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1.  1.1 Labour market trends

Sources of labour which can be in the local, national and international markets, consisting of Graduates/School/College Leavers, individuals who work or are inactive.  To understand the labour market, it is important to consider whether the market is loose or tight; this is especially important whilst an organisation is trying to recruit.  Tight labour markets are consistent with more job opportunities than people who are actively looking.  Organisations would find it hard to recruit to their current vacancies, due to being too much choice, by way of opportunities.  Loose labour markets on the other hand have an opposite effect, too many potential candidates to available opportunities. (Wilkinson and Taylor, 2016). 

I will be looking at Germany alongside the UK to provide comparisons in the labour market.  In the table below; Germany in comparison to the UK has fairly similar trends.   The population of Germany is 83,019,213 compared with 66,647,112 in the UK (countryeconomy.com, n.d).   

Germany has a larger labour force than the UK, but standing out is its unemployment figure of 3.4%, in comparison to the UKs higher figure of 4%.   In Germany 5.2% of females and 10.3% of males are aged 65 and over and still in employment, on comparison the UKs ageing population is staggeringly higher with 14% of males and 7.8% of females aged 65 and over still in employment, although the population for the UK is much lower; this may be due to stagnant levels of pay and the recession in the UK in the past;  but also changes that Government made withdrawing the default retirement age, it is now unlawful to discriminate age.  It has therefore encouraged the older generation to stay in work (OECD, 2019b/2019c and Wilkinson and Taylor, 2016).  
 
The UK labour market is currently tight according to the CIPD Labour Market Outlook Report, which is consistent with labour market data that there has been a sharp employment increase in the last few months.  The high increase in employment rates is making it hard for organisations/businesses to fill vacancies.  It is said 38% of organisations have been unable to fill permanent roles over the last year.  The sectors are now starting to utilise apprenticeships, upskilling, cross-skilling to grow their own talent pools and 24% of employers have already increased training to do this by offsetting their hard to recruit vacancies.  Lots of companies are targeting local workforce, 31% of the workforce employed are on temporary or fixed-term contacts to ensure that gaps are filled (CIPD, 2019a).

The Labour Market Overview UK February 2020 estimates UK statistics; the number of vacancies in the UK still remains high and has generally increased since 2012.  Pay is said to have grown by 1.4%.   Unemployment rates have fallen since 2013 but have been levelling off.  Vacancies in the UK from November 2019 – January 2020 were estimated at 810,000 which is 50,000 less vacancies than was estimated in the previous year.  The UK employment rate during October to December 2019 was 76.5% an all-time high (ONS, 2020).

In contrast, Germany with figures reported from the OECD (2019c) annual average of unemployment in 2018 was at 3.4%, which has decreased year on year since 2009.  In 2018; 1,468,000 million unemployed and 41,915,000 employed, which has increased from the previous years.  
In Germany 89.9% are employed which is 0.3% up from the previous year.  41.4% of individuals have been unemployed for more than a year, this has reduced on previous year by 0.5%. 

Although Brexit will have an effect on the UK labour markets in that many workers will fall below the point system, many organisations will suffer in that low skilled as well as skilled jobs will be hard to recruit to.  UK Government have reviewed skills; the Sandy Leitch Report has detailed areas of improvement in basic skills, higher-level specialist, professional and technical skills, the White Paper has set the skills by 2020, which includes various qualifications as well as apprenticeship schemes, the provision will be demand-led by organisations.  Flexible working is also another importance in the labour market it brings with it a number of opportunities for the organisation as well as the workforce.  In the current climate, the Covid-19 pandemic will certainly change the economic and labour conditions for a long time to come (Morris, 2020 and Wilkinson and Taylor, 2016).
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2. 1.2  Workforce Planning
CIPD (2010a) defined workforce planning as: 
‘Workforce planning is a core process of human resource management that is shaped by the organizational strategy and ensures the right number of people with the right skills, in the right place at the right time to deliver short- and long-term organizational objectives.’
Workforce planning also known as talent planning are activities organisations carry out to examine the necessary skills and workforce requirements, often a result of a PESTLE analysis, identifying any gaps, inclusive of manpower for future organisational purposes.  The organisation can develop a strategy in order to meet those future demands, this may also include recruitment in its people strategy.  This enables the organisation to have the skills and resources required to fulfil its strategic objectives interlinking ‘soft’ and ‘hard’ workforce planning (CIPD, 2019b).   


Workforce planning follows four stages according to Wilkinson and Taylor, (2016):


Forecasting future demands of skills: 
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Forecasting future organisational skills:

Once the organisation has addressed the amount of resource, demand and skills required, it will need to profile its current workforce.  This analysis takes into consideration factors such as its workforces’ skills, looking at job descriptions/person specifications, appraisal information and training records.  The organisation will need to look at retention in its workforce, by analysing the compositions of its current workforce, total employed, current wage bill, impacts on services i.e. sick absence costs, staff grades, age, length of service, likely retirements.  Also looking at its trends in turnover such as sick absence, resignations, retirements, roles and promotions. From analysis the organisation can forecast/predict its future workforce.   The organisation will know how many internal workforce there are, against external resources required.


Determine any gaps in future demand and supply of skills:
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Addressing gaps:  

The organisation will now know where the gaps lie and will need to consider how these will be filled.  Firstly, the existing internal workforce can be utilised, which may include training, moving workforce with certain skills to other departments, knowledge sharing, retaining skilled and valued individuals and removing anyone who does not meet/match future needs.  Secondly, external analysis of the labour market can involve local, national and international markets, partnership working with Universities and work experience programmes with colleges involving training/required skills.  Outsourcing of certain roles and using foreign providers are other options.



1.3  Succession Planning

Succession planning is an activity that can identify a number of individuals who can step into roles; e.g. leadership, senior managers or any business-critical roles.   Traditionally it was utilised to identify leadership roles.  This ensures that organisations have the right number of resources with the ability, knowledge, skills and experience to step into specific roles or up a level when required.  This has happened recently within Hywel Dda University Health Board (HDdUHB), whereby a General Manager moved up to a more Senior position as interim cover and on advertisement and interview the said manager was successful in gaining the promotion. Dependent upon the labour markets and shortages of suitable labour, succession planning is vital.  Organisations can implement succession planning to interlink with talent planning to develop a ‘talent pool’.  It is imperative that organisations take a modern approach to succession planning, which involves a whole workforce approach, including linkage of organisational objectives and roles required at all levels; thus ensures that individuals whom are home grown can be deployed into suitable roles when they become available, this can be beneficial in retirement planning.  The ‘talent pool’ will also have cultural and operational experience.  The performance appraisal process can identify individuals who want to develop their skills within the organisation.  The creation of a personal development plan with formal on the job training, training and education programmes, coaching and mentoring, shadowing, departmental rotation/lateral moves to gain experience in different settings, supervisory roles such as ‘acting-up’, project work and secondments can be built into a development plan along with dated objectives (CIPD, 2020). 

During the process of developing a ‘talent pool’ then it is vitally important to take into consideration the balance of the existing internal and external talent; ‘new blood’ will bring with them new ideas and initiatives.   Also giving everyone fair access within the organisation of available opportunities, this can be done by communicating to all, via email, regular appraisals, 360-degree feedback, auditing training records, expressions of interest and ensuring fair and equal opportunity not blocking a subordinate’s progression (Wilkinson and Taylor, 2016).



3. 2.1 Attracting Talent Strengths/Weaknesses

To attract the right talent an organisation should ensure that they stand out above the competition especially in a tight labour market, as this will bring strong competition for talent.  A loose labour market has many options of talent to choose from.  There are three key areas according to Wilkinson and Taylor (2016):  

Analysis of Competitors:  Organisations should be aware of what the labour market competition is currently doing before developing a resourcing strategy.  Dependant upon the type of resource to be advertised, it is essential that the organisation does a comparison; if HDdUHB were to look for a Health Care Support Worker (HCSW) role, then a comparison of local care companies could be undertaken to compare and contract salary, terms and conditions, type of contract, benefits, development opportunities, training, pension, working conditions.  The strengths and weaknesses of each competitor needs to be taken into consideration; ensuring a better strategy to attract potential employees is put in place that stands out from the competition e.g.  pay, benefits and opportunities.

Organisation Positioning:  There are common approaches that can be adopted in the labour market; Higgs (2004) model explains two factors involving reward, how much an organisation is willing to pay its employees and its culture.
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Employer Branding:  image of the organisation in the labour market to attract potential talent.  This can involve a slogan/statement that an organisation would use to attract talent, its credibility and engagement of employees throughout the employee lifecycle; employee/staff surveys can be utilised in this respect in gaining views of existing employees.  Testimonials could also be used.  The CIPD (2019c) define employer brand as;

‘a set of attributes and qualities, often intangible, that makes an organisation distinctive, promises a particular kind of employment experience, and appeals to those people who will thrive and perform best in its culture'. 

It is important that the organisation aligns it’s branding with the values, strategy and policies of the organisation, reflecting a true reality of working within the organisation and ethical practice, a false/untrue reflection could cause  damaged reputation reflecting badly, not only on new employees but on current workforce (CIPD, 2019c).    

Although employer of choice, recruitment practices and reward strategies are vital; holistic approaches should be undertaken, every part of the organisation should align with the goals, strategy, HR policies to ensure it all links and works together creating the right environment for the workforce to thrive.  Thus, aligning with corporate and strategic priorities of the organisation.  Employer branding is a vital part in effectively attracting/retaining talent and drives engagement, standing out in the labour market (CIPD,2019c).  


Different personalities that Lievens et al (2007) mention the way’s organisations can align to:
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Labour markets can involve key factors; if the labour market is tight, employee value proposition can come into play.  An employer of choice could have competition in that a rival organisation can offer the same or a more attractive offer than that of the employer of choice, due to the market conditions; especially if the organisation wants to offer the position, making an irresistible offer to the candidate which could involve greater benefits (Ladjemi, 2014).

Recruitment on social media such as LinkedIn, Glassdoor reviews and ratings, Facebook posts and forums could cause negativity for organisations.  Any social media platform could receive bad press from ex-employees, someone wanting to cause a detriment for a business/organisation; it is important to think how these could affect the employer branding.  Although advertisements can be free which is a bonus, any potential weakness should be taken into consideration.  The most effective way to attract talent is through the organisation’s own website; the CIPD report that 74% of people utilise corporate websites, 60% utilise professional networking sites, 58% commercial job boards and recruitment consultants 52%.  Nine in ten organisations are said to be reviewing their employee branding within the last year, organisations and are offering apprenticeships more so after the apprenticeship levy was introduced (CIPD, 2017).

Employer branding can be measured through qualitative data such as application numbers, offer acceptances, employee engagement scores and reduction of costs.  This will give insight into the metrics and whether the brand needs strengthening (CIPD, 2019c).



2.2 Strengths/weaknesses Retaining Talent

Although it is important to fill organisational vacancies, it is important to retain talent; ensuring that you do not lose the people you need, which creates more vacancies.  An organisation can take two approaches in trying to maximise retention according to Wilkinson and Taylor (2016) one is to consider the labour market and competition outside of the organisation and other is to look at the organisations turnover and why employees may be leaving.  

Turnover can fall under two categories, one being ‘functional turnover’ which can remove poor performers; which could relate to sickness or capability making savings on salaries and allows existing staff to progress, the organisations brings in new recruits/talent.   The second category is ‘dysfunctional turnover’, which brings with it not only expense, but a negative effect by the way of knowledge/skills that are lost, especially in HDdUB would have a massive impact on the colleagues left and staff morale, bringing with it not only extra work, but potentially putting patients at risk.    Reputation could be put at risk dependant on the circumstances e.g. dissatisfaction with management.  It is important that organisations measure turnover in order to target hotspots and put strategies in place for any proposed retention initiatives (Wilkinson and Taylor, 2016). 


Dysfunctional direct and indirect turnover costs (Wilkinson and Taylor, 2016): 
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There are many reasons why people leave an organisation, this can fall under unavoidable circumstances which are outside of the organisations control; e.g.  ill health, returning to study, family/caring commitments.  According to the CIPD around 90% fall into the avoidable category, which can relate to dissatisfaction as discussed above which is in the organisations control.  The common sources of finding out why people leave can be associated with Exit Interviews, Staff Attitude/Annual Surveys or Questionnaire/Survey of Former Employee please see below (Wilkinson and Taylor, 2016):
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Retention strategies can be developed by looking at turnover; the reasons why people leave, looking into whether they were from a particular team, level in seniority and demographic group.  The employee value proposition can be looked at along with other elements such as pay, benefits and development of the workforce (CIPD, 2019d).


Strengths and Weaknesses of retention can be seen in the table below (Wilkinson and Taylor, 2016 and CIPD, 2019d):
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The top three initiatives to improve retention are increasing learning and development opportunities (57%), improved induction process (56%) and improved employee benefits (50%) which contrast with 2015 strategies improving pay, learning and development and line managers people skills (CIPD, 2017 p41).

The CIPD (2012b) defines the psychological contract as ‘the perception of two parties, employee and employer, of what their mutual obligations are towards each other’.  Although these are informal obligations, it is relevant in respect of employee turnover.  If the psychological contract becomes breached this results in an employee being angry, frustrated, feeling of distrust and resentment and also having unrealistic expectations and misleading messages can also cause these feelings.  Thus, also links to the employer brand and employee value proposition (Wilkinson and Taylor, 2016 and CIPD, 2019e). 



4. 
3.1 Explain the key aspects of good practice in relation to the development of 
      job descriptions, person specification and competency frameworks

The CIPD (2019e) explain that the key aspect is to firstly carry out a job analysis to determine the job purpose, duties, responsibilities, tools and equipment needed, 
skills and experience and where and how the job can be carried out, the outputs and how the job will fit into the structure of the organisation.  Information on the job role can also be collected via the line manager, current role holder and any previous appraisals.

The Job Description details the requirements for the job, summarising the tasks along with responsibilities and performance criteria.  The Job Description usually follows a standard format and can also be utilised during an appraisal process for performance objectives and can be used and referred to at induction (CIPD, 2019f and Wilkinson and Taylor, 2016).
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Person Specifications details the specific essential and desirable criteria necessary for selection.  This is to ensure the candidate has the right knowledge, skills, abilities, behaviour, experience, education; specific level, qualifications, personal attributes and training to perform the role (CIPD, 2019f and Wilkinson and Taylor, 2016).

The Job Description and Person Specification can be utilised to develop a job advert, can be used by recruitment agencies, social media platforms, outsourcing, Higher Education Graduate Programmes and are seen by prospective candidates.  These are also used at shortlisting, to ensure that the any candidates match the criteria for the job (CIPD, 2019f and Wilkinson and Taylor, 2016).

Competency Frameworks usually consist of KPIs which link to the core values of an organisation, these are a fixed list of competencies which a vacancy is assessed against at certain levels which creates a profile (personal attributes, input behaviours, performance and behaviour outputs/outcome-based approach).   Organisations usually include competencies such as communication, people management, customer focus, teamworking, flexibility and problem-solving.  Recruitment can be carried out based on the desired competencies, these are also advertised with the job description and can be utilised when shortlisting candidates (CIPD, 2020b and Wilkinson and Taylor, 2016).
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3.2 Evaluate different methods of recruitment and selection 
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3.3 Explain key aspects of good practice in relation to dismissal, redundancy and retirement

Good practice in dismissal cases (involuntary turnover) is that there needs to be a valid reason in order to establish the facts to conclude whether there is a case to answer by following the ACAS Code of Practice on Disciplinary and Grievance Procedure and any organisational policies; thus, ensures there is no discrimination in the process.  Dismissal can occur due to misconduct, gross misconduct; breaking organisational rules and capability; due to unsatisfactory performance or health issues (Daniels, 2019 and ACAS, n.d.a).

Following the ACAS (n.d.a) Code of Practice on Disciplinary and Grievance Procedure ensures that the legal requirements which are the same in all cases are followed ensuring that no unfair dismissal occurs:

[image: ]	
With capability additional coaching, training advice would be given and discussion on timescale for improvement before any formal route is taken.   For ill health, the nature is taken into consideration, impact on absence and occupational health referral for any reasonable and or tailored adjustments and if absent from work a reasonable time is given before a decision to dismiss also taking into consideration the Equality Act 2010 (Daniels, 2019).  

Redundancy is dismissal which is also involuntary turnover and can occur due to the economic climate, a business may be unable to sustain the same headcount or if an employee is no longer required for a certain kind of role or a closure of a business (Wilkinson and Taylor, 2016).  
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Good practice is for the employer to find an alternative to compulsory redundancy such as voluntary redundancy, early retirement, flexible working, reduction of hours, pay cuts and a stop on hiring.  Consultations must be held with employees; this may include individual as well as group consultations; trade union or a representative will need to be present when there are more than 20 employees affected.  A fair selection criterion also needs to be followed during the process; employees can also have the opportunity to reapply for roles that are available; keeping the employees informed throughout the process is vital and supporting them through counselling if required (ACAS n.d.b and n.d.c).

Changes in Employment Law means that retirement can no longer be enforced by companies on employees at a certain age, individuals have control over their retirement, this is known as voluntary employee turnover.   Although if individuals are unable to meet the demands of the job then an exit could be through performance related issues and capability process.  When an employee approaches retirement age, it is good practice to have ongoing open discussions with employees about their future intentions; helping them with pre-retirement information and any pension forms/advice they require, they can be sign posted on to the specific department.  The future may be an emotional and sensitive issue for some, but options that could be considered could consist of (Wilkinson and Taylor, 2016):
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The World Health Organisation has revealed that 22% of the population in 2050 will be over the age of 60.  During the discussions around transitioning towards retirement, it is advantageous for companies to utilise the skills, knowledge and experience of the mature workforce in mentoring the younger generation.  Organisations can build a programme that is dynamic and can let the mature workforce mentor the junior employees which can help build a competitive advantage (Symes, 2018).
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Theorganisationwillnowknowthecurrentandfuturejobrolesandskillsthatare

required. Theorganisationcannowcarryoutaskillsauditwhichfollowsathree-

step process:

 



         

The creation of a competency framework for each of the roles (Job 

         Description/Person Specification) detailing desired competencies, 

         skills required



         

Line managers can compare this to current employee skills and roles 

         using the audit form, observations, discussions and scenarios with employee



         

All the information analysed results in the total skills currently available and

         how it matches the future needs of the organisation
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

         

Employer of Cash: treats employee harshly, works excessive 

         hours but pays well



         

Employer of Values: cannot pay the market rate but treats employees well; 

         

 offers security and associated with public and voluntary sector organisations



         

Employer of Churn: high turnover due to poor pay and treatment, 

         this may work in a loose labour market dependant on the skills level sought



         

Employer of Choice: one of the best companies to work 

         for; pays and treats employees well
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

        

Sincerity: being honest and friendly



        

Excitement: trendy, innovative and spirited such as Google and Netflix 



        

Competence: being reliable and successful such as clinical 

        staff within a Health Care setting



        

Sophistication: being prestigious such as a spa retreat



        

Ruggedness: masculine and tough, male models and aftershave
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Direct Costs Indirect Costs

HR administration costs Productivity of departing/new starter employees

Advertising and recruitment and selection costs, 
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Client relationships may be damaged/customer 

perception

Costs for temporary cover/overtime/agency 

staff/productivity

Employee taking training, skills and knowledge 

with them – loss of return on investment

New starter costs – Induction and Training

Company reputation if employee left on bad 

terms or has high turnover

Taking experience to a competitor


image7.emf
e Exit interviews can gain a lot about why a person leaves an
organisation, it is a confidential process of a conversation with someone
other than the employees’ manager, usually a HR advisor who can address
any issues that the employee has to try and retain the employee or gather
information to look at the trends that have formed in data gathering and
reviewing policies if required. Some employees will not give a true
reflection of why they are leaving an organisation.
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Exit interviews can gain a lot about why a person leaves an

organisation,itisaconfidentialprocessofaconversationwithsomeone

otherthantheemployees’manager,usuallyaHRadvisorwhocanaddress

anyissuesthattheemployeehastotryandretaintheemployeeorgather

informationtolookatthetrendsthathaveformedindatagatheringand

reviewing policies ifrequired. Some employees will not give a true

reflection of why they are leaving an organisation. 
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o Staff survey give a reflection of how the organisation is doing in respect
of employee engagement; staff morale and whether a trend in issues with
Executives, Managers, Departments in particular and the bonus of this is
thatitis anonymous, but it does not mean that an organisation will act on the
issues. It is sometimes difficult to pick up on what impacts on employee
turnover but will give a broad range of organisation-wide opinion which will
highlight satisfaction and dissatisfaction from the whole workforce rather
than just a select few that have left the organisation.

¢ Questionnaires or surveys sentto a former employee months after they
have left the organisation may pick up a more truthful response as to why
they left, this gives the ex-employee time to calm down if it was a difficult
departure.
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departure.  


image9.emf
Reason for Leaving – Weakness Retention Initiative – Strength



         

Regular Appraisals



         

Effective supervision



         

Training and Development of employees



       

Development programmes linked to succession planning



         

Apprenticeships 



 Lateral as well as vertical progression throughout 

     the organisation to gain experience 



         

Management training investment



         

Mediation Scheme



         

Teambuilding activities



         

Internal transfer opportunities 



         

Employee voice



         

Consultative bodies/involvement – Unions 



         

Regular staff surveys



         

Grievance process



         

Equal opportunities and diversity



         

Policies and procedures 



         

Communication initiatives



         

Ethical practice and corporate responsibility initiatives



         

Competitive reward package



         

Benchmarking to ensure salaries are competitive



         

Job evaluation to ensure reward fairness



         

Flexible benefits scheme so individuals can tailor



         

Intrinsic reward – job variety, autonomy



         

Purchase Leave



         

Flexible working initiatives



         

Terms and conditions full-time, part-time, 

      fixed-term, temporary, permanent



         

Assistance for working parents – childcare voucher etc



         

Sabbatical, unpaid leave, parental leave, special leave



         

Wellbeing initiatives 



         

Investment in equipment



         

State of the art equipment



         

Agile working



         

Artificial Intelligence 

Lack of opportunities for development

Difficult relationships with 

managers/colleagues

Negative opinion of the organisation

Dissatisfaction with Reward Package

Incompatibility of other life commitments

Working environment and equipment
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Information that is included consists of:



         

Job title



         

Pay/Salary



         

Location 



         

Flow Chart – Manager, key position details



         

Summary or purpose of the job



         

Duties of the job and brief description



         

References to further documentation that may be required
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The Equality Act 2010 should be taken into consideration when it comes to recruitment 

and selection (CIPD, 2017a):



         Wording in relation to Branding



         Wording in Job descriptions



         Wording in Person Specifications



         Job Advertisements and Content



         Ensuring no discrimination on the grounds of ‘Protected Characteristics’



         No unlawful direct, indirect or ‘Positive’ discrimination occurs 


image12.emf
Methods of Recruitment Strengths Weaknesses

Online Recruiting

e.g.   

Corporate Website

Commercial Job Boards

Social Media

Professional Networking: LinkedIn

Facebook

Twitter

Advertising

e.g. 

Local /National Newspaper

Specialist Journal

National Newspapers

Educational Establishments

e.g. 

University 

Schools

Colleges

(Armstrong and Taylor 2014)

Graduate, School and College leavers 

are major talent of the future.

Young people enjoy their life 

outside of work – demanding 

flexible working and are not afraid 

to leave their jobs.  Campaigns for 

recruitment are expensive.

Have job boards, easy to advertise and 

share, interact with potential candidates, 

people can share and tag friends who 

are interested in vacancies.  Some may 

have recommendations from previous 

work colleagues/managers on their 

profile.

Not everyone updates their profiles, 

overwhelming private 

messaging/contact will discourage 

potential candidates.

People still use professional journals, 

attracts people who are not actively 

looking for a new job ‘passing trade’.

People prefer to use online 

platforms rather than outdated 

advertising and will become 

irrelevant in future.

Recruitment Agencies 

Quick and effective way of sourcing 

office staff or sales staff many agencies 

to choose from.

Finder’s fee, quite expensive, 

usually only deal with office 

admin/secretarial/sales who 

register with them, unsuitable 

candidates if you are not clear on 

what you require. Limited pool of 

staff.

Online Recruiting can capture a large 

quantity of applicants, keeps costs low, is 

quicker, more variety of jobs and their 

details are on one site, CV matching and 

applications submitted electronically.  

Increases employer branding.

Increase in irrelevant and poor 

applications, may not be the first 

choice of prospective job seekers - 

should mix with alternative 

advertising. 


image13.emf
Methods of Selection Strengths Weaknesses

Interviews via

Telephone

Can help cut down applicants if there are 

a lot and can be utilised as the first stage 

– useful for overseas applicants.

Having to go through another sequence 

of interviews. 

Face-to-Face

Gives an idea of what a person is like 

through questioning face-to-face and 

suitability of the candidate.   If by a line 

manager, they will gauge if the person is 

suitable and likable. Enables interviewer 

to go into depth about the job which is a 

form of psychological contract.  

Opportunity for candidate to ask 

questions.   

If interviewed by HR they may not know 

the role inside out and may be unable 

to answer all questions that are asked 

by the candidate.  Would be more 

suitable if the line manager and HR 

interview.  Reliability of interview 

skills/could be a poor interviewer.  

Make biased judgements.  

Unstructured interviews.

Panel

Can gauge a true reflection of what a 

person is like, personality and whether 

they fit with the organisation.   See their 

qualities shine through from questioning 

from different members of the panel.  

This will also show how they deal with the 

pressure of questioning from a range of 

people on the panel.

Some candidates may be nervous 

coming face to face with a panel and 

may not be used to having an interview 

of various members on a panel

Group Interviews

Everyone will be interviewed at the same 

time in a large group

No structure to the interview, some 

people may find being in a group and 

completing tasks uncomfortable and 

out of their comfort zone.  Inconsistency 

in interviewing and candidates being 

asked to interview each other – this 

may also give the candidate an overall 

bad experience and may discourage 

them accepting the job if offered.

Assessment Centres

Selection exercises will include 

structured interview, group exercises and 

role play, work sample activities to 

demonstrate candidate’s competence.  

Measures the suitability of the candidate 

to the role.

Some candidate are not suitable, may 

feel out of place and get stressed and 

feel under pressure in a big group.  

May put good talent off.  Assessment 

centres can be costly.  May not be 

viable for a small number of 

candidates. 

Applications

The organisation selects the questions to 

be asked on the application form.  The 

standard format makes it easier for the 

selection / scoring process as all 

questions are the same for each 

candidate.

The downside is that if existing 

employees want to apply for promotion 

or move department, the application 

form may be long winded for existing 

employees and may put excellent 

candidates off applying.

(Hargadon, 2018, Armstrong and Taylor 2014, Wilkinson and Taylor, 2016)


image14.emf
  Best practice is to deal promptly and informally in the first instance without 

    delay; a quiet word may be enough

  Seek resolution in the workplace early so not to damage working relationships; 

    if this is not possible formal action is needed

  Investigate, establish the facts and document findings to decide if a formal

    hearing/process is required

  Write to the employee with the nature of the issue and organise a hearing

  Employee can be accompanied

  Hold Hearing

  Decide the outcome and inform employee in writing

  Opportunity for the employee to appeal the outcome

  It is a legal requirement of the Employment Tribunal to take into account the ACAS 

          Code of Practice when considering any cases 
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Under the ERA 1996, S139(1) you are classed as redundant if (Daniels, 2019):



         

The employer has ceased business 



         

Intends to cease business



         

Carries on the business which the employee was employed
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

         

Reduction of hours from full to part-time



         

Taking on less responsibility, gradually stepping down in their role



         

Extending periods of leave



         

Taking on a consultant role and retiring from a permanent role
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UK    (OCED, 

2019b)

Germany   (OCED, 

2019c)

Labour Force

33,701,000 43,382,000

Unemployed

1,347,000 1,468,000

Employment 

32,354,000 41,915,000

Employment Males

53% 53.40%

Employment Females

47% 46.60%

% of Unemployment Labour 

Force

4.00% 3.40%

Employment Professional 

Status Employee % of 

Employment

84.60% 89.90%

Duration of unemployment % 

more than a year

26.30% 41.40%

Participation Rates 15-64 yrs 

olds

78.30% 78.60%

Unemployment Rates 15-64 

yrs olds

4.30% 3.50%

Employment by Activity – 

Human Health and Social 

Work Activities (thousands)

4272.7 5452.9

Employees by Activity - 

Human Health and Social 

Work Activities (thousands)

3936.7 5013
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Anticipated projection of demand and skills required in the future which involves;

 



        

Tasks that will be carried out, looking at past trends; the analysis 

         will give a prediction on what may be needed 

         and desired organisational outputs and addressing any gaps



        

The type and amount of job roles required and whether these 

         are going to be full time or part time; type of contract and 

         skills required for all job roles; analysis of current skills; input 

         from managers who are experienced in their field who have internal

         and external organisational market knowledge  



         

The analysis of future budgets can determine what investments 

         in resources can be afforded 

The above will conclude the skills, roles and the workforce required.


