within the work place over the next few years will be crucial in determining their level of influence at work in the future. 
Q3. Briefly describe the main principles of effective workforce planning and give some examples of any tools that may be used for this.
CIPD states that Workforce planning is a core business process to align changing organisation needs with people strategy. It can be an effective activity which allows organisations to engage in their business needs. This can be a simple process that can suite the needs of the business. ( Fact Sheet)

Workforce planning is necessary for companies that want to stay ahead of their competitors. According to the CIPD, the main benefits to work force planning is that companies can avoid the need for mass redundancy’s (CIPD fact sheet). This is not only a massive cost save to the company but can also help improve employee morale. Workforce planning benefits the hiring processes as it allows company time to plan for their recruitment. J Bratton, and J Gold state that the recruitment process is a time consuming operation which can have negative impacts on the way in which an organisation is able to function.  
Royal College of Nursing, States that there are six steps to good work force planning (J Buchan - 2007https://www.researchgate.net/profile/James_Buchan/publication/256288558_Workforce/links/0a85e530a8de92f626000000/Workforce.pdf)
Those steps are:
Understanding the organisation and it operates: What does the organisational structure look like now and what’s will it look like in the future, are there plans to expand productivity, with technology ever advancing is it possible to update technology and up skill the work force on new technology or look to find people with the correct skills to work with the new technology.

Analyse the current workforce: Identify the knowledge, skills, abilities, demographics, talent profiles, attrition rates and other factors such as employees (CIPD Fact sheet) It is important to find out the employees views on job security and satisfaction to ensure that the current work force is happy with there working environment. Look at geographical location what are the demographic differences within the workforce. Anther important factor is to consider contractual differences as to how work is resourced across the company. In a fast-paced working environment, innovation, agility and resilience are essential for organisations to retain their competitive advantage. 
Determine future workforce needs: Identify future skills needed in the work place, CIPD suggest using scenario planning, this can be used to show different situations that can affect staff and service requirements.  From this a business will be able to formulate a contingency plan to identify potential risks to the business.

Identify gaps in the workforce: Identify gaps in skills and knowledge allows a business to create future business plans (CIPD fact sheet). Future roles need to be taken into consideration as this will often involve relaying more on new technology. Requiring staff to have a better understanding on technology and data awareness (CIPD). Where recruitment, retention, are presenting a challenge in the working place setting, businesses may want to focus on up skilling their current staff to meet the needs of the gap with in the work force ()

Create an action plan that allows flexibility with in the work place: ACAS (2017) suggests that an agile workforce who can manage change will thrive against its competitors increasing work force satisfaction, this will allow the organisation to become a change-ready business which can successfully restructure as a result of progress.

Monitor and evaluate action plans: A set of action plans should be developed and agreed with appropriate support and information for managers. This would involve regular reviews of the outcomes. A clear evaluation processes should be designed and embedded into all stages of the process. (CIPD)

Question 4
1. Develop and provide a basic succession and career development plan
2. Provide evidence to show your contribution to plans for downsizing an organisation
Provide evidence to show your contribution to the development of job descriptions, person specifications and competency frameworks
Succession planning is the process of identifying and developing potential future leaders or senior managers, as well as individuals to fill other business-critical positions, either in the short- or the long-term. As well as training and development activities, succession planning programmes typically include the provision of practical, tailored work experience relevant for future senior or key roles. The aim is for the organisation to be able to fill key roles effectively if the current post holder were to leave the organisation.


Question 5
Explain some of the main legal requirements in relation to recruitment and selection and briefly assess the strengths and weaknesses of at least two different methods of recruitment and selection. 

The five main areas of employment law in the UK affecting recruitment and selection include discrimination, the right to work in the UK, criminal records check and data protection (CIPD). Employment law is a requirement to regulate the relationship between businesses and their employees. By keeping up to date with relevant legislation, both employers and their staff members can ensure that their hiring processes, dismissal processes within their business is fair to the employees, (reed.)
The Equality A became law in October, 2010. It replaced previous legislation such as the disability act and ensures that the employers are consistent within their workplaces, making it an equal opportunities environment that is compliant with the law. It ensures that an employer makes 'reasonable adjustments' for a disabled candidate to participates within the recruitment processes to ensure that the process is fair.
Recruitment agencies
Private sector agencies that provide temporary and permanent placements.
	ADVANTAGES
	DISADVANTAGES

	• specialist expert knowledge of target recruitment market
	

	• Speed of response from applications
	• less reputable firms may adopt a ‘scatter gun’ approach – sending too many candidates.

	• only short listed applications and pre- referenced candidates, therefore of a higher quality of application presented to employee
	 • can seem costly – fees typically 20% of the appointee’s salary

	• No  administration as the agency performs many of the recruitment tasks, including external advertising
	



Online job boards and websites
On line job boards can be particularly beneficial  for  without a strong employer brand that may be unlikely to attract candidates directly to their website. 
	ADVANTAGES
	DISADVANTAGES

	• Cost-effective
	

	• Can be effective in getting a candidate in a timely manor
	• Have a large amount of application with no experience

	• Technology helps manage vacancies such as ask questions such as experience etc.
	• It could be seen to be discriminatory candidates and use bias, losing potentially good candidates

	• Instant applications
	Loss of human interaction within the recruitment processes.

	•Can Instantly reject applications for people who don’t meet the criteria
	






Question 6
Briefly explain briefly why people leave or remain with organisations and provide a summary of some of the costs associated with dysfunctional employee turnover.  Go on to assess the strengths and weaknesses of at least two different approaches to retaining talent.
Employee turnover can have negative impact on a businesses performance, CIPD states that in high-turnover industries most of employee turnover consists of people resigning or being dismissed in the first few months of employment (CIPD Fact Sheet.) Although more commonly poor retention reports negative impacts on a business, in some cases it is suggested that employee turnover can also have positive benefits for organisations - for example when a poor performer is replaced by a more productive employee.

Businesses report that poor recruitment and selection decisions, on both sides of the recruitment are usually to blame. Also highly reported on why people leave a business is due to the poorly designed or non-existent induction programmes. 
Even when employee’s pass the probation period and stay past the first few months, the first few weeks’ experience of working within business can influence an employee’s decision to leave a business. Other reasons reportedly that people leave a business are that expectations are also often raised too high during the recruitment process, leading people to accept jobs for which they are in reality unsuited.

The Harvard business review states that employees stay in a business for job satisfaction, the company environment and the comfort an individual employee feels within it. Employees who have good work life balance and are managed well, will not only be happier, healthier and more fulfilled, but are also more likely to drive productivity are more likely to stay in a business. (CIPD Fact Sheet)
The costs associated with employee turnover related to resignations and can be calculated by calculating the average cost of replacing each leaver with a new starter in each category. This figure can then be multiplied by the relevant turnover rate for that staff group to calculate the total annual cost of turnover. According to the CIPD the major cost categories are
•Administration of the resignation
•Recruitment and selection costs.
•Covering the post during when their is nobody is in the post.
•Induction training for the new employee

There are three main types of turn overs:
Voluntary termination- Employees give a number of reasons for leaving their jobs. They may be moving to a different position with another company, relocating, or simply choosing not to work for personal reason. When an employee voluntarily terminates the employment, they give the employer verbal or written notice of intent to resign from their job.
Desirable turnover- This when replacing employees mixes with new talent and skills, which can give an organization a competitive advantage. (https://smallbusiness.// TurnOver)
 Undesirable turnover-  This means the company is losing valuable employees whose performance, skills and qualifications are key to the business.
According to the CIPD there is a basic turnover calculation for a business to calculate turn over cost. If a company employs 100 employees and 15 employees are fired or quit, your turnover is 15 percent (smallbusiness.) 
Employee turnover calculations may also factor in different types of turnover, they are also helpful to determine hiring costs and staff training needs.

Question 7
Provide a brief summary of the advice you would provide to your organisation on good and lawful practice for managing dismissal, retirement and redundancys

Dismissal
A dismissal happens when an employer terminates the employee's contract. A formal disciplinary action should only happen if informal methods have failed to resolve the problem.
There are five specific reasons for en employer to dismiss someone fairly, an employer in the UK must show that it was due to one of :
· Conduct/Misconduct.
· Capability/Performance.
· Redundancy
· Statutory illegality or breach of a statutory restriction. 
· Some Other Sustantial Reason (SOSR)

The employer must also have acted fairly and reasonably in carrying out the dismissal. Mangers must make sure employees understand procedures for disciplinary issues. Some investigations should take place immediately to establish the facts should be presented to the employee as to why you are dismissing them. The employee should be made aware of the option to have a union trade representatives or employee with them when going through the dismissal processes.(Citzerns Advice)
 


Retirement 

After being approached by an employee wishing to discus retirement options, A manager should arrange a meeting with the employee to find out more details on when they plan to retire ect. According to ACAS most employees now have the right to decide at what age they will retire, most companies no longer set a legal set retirement age. 

However, an employer can still set a retirement age if it can legally prove the need. A discussion lead from the employee about there retirement options should be raised the employer must not respond with discriminatory remarks or actions.
An employer can ask an employee, about their work plans so they can identify the needs of the business this must not include any discriminatory remarks or actions.(Citizens Advice)
Redundancy

Redundancy’s can be emotional distressing for an individual when a manager meets with an individual this should be done alone or with a trade union representative (ACAS) This meeting should be conducted. Employees need to be made aeare of Redundancy legislation and what their rights are this includes informing the employee of there employees' rights and the correct procedures to follow. Redundancy should be viewed as a last resort in restructuring. The manager should explain to the employee:
· how they’ll choose people for redundancy
how long the process will take (www.citizensadvice.org.uk)
In the final redundancy meeting the following points should 
· why the business needs to make redundancies
· why they’re considering the particular employee for redundancy
· what other positions are in the business? 
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Figure 1a: Summary of UK labour market statistics for July to September
2018, seasonally adjusted
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