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Question 1
Organisations based in two different countries.
The UK Labour Market would be considered as a tight labour market, this would be because UK companies are struggling to hire the right people with the right skills, Brexit will possibly have an impact on the skills shortage with many EU citizens uncertain of how it will affect them O'Brien, F. (2018).  As well as the UK, the Indian labour market would also be defined as tight, India is struggling with employing skilled workers Tewari, M (2018). The UK employment level is at an all-time high, there are 32.48 million people in work in the UK. The unemployment rate is said to be at a 40 year low at 4.1%, and the employment rates are at a joint-record of 75.7% GOV.UK. (2018). The Indian minister, say’s unemployment figures have increased to 7.4 per cent in December 2018. The report, in December 2017, showed that 40.79 crore people were employed in 2018 Tewari (2018).
The Indian government task force has identified that they will need to reskill their workers by 2022 to meet demands. They will need to work with companies in the private and public sector to achieve this. (World Economic Forum, 2019).  The public sector workers in the UK earn an average of £506 per week.  Whereas the Private sector workers earn only £464 per week. The UK will need to upskill their workforce to meet the needs of employers Edwards (2017).
A contract of employment in the UK is deemed as an agreement between an employer and an employee. Not all contracts are written. A contract should state details such as rate of pay, holidays and working hours.  (ACAS, 2018). In India contracts can be known as, an employment bond, which is a contract, and therefore would be subject to the provisions of the Indian Contract Act. Bhaskar (2017).
When the labour market conditions are considered tight, this can be down to there not being enough people with the required skills, demand outstrips supply. on the other hand, a loose labour market would be due to unemployment levels being high, employees with the necessary skills would be readily available, the employer would then have the power around who they choose to hire. Higgs (2004) suggests that employers would need to position themselves strategically at this time to be able to recruit, having a good employer branding would be beneficial as this would attract the best employees to your company.  As Higgs suggests company’s need to look at where they sit within these models, most would want to be an employer of choice as this demonstrates the employer values their employees, and are will to pay a higher salary to maintain and attract and understand what the employee needs. Higgs Model (Taylor, 2016) 
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Figure 1: Higgs Model
Question 2.
[bookmark: _Hlk535432057]Governments role in future skills training.
 McCulloch’s (2018) article says the Government has pledged to train 17,000 new builders by 2020. Damian Hinds has stated that more than £20m had been made available to the Construction industry to help with training.
Boxall (2016) mentions that three recent reports showed that we are not producing enough young people with the skills to meet the needs of UK employers.  In the report, the forecast shows that the UK could possibly fall to 28th out of 33 countries for intermediate skills by 2020. The Government stated in the industrial strategy white paper that, they will put the UK at the forefront of artificial intelligence training, it says that AI could add £232bn to the UK economy by 2021. £45m is to be made available by the Government to support AI training, they have also promised to Invest an additional £406m in maths, digital and technical training GOV.UK (2017).
Employers role in future skills training

Employers have stated that they would want more flexibility in apprenticeship spending. 45% of employers have said they would rather invest in non-apprenticeship training to truly help them fill skills gaps  (Webber, 2019). A report compiled by the CBI says “85% of companies expect to maintain or increase training of their employees, “this will help to address the shortage of skills within the workplace CBI (2018). According to CIPD, a large proportion of roles (44%) would require school-level qualifications to be able to enter employment. Line managers stated that they have neither the time nor the experience to fulfil their roles effectively, they feel that they need more assistance with this CIPD (2018).

Trade Union’s role in future skills
[bookmark: _GoBack]The role of trade unions has changed significantly over the past 30 years, they no longer focus just on strikes action but help support employees with training needs. They now also train their reps to work with their members. The TUC also offer blended courses, which combine the flexibility of online learning with traditional classroom-based training. They also support members in the workplace, it was found in a survey that companies with trade union presence received regular training TUC (2018). Employees who are trade union representatives of an independent trade union and are recognised by their employer they will be  permitted  time off during working hours to undergo training. ACAS ()

Question 3
Main Principles of effective workforce planning
As mentioned in the CIPD fact sheet, Workforce planning is a process of looking at the current Workforce, it can determine where the future workforce needs to be applied, it looks at and identifies the gap between the present and the future, implementing solutions so that a company can accomplish its mission and goals, and what their strategic plan will be for the future CIPD (2018). There are many tools that can be used listed are a few, Performance matrix, HR dashboard, and benefits. I have chosen to talk about 2.
Succession planning: can help with identifying future leaders in your organisation, succession planning programmes can help organisations fill key roles CIPD (2018).  Succession planning is seen to be growing within organisations as it can be an effective tool in recognising up and coming employees for the future, it can be known by many names, succession management, talent management and talent planning (Taylor, 2016, p249). It is a group of activities which aims to ensure that companies have enough numbers of employees with the skills and knowledge and the ability to step into a more senior role this is usually identified during appraisal meetings and reviews (Taylor, 2016, p250).
Flexible Working: can help organisations retain skilled workers, flexibility at work should not just gender specific many men these days are looking for more flexibility at work as they share parental responsibility, Brexit will highlight an even bigger need for effective and a joined-up approach to workforce planning as many companies will struggle to recruit due to a shortage of skilled staff from the EU. Companies need to have serious conversations about how they will move forward, with an open approach to working practices. Businesses need to understand what people want within their working lives. Nine to five working will become a thing of the past, this needs to be looked at many companies would benefit by incorporating flexible working into their policies if they want to attract the best Stott, K (2019).
Question 4
In Evidence file
Downsizing
 My role was to update the matrix with the information required, I then met with the MD and decided that the employees with the lowest score would be consulted with and given the decision that they were going to be let go. 
 succession planning
As Lyte did not have an up to date plan I have to put one together with the help of the MD.
Career Development
This was completed with me Gemma Thomas and my MD
Job descriptions 
When looking at a previous job description I noticed that the salary was not included, also the reporting manager was not within the job description.

Question 5
Legal requirements in relation to recruitment.
As mentioned In the CIPD factsheet, there are many legal requirements that need to be taken into account when recruiting. The Equality Act 2010 was brought in to protect employees from any form of Discrimination directly or indirectly there are many characteristics that an employee could come under and employers need to make sure they don’t use these to Discriminate against any candidate these are listed below CIPD (2017).
age
disability
gender reassignment
race
religion or belief	
sexual orientation
marriage and civil partnership
pregnancy and maternity.

 A company would need to pay the minimum living wage as this is a legal requirement. Every employee should receive a contract within 2 months of being employed, the contract should contain the terms and condition of employment, such as pay, hours of working, holiday entitlement and what type of sick pay they would be entitled to. Companies need to be aware of anyone who needs permission to work in the UK would have received a letter from the immigration office stating they have the right to work in the UK, all documentation should be checked and verified, if this is not done the company could end up receiving a hefty fine.  When recruiting through an employment agency it is up them to carry out the relevant checks. Agency workers will receive the same rights to access the shared facility’s as other members of staff GOV. ()

Strengths of Internal recruitment and selection
Internal recruitment can be cost-effective, as you do the paperwork yourself, internal vacancies cost very little to set up and monitor. Companies can use their internal intranet sites, notice boards, and newsletters. It can also help with staff remaining inside the organisation as they will feel valued and know that the manager has taken notice of their hard work, and this can help with their own personnel Development. existing employees will also have better knowledge and will know what is expected within the role. This can also help with succession planning (Taylor, 2016, pg. 138).

Weaknesses of Internal recruitment and selection
Internal recruitment can have a negative impact as a company could be missing out on fresh blood and fresh ideas. When explaining why an employee has been unsuccessful can be problematic and can cause unrest within that department, this would need to be managed very carefully, constructive feedback will help (Taylor, 2016, pg. 318). Internal recruitment can have an impact on other members of the staff as they may feel that you have already chosen someone, but you are just going through the motions. When promoting within you then have two people who need to be trained and this can have an impact on managers time. Jones, M (2017).

Strengths of online recruitment
When using this method, it can be less time-consuming as the system will do most of the processes, it will streamline the process for you. You are able to post a job vacancy onto a job site in the morning, the first applications the first applications will most likely be received straight away, and a candidate could possibly be interviewed by the end of the day whatjobsite.com. (2011).  This process gives more flexibility as it is visible 24 hours a day, 7 days a week, using this method enables you to be able to ask set questions and input set keywords, such as education and relevant skills that match the job role, this will then narrow down the number of applications you receive Miller, B (2015). It can help with reaching a broader range of people. it helps with employer branding, with and information on workplace culture.

Weaknesses of online recruitment
When using this method, you could receive a large number of inappropriate applications, there is also the potential that you could miss out on candidates, due to the system levels and types of questions being too specific. While you may receive too many candidates applying for your job, it is a fact that dealing with, irrelevant and bad candidates or candidates that seem to apply for just any job can be a pain for many an HR manager. You may not always fill the vacancies that you post the whatjobsite.com. (2011). Other issues could be due to the system malfunctioning, applicants can also get frustrated if errors occur and leave the site dissatisfied, data risks around personal data can also be an issue, Miller. B (2015) the company could be seen to be discriminatory if the site isn't fully accessible to everyone. Randstad. (2014)


Question 6 
Why do People Leave an Organisation?
Many people may leave their current organisation due to the ‘pull and Push’ factor, more pay and more flexibility around working hours or Redundancy. Some may leave because they don’t get on with their manager. Many employees will leave early on into their employment due to a bad induction, first impressions are key to retaining employees. Incorrect job descriptions can also be a reason CIPD (2018). A physiological contract can be a good way of retaining employees, this can be adapted to the employee, although this is unwritten, it is fundamentally a description of employment by both parties. An employee can balance what they put into their role, and how they feel their manager is treating them. A disadvantage of this is some understanding could be taken advantage of i.e. you could be allowed to come into work late one day, but be picked up on it another day, this can cause resentment between the employee and Manager Jones, M,(2017).
ACAS says that it can cost on average £30,000 to just replace an employee. It can take up to 28 weeks to bring a new employee up to speed as the manager and other members of staff would be expected to support and help with training, this cost to a company can be up to £25,000 ACAS (2014). Many costs associated with turnover can come from administration cost the time it takes filling in paperwork and waiting for it to be returned, there is also the cost of providing cover while waiting for the new employee to start.
 Once the new employee has been taken on the induction process can be time-consuming. If an employee leaves part way through this can also have a cost implication CIPD (2018).  Reluctant leavers can be pressured by their family to leave an organisation as they feel their working hours can have an impact on their family life, bullying in the workplace and not getting on with your manager can also be a reason for leaving, constant put-downs and lack of training can also be a factor. Reluctant Stayers these are people who want to leave but feel they have no control over this. These employees recognise that job dissatisfaction can be a reason for moving on but stay because they do not have any other employment to go to. They also feel as though they are being blocked to leave (Lee,2018, pp 88-89).

Employee onboarding, or induction, can be positive for employee retention, it may be considered an effective tool for improving this goal. An induction process is used to welcome the new employee.  It shows the new employee that you're pleased they accepted the offer to join your organisation. Amber Hyatt from Human Resource Management is quoted as saying, "This critical period in the employee life cycle is more important than ever,” It has been said that one out of six employees will quit within the first 90 days of taking up a new position, and some indicated that the company provided minimal or no onboarding.

Poor onboarding programs can be a disadvantage for a company. Organisations should start the onboarding before an employee starts. An induction process that isn't organised will struggle to answer the new employee's questions, an unorganised induction process can overwhelm the new employees Mayhew, R. (2019).

External recruitment can provide opportunities for a fresh outlook a company may need to stay competitive. Bringing in talent from the outside the organisation this can help motivate the current employees to improve their performance with the hopes of maybe obtaining the next promotion opportunity. Hiring outside of the organisation opens up the door to for you find experienced people.
The advantages of this method are more time consuming and costly. It could also have an impact on other staff who have been overlooked, it can also affect productivity. Recruiting an external candidate means that it can take longer to get them up to speed with their training. Just going on the information within a CV doesn’t give you an idea of whether they will fit in with the rest of the team. While a new employee can bring fresh ideas, this can have a negative impact as well Gili, M. (2018)

[bookmark: _l564uvhuy6rf]

Question 7
Dismissal: All employee’s need to be treated fairly GOV.UK. An employer should always follow the company procedure this way they will not be at risk from a tribunal (ACAS 2018).
First, establish the facts, make sure to notify the employee by sending them a letter. Hold a meeting and allow the employee to be accompanied by a colleague or a trade union representative, after all the information has been seen and all avenues have been executed, then decide on what course of action is to be taken. Always make sure the employee is given a written statement outlining the reason for the Dismissal, in the outcome letter it should give the employee the opportunity to appeal, the name of the appeal manager should be stated in the letter, usually the employee would be given five days to appeal the decision (ACAS 2018).

Retirement: When considering retiring an employee there are guidelines that need to be followed, these are set out as mentioned by CIPD. Employers should first decide whether they will adopt an employer-justified retirement age or use a system that judges each employee on an individual basis.  The first process should be to ask them why they feel they want to retire. If an employee is going through a Disciplinary the suggestion of retirement could be mentioned, you must not talk the employee into retirement it has to be their decision. The employee must be the one who raises the subject. If an employee gives formal notice that they want to retire and go on to change their mind, the employer does not have to allow them to do this. You can set a retirement age if it follows all the legal requirements, and the company can justify this as a business need. ACAS

Redundancy: Once an organisation has found its self in the situation of needing to make redundancies, they should in the first instance inform all staff that is affected by putting out a company announcement. Consultations should start with the staff identified for selection Consultation should begin, this should happen 30 days before the first dismissal takes effect if there are 20 to 99 or more employees. A European directive gives the employees the right to be informed. This directive applies to businesses who have more than 50 employees.
Case law shows that many dismissals have been found to be unfair as the union has been consulted with but not the employee.
 At this stage, the employer could confirm that they would be willing to accept voluntary redundancies. An employee needs to have two years’ service to be entitled to redundancy pay Acas. (2012)
Next step would be to meet with staff to see if there is any way of avoiding redundancies, such as redeployment into other parts of the organisation.  If your organisation has a recognised trade union rep, then they should be consulted. Consultations should take place as soon as possible, during these consultations an employer would need to discuss any other roles that might be available within other departments, if the employee decides that they do not want to accept these roles, then consultations need to continue, the employees affected should be shown information that was used to come to the decision of who was chosen, Viola Lloyd. (2014). 
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