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Question 1
Gross Domestic Product (GDP) in the UK is expected to have dropped by 11.2% during 2020, however a rise of 8.3% is expected by 2022.  Increased border costs due to Brexit will impact heavily on imports and exports (OECD, 2020).  However, the CIPD Labour Market Outlook Survey predicts an upturn, with recruitment plans rising and redundancy plans lessening; most significantly in the private sector, falling 14% from last quarter.  Health care, ICT and Business Services are the sectors with the highest employment confidence rates.  The public sector has seen pay expectations drop to 0%, however the private sector has seen an increase from 0% to 1.5% (CIPD, 2021).  
France’s economic activity is expected to have fallen by 9.1% in 2020 but to increase by 9.3% by 2022.  Tourism and Leisure services have been most affected.  Unemployment continues to rise and will peak by the end of 2021 (OECD, 2020).  This also increases in the UK; however, the rate has slowed down in the last quarter (ONS, 2021).  
The latest Opinions and Lifestyle Survey evidences that the percentage of colleagues in the UK who travelled to work had dropped 3% to 44% (ONS, 2021).  In France, 83% of employees have returned to the office at least one day per week due to the worsening economic situation making colleagues fearful of losing their jobs (Garo, 2020, cited in Hird, 2020).
The Business Confidence Index (BCI) must be at least 100 to suggest an increased confidence in future economic activity.  France’s BCI is at 99.4; its lowest point was 97 in May 2020.  The UK’s BCI was at 94.6 in May, but has increased to 99.1 (OECD, 2021).  
82.3% of the working age population make up the labour force in the UK and 79.7% in France (OECD, 2021).   Within the UK, the economically inactive figures have increased, estimated at 21%, largely driven by students (ONS, 2021).  
In the UK, 74.2% of the working age population are employed and 65.6% in France.  In the UK, 47% of 15–24-year-olds are employed in contrast to 29.1% in France.  In the UK, 11.2% of the male population work part-time compared to 36.1% of women and in France, 6.9% of men work part-time compared to 20.4% of women.  The unemployment rate in France in December 2020 was 7.8% and in the UK was 5% (OECD, 2021).  
Annual growth in employee wages over the last 3 months in the UK has increased by 3% for total pay (ONS, 2021).  The average wage rate in France is 46.5K USD and in the UK is 47.2K USD.  In France, the gender wage gap is 11.5% and, in the UK, it is 16% (OECD, 2021).  

Question 2
Workforce Planning is vital to ensure the Organisation’s People Strategy is aligned with constantly changing business needs.  It’s important that workforce planning practices are linked strategically from recruitment, through to development, engagement, deployment, and retention. Workforce Planning could involve planning for shorter-term projects, or with a longer-term aim of having the right people in the right roles both now and in the future (CIPD, 2020).
Hirsch (2019) discusses how considering ‘the demand’ (the work that needs to be done), along with ‘the supply’ (who is going to do the work) is crucial for workforce planning.  Historically, HR would focus solely on the ‘supply’; however, with concerns around productivity and technological advancements becoming more prevalent, forecasting ‘demand’ is as important (CIPD, 2020).   Identifying the gaps between demand and supply needs to form the next part of the process ahead of addressing these gaps.  This may be resolved through moving colleagues, upskilling, or looking externally to the local labour market.  It may mean outsourcing of work or bringing in contractors for specific projects.  It’s important to retain valuable colleagues whilst allowing those without the necessary skills and behaviours needed for the future to be removed (Wilkinson and Taylor, 2016). 
Britnell (2019) discusses how Workforce planning is not just a HR responsibility.  Senior Business Leaders need to drive this work with a future vision and an Organisation-wide focus.  Workforce Planning includes recruitment and selection, branches out to learning and development and Performance Management to identify development needs.  Competency frameworks developed through workforce planning to define the skills and behaviours required are used in selection, employee development and employee reward processes (Armstrong, 2016).  Workforce planning also informs organisational design, succession planning and retention planning (CIPD, 2020).
Workforce planning has been crucial during the pandemic. Almost a third of organisations have reduced recruitment and over half have had to put it on hold.  Almost two in five organisations foresee a cutback to their recruitment budgets in 2020-21.  The CIPD advise that Organisations should use data to support their workforce planning to improve decisions made about resourcing.  Inclusion and Diversity should be a focus to broaden and diversify talent pools.  Upskilling should be used to develop talent from within and effective technology should be used to attract candidates.  It is important that Organisations understand their existing talent profile both now and what is needed for the future.  Data needs to be collected and evaluated and insights gained used to enhance effectiveness of resourcing strategies (CIPD, 2020).
‘Time Series’ or ‘Ration Trend’ analyses identify past trends and predict future needs and are particularly useful for organisations subject to cyclical fluctuations (Taylor, 2010).  A Manager’s own judgement is beneficial along with analysing the budget to understand how many colleagues can be afforded (Wilkinson and Taylor, 2016, cited in Taylor & Woodhams, 2016).  A PESTLE analysis can demonstrate external risks which are used to inform strategic decision making (CIPD, 2020). A SWOT analysis enables strategic options based on where ‘strengths’ and/or ‘opportunities’ can be maximised (Farnham, 2015).
Using data to understand demographics is crucial for preparation and minimising costs of replacement and turnover.  An aging workforce predicts retirement, and a skills shortage is likely when experienced colleagues retire (SHRM, 2016).  Turnover data specific to groups such as age range or length of service is most beneficial (Taylor, 2010).
Talent Profiles enable decision making on how to develop colleagues (Lafontaine, 2016).  Understanding the skills of the existing workforce is important when considering redeployment.  An Organisational Risk Assessment identifies areas where only a small number of colleagues have the required skills.  During the pandemic colleagues have needed to be redeployed to business-critical roles (CIPD, 2021).  Scenario planning is useful for considering potential options and allows for contingencies to be developed (CIPD, 2018).
Developing a basic people plan is essential.  Collecting and analysing workforce data evidences where capability must be developed.  When the gaps have been identified, actions must be agreed to close those gaps by selecting the most critical to prioritise first.  Monitoring and evaluation must follow to gauge the plan’s effectiveness and calculate return on investment (Weeks et al, 2018).

Succession planning ensures that the organisation has enough people with the capability, experience, knowledge, and values to rise to the next level.  Traditionally, succession planning purely focused on filling the very senior roles (Wilkinson and Taylor, 2016, cited in Taylor and Woodhams, 2016).  This approach ensures continuity of leadership but is considered subjective, elitist and enhances the risk of new leaders becoming clones of their predecessors. This approach is being replaced by contemporary methods in a more ethical and diverse way with more openness about succession planning. Assessment centres are used to identify future leaders.  Mentoring, Coaching and Secondments are used to develop colleagues’ skills (Taylor, 2010).  Lateral moves to gain experience are becoming more popular (CIPD, 2020).  Successors are being identified during appraisal discussions.  Succession Planning now includes developing ‘pools of talent’ from which replacements can be selected (Wilkinson and Taylor, 2016, cited in Taylor and Woodhams, 2016).  It can be beneficial to extend the pool of successors externally to ensure business critical roles are filled which opens doors to new ideas, however internal recruitment ensures organisation specific knowledge.  Succession planning helps increase retention with the prospect of career progression (CIPD, 2020).  


Question 3
Standing out from the competition is key to attracting talent.  The entire labour market needs to be a consideration.  It’s crucial to understand comparisons to competitors in terms of salaries, job security and L&D opportunities (Wilkinson and Taylor, 2016, cited in Taylor and Woodhams, 2016).  Operating in a ‘tight’ labour market can be restrictive however, and if recruiting for lower paid roles, the geographical extent of the labour market is limiting as these are generally filled locally (Taylor, 2010).
To be positioned as an ‘Employer of Choice’ is crucial for attraction and retention of employees (Wilkinson and Taylor, 2016, cited in Taylor and Woodhams, 2016). The increased use of social media to voice negativity can impact organisational positioning.  Employers’ response to the COVID-19 pandemic is in the spotlight and negative feedback must be avoided when there is a skills shortage and employers are competing for talent (CIPD, 2020).  One negative employee experience on a website such as ‘Glassdoor’ can be considerably magnified (McCartney, 2017).
Employer branding helps organisations compete in the labour market (CIPD, 2020).  Employers are using increased technology to attract candidates through their own corporate websites and professional networking sites such as LinkedIn (McCartney, 2017).  Specific sources of labour such as ‘untapped talent pools’ may be unable to access the opportunities however, due to the drop in traditional marketing such as through JCP (CIPD, 2020).  Some argue that employer branding is a passing trend and that employers use it as a tool to recruit and retain rather than increase wages (Taylor, 2010).  
According to the CIPD’s 2020 Resourcing and Talent Planning survey, Organisational Values remain the most important element of the employer brand for attraction.  Ensuring values are communicated clearly is crucial (McCartney, 2017).  It’s important that this isn’t just a list of the company values and reflects colleagues’ experiences (CIPD, 2020).  Organisational values often shape the psychological contract between an employer and an employee.  If these aren’t evident in reality, this could be considered a breach of the psychological contract, impacting commitment, performance, job satisfaction and turnover (CIPD, 2021).  
‘Pay and Benefits’ is the second most important factor of attraction, particularly in the private sector (CIPD, 2020). Career Development opportunities are also important.  Some organisations are downsizing and may not be able to afford learning and development opportunities and increased pay (CIPD, 2021).  Finances may put smaller organisations at a disadvantage.  These organisations could consider opportunities for project work, secondments, or mentoring schemes to save costs (McCartney, 2017).  
Measuring staff turnover and comparing it with competitors highlights the extent of the problem and the benefits of addressing it.  These can then be used to inform a business case for senior leaders to invest in reducing turnover (Taylor, 2010).  Less than a fifth of organisations calculate turnover costs (CIPD, 2020).  Turnover is costed differently however as some roles can be replaced quickly and inexpensively, whereas losing a highly skilled employee to a competitor costs significantly more.  Attempting to distinguish between functional and dysfunctional turnover costs adds to the complexity or trying to include cost savings as well as financial losses (Taylor, 2010). 
Exit interviews highlight resignation triggers and help establish if it could’ve been prevented. Their reliability is questionable as colleagues may not be honest.  Information can be distorted, and negative points over-emphasised or downplayed (Taylor, 2010).  Surveying former employees can increase accuracy, however there is still the risk individuals will be reluctant to criticise (Taylor, 2010).  Alternatively, existing employees could complete a confidential attitude survey, including questions on their intentions to leave (CIPD, 2021).  These indicate morale and highlight issues, but still don’t indicate what factors lead to turnover.  To increase validity, these surveys should be used regularly and compared to those of Leavers.  Leavers may feel that this is traceable to them however and be reluctant to complete.  An independent external body could issue the survey, but this would cost more (Taylor, 2010).
Thomas & Hatcher (2018) discuss how employers can’t adopt a one-size fits all approach to retention.  Some employees value job security and some may be more interested in changing careers (CIPD, 2021).  The CIPD 2020 Resourcing and Talent Planning survey demonstrates increasing learning and development and pay and reward are being used to increase retention (CIPD, 2020).  It is assumed staff turnover is highest where pay is lowest, however there are employers who receive high retention rates whilst paying low salaries and vice-versa.  Pay rises often only deter someone leaving temporarily.  It can be argued that investing in learning and development is going to make colleagues stay, however training may also provide them with the skills to leave (Taylor, 2010).
Gallup finds quality managers to be the single biggest factor in an organisation’s success (Clifton and Harter, 2019).  Thomas (2019) discusses how Line Managers may need incentives to focus on retention, however this should be considered carefully, especially if targets were introduced as some turnover is beneficial.


Question 4
The traditional recruitment approach that constitutes ‘good practice’ consists of stages linking job analysis to employee induction.  Systematically analysing a role ensures subjective selection and unlawful discrimination doesn’t occur (Taylor, 2010).  Information is collected from a range of sources including current job holders and Line Managers and considers an in-depth analysis of what the role entails and what is expected/required from a candidate (Wilkinson and Taylor, 2016, cited in Taylor and Woodhams, 2016).  
The job analysis informs the job description which provides a detailed overview of job requirements (CIPD, 2020).  The job description assists with writing of job adverts and making selection decisions.  It forms the basis of an employment contract and can have important legal significance if someone is dismissed and claims constructive dismissal for being asked to undertake duties that sit outside of the job description.  It is used as part of an employer’s defence in cases of unfair discrimination and as a means for Employers to communicate expectations to the individual (Taylor, 2010).  Job descriptions generally include a job title, rate of pay, location, who the role reports into, a summary of the main purpose of the job and duties (Wilkinson and Taylor, 2016, cited in Taylor and Woodhams, 2016).  
ACAS (2021) advise scoring each application against the job description and person specification to ensure fair selection.  The person specification states the essential criteria required.  The characteristics must be clear, verifiable and avoid bias (CIPD, 2020).  Person specifications focus on human attributes, including skills required, experience, qualifications, with each classed as either essential or desirable (Wilkinson & Taylor, 2016, cited in Taylor & Woodhams, 2016).  Items must be clearly objectively justified to avoid unfair discrimination and must not indirectly discriminate on protected grounds (Taylor, 2010).
A competency framework isn’t hugely different from the person specification in appearance and function; however, they are developed differently.  A Competency framework can be generic to an organisation, rather than specific to defined jobs (Taylor, 2010).  Competencies can be defined as behaviours and technical attributes that individuals must have or acquire.  Competencies communicate to the individual what is expected, valued, recognised, and rewarded.  They can be useful during recruitment, should consider the job description and person specification, future talent requirements and reflect the organisation’s ethos and values. They should be reviewed regularly to reflect the changing nature of jobs and future requirements. Competencies shouldn’t be exhaustive, must be measurable, and definitions of each competency and what is considered unacceptable should be included (CIPD, 2020).
Internal recruitment takes place through promotions; sideways moves; job rotation and rehiring (Fuller and Huber, 1998 cited in Taylor, 2010).  It’s quicker, cheaper and develops a strong internal labour market.  Organisational knowledge is in place and retention will be more likely.  External recruitment brings fresh ideas.  If an organisation is lacking in diversity, internal recruitment exacerbates this trend (Taylor, 2010).
The CIPD 2020 Resourcing and Talent Planning survey demonstrates increased use of LinkedIn for recruitment (CIPD, 2020).  Corporate websites are used to advertise opportunities.  They are cheaper and allow detailed job information to be captured.  Smaller employers are unlikely to benefit as fewer candidates will visit their website.  Online Job Boards compete to be recognised as the first-choice platform for job seekers (Taylor, 2010).  Fraudsters are increasingly posting false jobs here and asking applicants to make payments (CIPD, 2020).  Advancements in online electronic selection software save employers’ time.  Numerous unsuitable applications may be received however due to the speed of the process (Taylor, 2010).  Social media increases the candidate pool available (CIPD, 2014).  Employers must be careful to not use the information available on social media to discriminate (ACAS, 2021).
Recruitment agencies support employers with writing job adverts, sifting and shortlisting.  They save time but can be costly (Taylor, 2010).
Interviews may be delivered by telephone, one-to-one, as a panel or a group.  Questions are generally consistent; may be competency or scenario-based (Wilkinson and Taylor, 2016, cited in Taylor and Woodhams, 2016). Candidates can ask questions; the employer can sell the organisation and they are generally cheap to conduct.  Evidence suggests they are ineffective at predicting performance (Taylor, 2010).  Interviewing in pairs reduces discrimination risk (ACAS, 2021).
Assessment centres allow groups of applicants to be assessed using different selection methods.  Assessing suitability is more reliable but is only possible with a group and can be expensive (Wilkinson and Taylor, 2016, cited in Taylor and Woodhams, 2016).
Psychometric testing tests for differences in aptitude, ability, and personality.   They effectively predict performance but shouldn’t be the only method used (CIPD, 2020).  They are objective, mitigate bias and allow for lots of data to be gathered quickly.  It is argued employers rely too heavily on systematic tools and misinterpret the data to suit themselves (Jacobs, 2018).
Employers must adhere to the Equality Act 2010 and not discriminate against anyone based on the nine protected characteristics: age, disability, race, gender reassignment, marriage and civil partnership, pregnancy and maternity, religion or belief, sex, sexual orientation (ACAS 2021).
Reasons for dismissal must be valid and linked to conduct or capability and the ACAS code of practice followed (Wilkinson & Taylor, 2016, cited in Taylor & Woodhams, 2016).  This ensures a full and fair process takes place and decisions made are balanced and consistent.  There should be an attempt to resolve at work, but if this cannot happen, an independent third party could support.  Investigations must be completed, and formal records kept.  The employee should be informed, and a decision made if there is a case to answer. Notification in writing should be sent to the employee with details of the alleged misconduct and possible consequences.  The employee can be accompanied to the meeting.  Disciplinary or any other action must be decided, justified and the employee informed in writing. An opportunity to appeal should be provided (ACAS, 2015).  There could be a case for unfair dismissal where the process hasn’t been followed (ACAS, 2020).
Redundancy takes place when the employee’s job becomes unviable, potentially due to business closure or a lessening need for the role. Employers should attempt to avoid compulsory redundancy. Recruitment freezes, pay cuts, reduced hours or voluntary retirement could be alternatives (Wilkinson & Taylor, 2016, cited in Taylor and Woodhams, 2016).  Redundancy must be handled sensitively (CIPD, 2020).  During the pandemic, furlough should be offered as good practice.  Voluntary redundancy should be offered widely where possible, and employees selected fairly (ACAS, 2021).  Support should be provided where mental health has been impacted.  Counselling should be offered through Employee Assistance programmes which be available following redundancy.  To aid employees to find a new role, outplacement advice should be offered (CIPD, 2020).
The proportion of over 50s in the workplace increased to 32% in 2019.  ‘Good Work’ encourages workers to consider working longer by finding an environment that works for them through flexible working, lifelong learning or health and well-being policies designed for older workers (CIPD, 2019).  Compulsory retirement is no longer lawful.  Many prefer to take flexible retirement.  Ongoing discussions must take place and a range of options offered which could include stepping down into a role with less responsibility, gradually reducing hours or retiring but doing consultancy work (Wilkinson and Taylor, 2016, cited in Taylor and Woodhams, 2016).  Communication is key to ensuring the process is followed legally. Employers are required to give members of their workplace defined contribution pension, information about their options, including informing them of the Pension Wise Service that offers free guidance on tax and benefit implications and warning signs of pension scams (CIPD, 2021).
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