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1.1 Describe key contemporary labour market trends.
In order to identify labour market trends, it is important to first understand what a labour market is. Wilkinson and Taylor (2016) state, “the term ‘labour market’ is a key concept in employee resourcing.” (Wilkinson & Taylor 2016, pp52). Kenton (2020) adds furthers to that and says the labour market,
“refers to the supply and demand for labour in which employees provide the supply and employers the demand. It is a major component of any economy and is intricately tied in with markets for capital, goods, and services.” (https://www.investopedia.com/terms/l/labor-market.asp)
The CIPD in partnership with Adecco produces a Labour Market Outlook Survey which is done on a quarterly basis by surveying staff across the UK. The CIPD (2020) produced the results from the latest joint survey which showed that whilst demand for labour reduced slightly it was still in a strong position. It identified the strongest areas that showed growth were, “healthcare (+28), construction (+27) and the voluntary sector (+23).” (https://www.cipd.co.uk/knowledge/work/trends/labour-market-outlook). The survey shows that 64% of the employers found it difficult to fill some positions they have vacant. Whilst this number is quite high it has reduced slightly from the survey carried out in Autumn 2019 which gave 67%. Of the vacant positions the most difficult to fill with 53% were professional occupations. In contrast the survey identified that less skilled roles in areas such as, “elementary positions (2%), administrative and secretarial occupations (2%) and process, plant and machine operatives (3%).” (https://www.cipd.co.uk/knowledge/work/trends/labour-market-outlook) were easier to fill. When it comes to aspects of pay that are affecting the Labour Markets the survey shows that there is an average expected pay increase of 2% up to December 2020 with issues such as, “affordability (30%), public sector pay restraint (26%), and absorbing labour costs (21%) such as the National Living Wage.” (https://www.cipd.co.uk/knowledge/work/trends/labour-market-outlook) preventing a further increase. 
One of the key Labour Market trends in the United States (US) as identified by Kenton (2020) is the unemployment levels. Kenton states that following recession unemployment levels in the US in 2009 were at 10%. This figure increasingly declined at a steady rate meaning there were more jobs and hit a low of 3.5% in February 2020. Unfortunately, due to the Covid-19 pandemic this figure has shot up dramatically with, “more than 16.6 million people filed unemployment claims in just three weeks.” (https://www.investopedia.com/terms/l/labor-market.asp#the-us-labor-market). These figures show that the demand for workers in the current climate is low but would be mirrored in different economies around the world who have had to cease many business operations due to the pandemic. 
As identified in the survey by the CIPD there is a high percentage of vacancies for skilled professionals that are not being filled. In an article in The Telegraph (2015) they state that this is as a result of not having staff with the required talent to complete certain roles. They identified a shift in the economy from more manual manufacturing work as one of the reasons for this and state that there needs to be another change in the labour market with ‘more of the highly skilled, highly technical roles now required’. In order to do this a good way for a company to fill these skilled roles is to develop graduates. Wilkinson & Taylor (2016) state that not only are graduates highly educated they are actively looking for employment. In an article for the Harvard Business Review Kolko (2019) explains the importance of graduates and explains that even with a dip in the economy those with a bachelor’s degree are more likely to remain employed. 
   

1.2 Describe the principles of effective workforce planning and tools used to carry it out.  
As stated by Weeks (2019) workforce planning is the process of a company looking at staff they currently have and the skills they possess and then looking at what skills they will need in the future to meet business objectives. With an ever-changing business environment, it is a tool that is used to utilise the current workforce and get the best out of them before identifying what skills and knowledge are going to be needed as part of a strategic plan going forward. As explained by Weeks workforce planning has been acknowledged by the CIPD as an essential process when an organisation is planning for their future. The importance of planning for the future is enhanced by Pir (2019) when she gives details of the ever-changing working environment and the beginning of the ‘Fourth Industrial Revolution’. She gives details of the different trends that we are now seeing from ‘Growing skills instability’ where the skills we now require are vastly different as a result in the advancement in technology to ‘Emerging in-demand roles’ such as specialists in social media. She explains the importance of understanding the current business environment and what it will look like in the next few years in order to plan accordingly to remain competitive as an organisation. As discussed in an article by Vorhauser-Smith (2015) HR has a big part to play when it comes to workforce planning. She states the importance of talent planning when she states, 
“human capital and talent management strategies run parallel to the business goals.”  (https://www.forbes.com/sites/sylviavorhausersmith/2015/05/25/workforce-planning-the-war-room-of-hr/#4065fe3b7b18)
She goes on to say that as a result of the advancement in the HR function it has given a greater focus on workforce planning with it now being a high priority to a company. In order to successfully plan Wilkinson & Taylor (2016) designed a four-stage plan (Figure 1) which include;
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1. Forecasting Demand – this is the process of looking into the future to identify what skills are going to be needed. This can be done by looking at past trends, making informative judgements based on knowledge and experience of senior staff members, and planning financially to have an understanding of how many staff the company can afford. 
2. Forecasting Supply – this is the process of looking inside the organisation to see what skills the current staff have as well as identifying how many of those are likely to still work at the company in the future. 
3. Identifying Gaps – this is the process of looking at the damand required for future and basing it on the skills of the current workforce. 
4. Addressing the Gaps – this is the process of looking at ways to utilise the current workforce to meet future demands and then filling roles that remain available from external sources.     

1.3 Explain how to develop basic people plans and succession plans.
Once future plans have been identified an organisation will then use people and succession plans to delve a little deeper into the current workforce. It will look at the skills and experiences they posses before identifying plans for individuals that will see them develop within the organisation in order to meet business objectives. Weeks (2020) states that succession planning would be the process of identifying skills in current employees and earmarking them for future senior positions. It would be to look to promote within when a vacancy raises by ensuring staff are given experiences to fit into roles that are critical for future objectives. Ramsden (2020) gives advice on the best way to succession plan when he states that as a result in a changing working environment where staff are working longer there needs to be clear planning when looking at developing staff for the future. He states that an organisation needs to start early when planning on developing staff with constant communication. There is a need to be flexible in the approach where staff have the opportunity to learn off one another. In an article for Forbes Welsh (2019) gives another perspective of the importance of succession planning to an organisation. He states that companies need to lead from the top when planning and look at fully implement HR in the process in order for them to give their expertise. He goes on to say that whilst it is important to look at developing the next generation it does not necessarily mean that staff need to automatically go straight into senior positions, but that hierarchy’s can sometime hinder the process. Weeks (2020) gives ways in which succession planning can be adapted by stating it can be done in a ‘formal’ or ‘informal’ way. She states that conversations about development could act as the informal process whereas planned and structured performance reviews would be classed as the formal aspect.

2.1 Assess the strengths and weaknesses of different approaches to attracting talent to the organisation. 
In order to attract talented employees to an organisation that will have a positive impact on achieving business goals it is important to consider the different approaches. One of the ways to attract talent to an organisation is by focusing on the employer brand. Houghton (2019) gives details of how having an effective employer brand can benefit the company by becoming an employer of choice. He states that there is a four-stage plan which includes,
1. Discovery – this would be to get an understanding of how various people involved with the company view it currently.
2. Analysis, interpretation and creation – this would be to develop a clear vision for what it is you want the brand to look like.
3. Implementation and communication – this would be when the brand is developed and launched both internally and externally. 
4. Measurement, maintenance and optimisation – this would be evaluating the progress of the brand by using various tools to assess whether it is being effective.
As explained by Houghton if successful then employer brand can be an affective tool to recruit talent to an organisation. However, if the employer wasn’t looked at favourably then this approach could mean potential staff avoid applying for roles.  As stated by Cappelli (2019) more and more businesses are going against the traditional form of recruiting talent by actively looking for skilled people who are not necessarily looking for a new job. He states this is often done by outsourcing to recruitment companies who will use tools such as LinkedIn and searching for skilled employees in a certain field and contacting them with an offer to apply for different roles to fill skill gaps an organisation has. Whilst this approach could potentially mean that a higher calibre of staff is hired it may not always be the case and there are downsides such as having to pay externally for the service as well as not necessarily having the right person to fit an organisations culture. In an article Keller & Meaney (2017) concur with Cappelli when they state that actively going out and sourcing talent that will make a difference is a new approach that can help a business. They state that by having superior talent will help a company as it will be up to eight times more effective. They do however state that attracting the right talent is hard with skills gaps not actively easy to reach. 

2.2 Assess the strengths and weaknesses of different approaches to retaining talent.
Once talented employees have been attracted to a company there is a big onus on an organisation to ensure they are kept happy and are able to be retained within the business. Green (2019) gives details of the importance of understanding why staff leave in order to ensure that processes are put in place to stop this in future. She gives approaches such as using exit interviews to analyse what the reason was for them leaving. Whilst this approach could potentially give information a company could use going forward Green does state that this tool may not always be affective as employees may not want to give an honest answer particularly if they are still in employment when they complete the survey. Butler (2017) states that whilst he agrees with finding out the main reasons an employee left he feels that by putting in place a 3-point plan to keep staff would be more effective. These points are to;
1. Personalise the employee experience – this would be to offer staff a varied approach in their career rather than remaining in the same role doing the same tasks. 
2. Enable career progression – this would be the process of ensuring staff that have showed their worth to be set out a clear development path.
3. Build a culture of growth – this would be to change the culture to where it recognises and reward growth in employees. This would show that for those employees that are performing that they are valued.
Butler favours the approach of looking to develop current staff by ensuring they remain interested and don’t become bored. This approach is concurred by McCartney (2017) which she states that upskilling the current workforce will show they are valued and will ensure they remain committed to a company. She again states that by having a culture where staff feel supported and know they will be rewarded for hard work will ensure that staff will want to remain with the company. Whilst this approach if it works can help stop employees moving from a company there are downsides in the fact that if staff are rewarded to a certain level they will expect to keep progressing at a fast pace. This could perhaps result in them becoming disillusioned if there isn’t any progression after a certain point which may result in them wanting to leave the company to progress elsewhere. Another way in which to retain talent as stated by Webber (2018) is to embrace new ways of working such as flexible working. He states that by being more flexible as an employer and offering staff the opportunity to work various hours and from various locations such as home it will be a benefit that will encourage staff to remain at a company. The downsides to this approach could be the fact that not every company can offer flexible hours and there is a trust factor to ensure staff are performing when working remotely. 
3.1 Explain key aspects of good practice in relation to the development of job descriptions, person specifications and competency frameworks. 
Traditionally good practice when developing aspects connected to developing a new job would be first to look at the business needs for the role before developing a job description and person specification. As explained by Wilkinson & Taylor (2016) there are two different occasions when a company will need to fill a role. This would be either when a new role is needed to meet business objectives or when an employee leaves a role that needs to be replaced. Once this has been identified then the process of getting a job profile and person specification developed can commence. In an organisation such as Carmarthenshire County Council this would then mean that the manager would identify a general understating of what the role would consist of and draw up and job description. They would then use selected criteria such as certain qualifications that are required to fulfil the role which would make up the person specification. This job would then be analysed by the job evaluation specialists to come out with the appropriate salary that should be paid to fulfil the role. Weeks (2020) states another aspect of this process is to look at the ‘competence and competency framework’. This would be to give a clear indication of what is expected of a potential employee to the company. It would identify the minimum standards required to complete the role effectively in order to meet the business objectives set. This way of looking at a role differs slightly to that of the traditional job description/person specification way as it would look at a more general aspect of working for a company rather that a specific role.
3.2 Evaluate different methods of recruitment and selection. 
In this day and age there are several different methods of recruitment and selection other than the traditional ways of a company advertising either internally or on their own platform such as their web-page. Randstad (2019) gives various forms that can be used which include;
· Recruitment Agencies – this would be to outsource recruitment and use an agency to get them to find potential employees whether that would be to cover a temporary or permanent vacancy. 
· Recruitment Events – this would be used to go to a specific event that was planned to look at new applicants. It can be done by setting up a stall that showcases your company and encourages potential applicants to apply. 
· Social Networks – this is an ever-growing form of recruitment. By using social media platforms such as LinkedIn it allows companies to head hunt staff based on their online profile.  
· Apprenticeships – this is another ever growing form of recruitment by getting staff in to learn while they work. This allows for on the job development and is a benefit to an organisation as not only is the cost low but quite often there are government grants that fund the positions. 
Regardless of the form of recruitment, as explained by ACAS (2020) there are rules and regulations that all employers need to consider when hiring someone. One of the main aspects is to ensure that no applicant is discriminated against and that all applicants are treated fairly. This is done in line with the Equalities Act 2010 which states that it is illegal for a person to be treated less favourably when applying for a job if they have a protected characteristic. This would include indirectly discriminating against someone when recruiting which means all aspects of the recruitment process needs to be done fairly. For example, when writing an advert and job description a company need to ensure that it’s fair for all to apply and doesn’t have something such as a certain amount of years’ experience in a role. This is because it could potentially discriminate against younger applicants who haven’t had the opportunity to work for the required timeframe.  
3.3 Explain key aspects of good practice in relation to dismissal, redundancy and retirement.
When it comes to employees leaving the organisation particularly in cases of dismissal, redundancy and retirement it is essential that an employer acts in a reasonable way to ensure there is no employment tribunal claims for unfair dismissal. This is explained by Wilkinson & Taylor (2016) when they state that whilst consideration needs to be taken for staff who want to leave a company there also needs to be fairness for those who are leaving for one of the mentioned reasons and therefore good practice needs to be abided by. 
· Retirement – Wilkinson & Taylor (2016) explain that this is the process of an employee deciding when they come to a certain age to finish with a company out of choice. Traditionally this when they hit state retirement age and would be able to access their pension. However, legislation has now changed where a company cannot enforce someone to retire as this would be classed as age discrimination. Different forms of retirement such as a flexible retirement are more common now which will allow staff to reduce the amount they work prior to finishing completely. This from works both for the employee who can slowly reduce the amount they work as well as the organisation who can plan appropriately to replace the individual by drawing up an agreement.
· Dismissal – this form of an employee leaving the company would be when the organisation terminates the contract due to either conduct or capability. In order to ensure this process is done fairly an employer needs to follow the correct protocol as stated by ACAS (2015) when they give details of the code of practice that needs to be followed. Whether this is done by an employer being dismissed because of their conduct having broken rules or because if their capability in not being able to compete their job role the main aspect is that a fair process is completed and documented. There needs to be a fair process throughout which gives the employee full details of the reason for the dismissal and also gives them the opportunity to give their case as well as offering the opportunity to appeal. 
· Redundancy – as stated by Wilkinson & Taylor (2016) this is another reason in which an employee would not voluntarily leave an organisation. This is detailed in the Employment Rights Act 1996 as the closure of a business or the lack of need of an employee to fulfil a certain role. ACAS (2020) give guidelines in to how best to deal with redundancies when they state that there is a need for a redundancy plan which will include consulting thoroughly with staff and trade unions, as well as appropriately selecting the staff to be made redundant, and following all regulations when it comes to areas such as redundancy payments and notice periods. Whilst compulsory redundancies should be avoided at all costs with suitable alternative employment via redeployment is an area that can be utilised the main aspect is again to act reasonably to ensure all staff are treated fairly. 
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