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Question 1 

It is important for organisation to have a good understanding of the trends within the labour markets which they operate to enable them to position themselves correctly. 

The labour market trends in the UK were 32.71 million people, between November 2018 and January 2019, aged 16 and over where in employment. This figure is an increase of 473,000 more people than the previous year. The Office for National Statistics (ONS) highlights an increase in employment rates for women in the past few years due in part to changes in women’s state pensionable age with fewer women retiring between 60 and 65 years of age. Since 2012 employment rates for men and women have been increasing and in January 2019 76.1% where estimated to be employed. This figure is the highest since 1971, and since records began. Naturally, in line with this unemployment rates have fallen over the past five years as identified by Figure 1 below at 3.9%. 
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Figure 1 - UK unemployment rate, 1971 to 2019 (ONS) 

In the UK the number of job vacancies since 2010 has increased and between December 2018 and February 2019 the ONS states there was an estimated 854,000 job vacancies in the UK. This figure is an increase of 39,000 from the previous year .  

In August 2017, Aber Instruments (ABER) opened a subsidiary company, ABER Inc, in the US based in Arlington VA. The decision was based on increases in both the biotech and brewing market share within the US. The labour market trends in the US show an increase in the employment rate to 63.2% in 2017. In an article by The Economist, unemployment rate is cited as an impressive 3.9% stating that America is powering ahead . This figure fell further in February 2019 to 3.8% according to the Bureau of Labour Statistics (BLS).  The BLS provides information by state which is extremely useful when searching for specific labour market information. See Figure 2 which highlights unemployment to December 2018, we can clearly see from this graph that Arlington has the lowest rate of unemployment at 1.7%. This information is clearly of more use than evaluating the information for the whole of the USA as it provides a true reflection of the area within which we operate. 
In an article by the Guardian in 2018 wage inequality is discusses. The labour department had released its latest figures identifying that hourly wages appear to have risen annually up to 2.9%, attributing this to the tightening labour market, highlighting that employers are having to raise wages to attract talent. However the article states that for those without college degrees the growth rate is much lower and figures for “production non-supervisory” only grew by 2.4% .
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Figure 2 – Unemployment rates, US and counties in the Washington – Arlington – Alexandra Area to December 2018

Tight labour markets have high employment levels with fewer people with specific required skills.  Organisations will be required to compete to secure employees with the skill requirements within tight labour markets. This is the case when fewer people are seeking employment compared with number of jobs available, therefore demand is low. When a skill requirement is scares labour markets will remain tight for example design engineers that specialise within the regenerative market are in short supply as this is a newly emerging market.  
Tight and loose labour markets affect the salaries and benefits that an organisation needs to set. The market will also affect the cost of recruitment. If the market is tight then recruitment costs will be higher. More money will need to be spent on using the correct platforms to advertise a  role or using specialist recruitment agencies for example Seltek (Selteck Consultance , 2019) who specialise in scientific sales recruitment or Hyper Recruitment Solutions (HRS) (Hyper Recruitment Solutions, 2019) who specialise in the science and technology sectors. These specialist organisations will charge a high premium percentage of placed candidates first year salary, often also taking benefits into considerations. Coupled with this, salaries will tend to be higher due to the demand and completion to secure quality candidates. However candidates will be looking for more than just a good salary. They will be looking for progression opportunities, culture of the organisation and a good work/life balance as factors when choosing to take on roles in tight labour markets. If these factor are not of a good standard within an organisation and employees don’t find work rewarding staff turnover will be high. Tight labour markets enable employees to easily leave roles, this ultimately this means that in a tight labour market the power tends to fall with the candidates and employees. Therefore organisations need to focus as much attention on retention, in order to save on recruitment costs by re-recruit for fewer roles. 

However if the demand on available jobs is higher than available positions then the labour market is considered loose. Unemployment tends to be high and therefore skills are widely available. Loose labour markets enable recruiters to fill position far more easily thus ensuring that quality candidates are chosen quicker and cheaper. When labour markets are loose and there are many more candidates per role for employers to choose from, employees will feel less confident in leaving existing positions due to greater competition for advertised roles. This provides the employer with greater power within loose labour markets. 

In competitive labour markets organisations must position themselves strategically to become an employer of choice and focus on their employer brand and best practice as identified by Figure 3 - the Higgs model. The concept of employer brand was devised at the end of the 20th century as a response to tighter labour markets and the difficulty of retaining and recruiting staff. Employer branding is a tool used to help employers differentiate themselves and their offering to the labour market. Organisations must ensure that the reputation of the brand is managed and protected. To establish an employer brand organisations will define the brand with a statement which can be spread via may different platforms online whilst recruiting. This should be in line with behaviours that the organisation wants to be associated with and HR strategies and practices should align with these. Recognition of a brand, positive identity and association of quality are essential to employer branding strategy, making the organisation stand out from the employment completion. A promise of a specific type of employment experience with regards to culture is key.
  
In an article published by Monster the topic is discussed more widely and the effectiveness examined. Companies develop polices and tools to create their employee brand and establish value. The article discusses the connection between consumer brand and employer brand by offering positive impressions. With a strong brand an organisation highlights why employees would want to work for that organisation over any other, positioning themselves as an employer of choice for talent. Organisations need to engage potential employees with their branding but also to retain and engage existing employees . 
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Figure 3 - Higgs Model

Question 2

In November 2017 the UK government published the Industrial Strategy white paper. This paper acknowledges that a successful economy requires a skilled workforce, fit for the future by investing in skills.  
The Apprenticeship Levy was also launched in 2017. The government cited the aim of the Levy was to increase the uptake of this historically popular form of vocational training, to fill skills gaps which could worsen after Brexit (Personnel Today, 2018). Likewise employers have a responsibility to support the development of apprenticeships within their organisations, ensuring that skills gaps are addressed to strengthen business while work with training providers to achieve the best possible outcome for both the organisation and the apprentice. Northern Skills Group identifies employer led groups in similar sectors setting standards for apprenticeships to replace existing frameworks, trailblazers standards (Northern Skills, 2019).
On a more local level, Welsh Government produced three Regional Labour Market Intelligent Reports on which to base their Regional Employment and Skills Plans. These reports inform and support the Welsh Government’s strategic approach to the delivery of employment and skills provision (Regional Learning and Skills Partnership South West and Mid Wales , 2019). In line with this employers have a responsibility to engage with the Regional Learning and Skills Partnerships within their area, an employer led partnership with the aim of bridging any gaps in education and a capable workforce. 
Trade Unions also have a part to play in ensuring future skills are met. A report by the TUC identifies significant benefits to employees, employers and the economy while the unions improved access to training and learning for members by fostering a culture of learning (TUC, 2019). Union learning representatives are able to provide support and advice, raising awareness of the value of lifelong learning especially for those who may have had limited access to education in the past (ACAS, 2013).   

Question 3

Workforce planning is essentially the process of ensuring an organisation has the correct number of people with the required skill set in the correct place at the required time, for the correct salary with the correct contract to ensure goals and objectives, long and short term are achieved. Therefore when creating a workforce plan HR needs to understand the long term strategy of the organisation, for example growth plans or new projects that are in the pipeline. This requires input from all levels of management, to enable HR to understand future workforce needs whilst assessing the current workforce, and ultimately identifying gaps in the organisations labour requirements for the future. HR can then interpret the organisational strategy into a list of actions. HR then works on any gaps by assessing recruitment needs of the future, anticipating possible redundancy or create plans for avoidance of redundancy, identifying possible career progression and up skilling through training, whilst keeping staff costs low, benchmarking salaries accordingly. External factors such as labour market trends are also an essential part of information. Ensuring that the correct information is available and analysed to understand the issue of skill and people requirements is essential. 
It is often only possible to accurately forecast a few years into the future due to changes and developments in the environment and technological advances. It is important for this reason to regularly review the plan ensuring it remains fluid to the adaptation of the organisation. Often scenario planning is used to demonstrate variations of what the future requirements could look like, providing a contingency plan, to help eliminate risk.

The next stages are forecasting future internal and external supply of human resource. Firstly HR’s role will examine the supply of resources available internally to fill the future gap within the plan. There will be the requirement to evaluate the potential of plugging these gaps through up skilling and training, career planning and talent management. A skills audit is a useful tool in the process. Employee turnover rates and natural attrition information will be assed possibly with the use of exit interviews or attitude questionnaires, these topics are discussed in more detail later in this paper.  Tools such as retention planning, flexible working plans and polices may need to be reviewed to improve these rates (CIPD, 2018). 
Having reviewed internal supply of resource against the forecast there should be a clear plan of the gaps and the requirements to fill these through recruitment and selection processes with external people (Taylor, 2019a). This process will benefit from the understanding of previously discussed topic, labour market trends, along with factors such as location, education output, completion, transport links and other general demographical information such as age and death rate (Office for National Statistics, 2019). 

Question 4 – Attachment via email.

Question 5

When an organisation has a vacancy a process is followed to meet the objective of finding the correct person, with the correct skills at a time when they are required. The process has a number of parts and all must adhere to the employment laws governing recruitment and selection. 

Organisations have a responsibility to ensure that no unlawful discrimination takes place at any point of the recruitment process (ACAS, 2019d). Under the Equality Act 2010 it is against the law to treat individuals less favourably due to protected characteristics. Discrimination can occur by not hiring someone on the grounds of; 
· Disability
· Age
· Gender reassignment 
· Marriage and civil partnership 
· Maternity or pregnancy 
· Race 
· Religion or belief
· Sex  
· Sexual orientation 
It is therefore important when advertising that organisations do not state that they are not able to cater for workers with disabilities. Also phrases such as ‘recent graduate’ and ‘highly experienced’ should only be used when they are actual requirements of the job as they could be viewed as discriminating against age (Gov.uk, 2019). An example of case law regarding this scenario is Terry McCoy v James McGregor & Sons Ltd, Mr Dixon & Mr Aiken:
The Tribunal found that the Claimant had been subjected to unlawful age discrimination in the Respondent’s failure to appoint him to the position of sales representative. The Claimant was 58 years old at the time of the recruitment exercise. The Respondents attempted to argue that the advertisements inclusion of the term “youthful enthusiasm” was a mere term of popular usage. However, the Tribunal found that it was appropriate to draw an inference of discrimination from the wording used in the advertisement .
Discrimination can occur without intent, for example by offering a set of working conditions or certain rules that put a group of people at more of a disadvantage than another’s. Discrimination also occurs when paying one person less than another in the same role without good reason.

Another area of the recruitment process that is governed by law is with regards to pre employment issues. It is the legal responsibility of all employers to check that any person to whom employment is offered has the right to work within the UK. If these checks are not carried out an employer will have broken the law. The law governing this is the Immigration, Asylum and Nationality Act 2006 and more recently the Immigration Act 2016. The penalties under this legislation can be both criminal and civil and could see fines of thousands of pounds. The Immigration Act 2016 also allows for businesses to be shut down for up to 48 hours if they are suspected of employing persons illegally and have been guilty in the past of committing the act (CIPD, 2017). 

Good recruitment practices are essential for all organisations however the processes used from one organisation to another can vary widely. In the case of ABER the approach we take varies dependent upon role and skill set required. For the most part we will still place an advert in the local newspaper, this practice is linked to our Guiding Purpose (Appendix 1) as a local employee owned business attracting local candidates is a benefit. This means that potential candidates that might not have internet access are not discriminated against and have access. The only occasion we may not is when we are fairly certain that we need to go further afield to obtain a specialist skill set as the scope in the area can be limiting. 

ABER would never rely solely upon this as a method of advertising, our vacancies are always places on the ABER website and jobs boards such as Reed, Monster, Indeed and ZipRecruiter have been used. The ability to use the internet as part of the recruitment process and it popularity has increased as technology has developed over recent years. An advantage of using online job boards sites such as these is the ease at which vacancies can be posted, and the huge audiences that can be targeted from these national, potentially global sites. An advantage when looking for a particular skill set in a specific area. However this option can have disadvantages, a high amount of job seekers registering to these sites can mean a high volume of unwanted, low quality candidates applying which waste time when sifting. Specific filter questions can often be added to these sites in an attempt to gain more relevant candidates. More recently ABER Inc used Ziprecruiter in the US to advertise a new vacancy which was to support customers. The role was initially advertised as Technical Support Specialist, a role which we have advertised and successfully recruited in the UK, however it seems this job title in the US is strongly associated with IT and the role attracted 79 IT suitable candidates. The title had to be amended to suit the US market and role terminology to Technical Services Engineer.  

In contrast to the online job board and print adverting is recruitment agencies. Recruitment agencies are particularly useful when recruiting highly skilled, technical roles. Agencies such as Seltek or HRS, previously discussed, have the advantage that key candidates may already be on their clients/candidate list that they will match to the job profile, often providing a shortlist of highly suitable candidates in a short time frame. They will take on much of the recruitment process by running the advertisement and sifting candidates. However a major disadvantage with this method of recruitment is that it comes with a considerable cost, with fees anywhere between 15% and 25% of the vacancy salary. In senior management roles this can be as high as 30% and can take into account bonus, company car and other benefits. 

Competency based interviewing remains the most popular form of selection according to the 2017 CIPD Resource and Talent planning Survey (CIPD, 2017b). Interview allows the interviewer to assess how well the candidate would perform in the role and how well they might perform in a team, whilst enabling the organisation to give the best impression of its employee brand and benefits package. However the CIPD discusses Anderson and Shackletons’ view of weakness within the interview process. They discuss the self- fulfilling prophecy effect, this is when an interviewer might ask a question to confirm the initial impression gained at the start of the interview or earlier. Another weakness they discuss is the stereotyping effect, which is when a interviewer might assume that certain characteristics might be typical of members of certain groups for example ex-offenders, race or disability. The personal liking effect is when interviewers make decisions based purely on whether they personally dislike or like the person (CIPD, 2018c). 


Question 6

Employees decide to leave an organisation for a range of different reasons. Both the CIPD (CIPD, 2018d) and Taylor discus the “pull” factor when describing employees who leave due to attraction to a new job, possibly by a call from a head hunter, or due to a partner’s relocation. They also describe the “push” factor which is when an employee makes the decision to leave due to dissatisfaction with their current role and subsequently looks for new employment. This dissatisfaction could arise for reasons such as bad line manger relationships or lack of career growth.
Employees might leave an organisation due to dismissal, ill health, changes in personal circumstances, pregnancy, retirement or redundancy. Taylor (Taylor, 2019c) discusses the possibility that when redundancy is threatened, employees may “jump” or feel “pushed”. 
In contrast employees choose to remain employed by organisations for reasons such as job satisfaction, career prospects, good benefits packages, organisational culture, or even due to loose labour markets and understanding that a new job may be difficult to obtain. 

It is important for an organisation to understand the reasons for voluntary turnover of people to enable change and improve turnover rates. Often organisations will use tools such as exit interviews to understand reasons for leaving, however the information provided in these may not always be accurate and the reasons given may be only partially true or not true at all due to a reluctance to raise concern over the organisation, line managers or even work colleagues.  

Taylor (Taylor, 2019d) discusses the negative view associated with high turnover of employees with an organisation, and the impact on the organisations brand if there is continually job adverts for the same role being advertised. However Taylor continues by discussing the cost associated with high turnover of dysfunctional of employees. In most cases there will be a high cost arising from recruiting a new employee including the possibility of recruitment agency fees and/or advertising cost. There is a time cost implication on the hiring team, which will undoubtedly include more expensive cost per hour of management, for interviewing. HR time cost implication to the selection process, telephone interviews, prep and running of assessment centres etc. Administrative time cost to set new starts up on payroll and personnel systems and procedures associated with new employees. Once a new employee is recruited time will be spend on both induction and training which will not only mean that the new recruit is not up to productivity standard until fully trained but also in some cases can mean that trainers productivity can be reduced by up to a half.  It is also worth noting that while there is a vacancy productivity will be down and even if other employees work overtime or temp staff are used to fill the gap these will come at a higher cost. Therefore it is clear to see that organisation with high turnover rates will face higher cost and inefficiencies that organisations with low employee turnover rates. In addition to these cost if a new employee leaves within the first six months then the whole process will have to being again. It is important to gain a measure of these cost to enable organisations to track how successful any retention strategies have been and also to assist in predicting any future trends from the data.
It is worth noting at this point that not all employee turnover is a bad thing. Often if employees have been with organisation for many years there can be a lack of vision or a reluctance or resistance to change. Another example would be when a unproductive employee leaves and the opportunity is available to replace with someone more productive. 

To ensure talent is retained within Organisation it is important to gather information and evidence in various ways using a range of tools. Above we discussed exit interview, although a commonly used tool, this paper has already highlighted that truths are not always told, and therefore may be of less validity. To improve on the quality of feedback received it is important that the line manager is not responsible for carrying out the process. Exit interviews provide the opportunity for an organisation to leave a positive impression on exiting employees. Also if key information is discovered it is important that the organisation takes actions to make improvement (Taylor, 2019e). 

Making improvement to salary and benefits is an important factor in retention, if employees are paid low wages they will easily leave for better pay, however high pay alone will not secure the retention of employees. Other factors such as career progression and development opportunities are highly valued by employees. Providing training opportunities for employees to develop their skill set and grow within an organisation is important, if employees don’t have the opportunity to develop and grow they may look to other organisation for growth and more interesting, challenging roles. However this approach to retention could also be viewed as counterproductive as employees are being equipped with the skills and possibly qualifications to easily enable them to move on to new jobs outside of the organisation.

Increasing line manager people skills is major factor for retaining employees. In a Linkedin article by Hyacinth (Hyacinth, 2017) she states that employees join companies but leave manager. The article continues by stating that in a Gallup poll conducted in the U.S of 1 million employees, the number 1 reason people quit their jobs was due  to a bad boss or immediate supervisor. 75% of employees who left their jobs did so because of their bosses and not the position itself.  
Often line managers are placed in their roles based on the ability to perform role for example in a technical field, or because they have been in the role for the longest period of time, these reason do not then enable them to manage people. However by training line manager to ensure:
· they treat all employees fairly by appointing praise when due, 
· avoiding favouritism to gain and demonstrate trust with a team, 
· demonstrate an interest in all employees by talking to them regularly, 
· take steps when problems arise to prevent escalation and growth of smaller problem to larger ones,
· provide autonomy to employees to demonstrate trust and enable growth and boost productivity with the working environment, and encourages responsibility and accountability.
· Gain employees view when decisions are made, this demonstrates a line managers value of the team/individual.
Addressing the above issues through training will provide a healthier relationship between employees and line manager and therefore assist in reducing the volumes of employees leaving organisations and roles due to poor line management.     

Question 7

Organisations should look to follow best practice and adhere to any legislation when managing dismissal, redundancies and retirement.   

Dismissal should always be fair, and an employer should act reasonably. For this to happen the dismissal should be due to one of five specific reasons as set out in the Employment Rights Act 1996-
· Capability or qualifications
· Conduct
· Illegality or contravention of a statutory duty
· Some other substantial reason
· Redundancy
The employer, in the interest of acting fairly and reasonably should consider all circumstances and, when necessary, conduct a thorough investigation and establish the facts. It may be the case that a different approach such as training or mediation should be considered before a final outcome of dismissal. Best practice would be to follow ACAS’s Code of Practice which provides guidance . However employers must follow both their own procedures and the terms of the employment contract.

In an era when we have an ageing population and the average age is increasing retirement is evolving and businesses have had to adapt. In 2011 the set legal retirement age was removed, from The Employment Equality (Age) Regulations 2006, for most jobs employees have the right to decide the age at which they retire. The only time that a retirement age can now be set is if an employer can prove the need. Once an employee reaches state pension age there is no requirement upon them to retire. ACAS states that employers should not ask, prompt, suggest or place any pressure on employees to retire or to  discussions when the employee might retire. Only when an employee begins a discussion regarding retirement can options be discussed such as if that retirement might be partial or full retirement. It might be a possibility for employees to work part time. At no point should employers make any kind of discrimination against age, and organisation should be aware that age fall under the Equality Act 2010 . It is advisable for organisations to follow the ACAS guideline for age discrimination. 
Employers should be supportive of employees wishing to retire and best practice is to prepare them providing pre retirement training in areas such as – 
· Financial areas such as pension, savings and tax
· Safety in the home
· Moving home
· Wills 
· Health and nutrition  
· Part time working and re-employment 
As with all leavers it is advisable to conduct exit interviews upon retirement.

Redundancy is dismissal for the purpose of downsizing its workforce, organisations should view redundancy as a last resort. Redundancy is defined in law as the situation that for economic reasons there is no longer a need for the job to be carried out. Redundancy is covered by both statute and case law.  The following conditions must be satisfied if an employee is dismissed for redundancy:
1. The employer has ceased, or intends to cease trading. 
2. The requirement for employees to perform work of a specific type, or to conduct it at a specific location at which they are employed has ended or diminished or is expected to.
Under these circumstances employees are entitled to:
1. Payment for notice period 
2. A redundancy payment 
3. Payment for unpaid wages 
4. Owed holiday pay
If employers do not follow the legal requirements they face liability for unfair dismissal,
ACAS cites a number of steps that employers should follow, as best practice when considering redundancy and in listed order:
	1
	Planning for redundancy

	

	2
	Avoid compulsory redundancies
	Offer voluntary redundancy or early retirement (this should be to a whole group and not discriminate older employees). Review flexible working options and reduced working hours. Reposition staff elsewhere within the organisation and ensure no new staff are hired. End temporary contract employment and if overtime is frequently used this should be ended.

	3
	Consult staff
	Explain to employees any planned, not final, changes encouraging feedback.

	4
	Select employees for redundancy
	This must be done in a fair way and should use information such as disciplinary record, standard of work, skills and experience. No groups should be discriminated against – see question 5, Equality Act 2010.

	5
	Give staff notice of redundancy
	This should be done in writing and ideally in person, advising the period of notice, date the employment will end including details of redundancy pay and the formula used to obtain the figure and the date it will be paid. The letter should also include details of the appeal process.

	6
	Work out redundancy pay
	This will depend upon each employee’s length of service and age.

	7
	Support staff and plan for the future
	Employees being made redundant must be provided with time off work for retraining or to look for new employment. Employers should also consider the effect on managers leading redundancy consultations and discussions with employees. Also the effect on staff remaining in the organisation and the effect upon them and the culture, counselling may be a consideration along with clear direction for the organisations future .  




Appendix 1 – ABER Guiding Purpose
  
Please find the document in the supporting email.
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Alexandria, DC-VA-MD-WV Metropolitan Statistical Area, December 2018, not seas onally adjusted
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