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[bookmark: _Toc857297]Question 1

Due to the company's recent success in securing business in Egypt, we are now based in Wales and Egypt.  
Egypt 
Unemployment rate has decreased in Egypt in the last few years, however, youth unemployment is at its highest, it is clear from the report that was produced for World Bank that this is due to lack of investment from the Egyptian Government, learners haven’t been provided with key skills that employers need.  Employers have reported that they find it extremely difficult to fill their vacancies due to the skills gaps of the applicants.  The Government is now focussing on the future and has invested in services in order to teach these missing skills.  They have launched a national skills development and employment program to address the gaps. This has included introducing technology-based solutions as well as targetted training, and career counseling sessions to assist with the job searches and matching process.  (Helmy, 2017)  Egypt needs to address the skill gap as a matter of urgency else the future of the labour market will be grim.   
Wales
The unemployment rate has fallen and it is lower than the UK national average, there is still a gap in the skills set that are needed for industries that are based here. During the 20th Century, Wales was known for its coal mining, however with mines now closed this skill set has become redundant.  Wales struggles to compete against the metropolitan cities such as London and Bristol, it doesn’t have the draw to bring high skilled talent in. Although the cost of living is cheaper, it’s not enough of a draw to bring individuals away from their high paid jobs elsewhere. Wales like the UK is now seeing an aging workforce, this is another factor that an employer needs to be prepared for, a company could have 5 different generations employed so they need to ensure policies and practices are in place that provides an inclusive working environment. It was reported in November 2016 that 1.7 million zero hour contracts were drawn up, this is not good for the economy, people generally want to work set hours.  This type of contract gives the employer freedom to offer as many or as little hours as they want. (Full Fact, 2017)
After doing my research it is clear that both Egypt and Wales are both tight labour markets.
[bookmark: _Toc857298]Tight and Loose Labour Markets

A tight labour market is when there is a high employment level, there is lack of people with specific skills, the demand for people outstrips the supply, employees have increased barging powers and can demand higher salaries. The pool of suitable candidates is a lot smaller so a company needs to stand out to attract the best talent, a company can find itself up against competition to secure the best talent.
Within a tight labour market, a company should revisit areas of their business to ensure they stand out, such as:-
· Employer branding and adverting - revisit their website, social media, all areas need to be engaging and enticing
· Employee branding - good benefits package to retain their workforce and get them to promote the company
· Training and development of existing talent - spend time and money investing in the talent you already have in place
· Offer apprenticeships/graduate schemes - to entice talent to join the company, these schemes usually run for 1 or 2 years
· Staff finders fees – offer rewards for employees who introduce new people 
· High salary costs – competitive offers need to be made to attract talent
A loose labour market is when there is a large pool of available candidates to select from, this happens when there is usually high unemployment, plenty of applicants for each role that is advertised.  The skills set is readily available, meaning that the demand for jobs outstrips the supply. This is a great place for an employer to be, it gives them an edge when bargaining to allow them to get the best candidates for the best price.
Within a loose labour market an employer will be faced with the below:-
· Applications – high volume of applications for each role
· Recruitment freezes – this is when a campaign is halted, a company could be under tight financial constraints
· Performance management – people reluctant to change roles, happy to stay in old jobs
· Lower salary costs – no need to pay high as there are plenty of people who could do the role at a fraction of the price
How a company should position themselves within a tight labour market place
Within a tight labour market, a company needs to be seen as an employer of choice, it is essential that they have an exceptional employer brand that makes them stand out from their competitors. The employer brand is how people view the company from the outside world, so it is important that the company values and culture are displayed on the website, and that social media is updated regularly with engaging content about what the company is doing including staff blog posts.  The company needs to measure the values and promises they have made, HR should align their practices to ensure the company adheres to them, they should also engage with existing employees to gain feedback about the company.
Higgs (2004) model is an excellent tool that an employer can use to see where they sit in the marketplace.
The model has four basic strategic choices:-
	Strategic Choice
	What this means

	Employer of Cash
	Employees could be treated harshly, expected to work excessive hours, however, they are rewarded well - Call Centres/Stock Exchange would be examples of this type of employer

	Employer of Churn 
	Employees are paid low salaries, no necessary skills required to do the job, Sports direct/McDonalds is an example of this type of employer

	Employer of Choice 
	Employees are valued, paid well, they have good working conditions and benefits, Virgin/Netflix are examples of companies like this

	Employer of Values
	Employees are usually not worried about pay, they are they because they enjoy the job and feel valued – Third sector employers such as charities fit this bracket



And two variables:-
	Variable
	What this means

	Money
	the amount of money an employer is able/willing to pay

	Culture
	this directly refers to how an employee feels they are treated, is it professional and ethical.  
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Figure 1: Higgs Model (Taylor, 2016)
Netflix is an example of a company that is seen an employer of choice, they have good feedback from staff on Glassdoors (Glassdoors, 2019), 67% would recommend the company to a friend, and 88% approve of the CEO.
Quora provides insight into why people enjoy working there, these include (Quora, 2016):-
· Annual leave is not tracked, you can take as much time off as you want, you just book and let your team know
· No micromanagement, individuals are allowed to make their own decisions
· Working environment, they provide soundproof booths, comfy seating, no need for working at your desk
· Salaries – they are constantly reviewed to ensure that their staff are paid well
· Parental leave – new parents are encouraged to take as much time off as they need to bond with their child
· Employee giving program, if employees want to give to charity, the company will match the contribution
The downside is that if you aren’t up to the job they will let you go, however, employees accept this is part of the process of working at Netflix, and don’t have an issue with it. Netflix is seen as an employer of choice as they have high rewards / high culture.
[bookmark: _Toc857299]Question 2
What are the roles that Government, Employers and Trade Unions play in ensuring future skills needs are met:-
Government
In 2017 the Government delivered a paper ‘industrial strategy’ that sets out the long term plan to boost the productivity and earning power of individuals within the UK.  The strategy provides details of how the government plan to create better-paid jobs, by investing in peoples skills. (HM Government, 2018)
The government identified that they needed to invest an additional £406 million into maths, digital and technical education.  They also invested £64 million into national retraining schemes to support individuals to learn new skills in digital and construction areas. The aim of this report is to put the UK at the forefront of artificial intelligent (AI), it highlights that we need to nurture the talent of tomorrow, which requires investment into science and research, and then delivering this into schools and universities. The Government has also committed to transforming the places where people live and work by upgrading infrastructures in all areas of the UK.
Employers
It is important that employers understand their existing and future skills look like, they need to assess the existing workforce and identify any skills gaps. This exercise can lead to succession planning for a company so that they can plan for future needs.
To identify the gaps a company needs to:-
· Test their employee's skills
· Ask them to complete a self-assessment of their skills
· Ask the team members to feedback on each other's skills
· Assess their skills in real life, ask them to take on tasks to see if they have the skills to fulfill them
· Ask for feedback from internal/external customers
Once this has been done a company can look to address these gap, listed below are a few of routes a company can take (CIPD, 2018):-
· On the job training, in house development programmes and coaching
· Work with apprenticeship and graduate schemes to provide accreditated workplace or offsite training
· Recruit new talent with the required skills
Trade Unions
Over the last twenty years, the role the Trade Unions has played has been an important one.  In the period between 2012 – 2015 the Government invested £916m for union learning, which provided training funding for 56% of union members.  Following a poll, with more than 90,000 employers it was clear that there was a skills shortage which meant job vacancies weren't being filled. Unions make a significant difference, they provide support and regular training whilst people are in jobs.  In a recent report comparing union members against nonunion members 38.9% unions members received training, versus 22.9% nonunion members.  Union members who have received training, have said that the training has helped them to do a better job, it has given then confidence in their abilities and has provided opportunities for promotion or a pay rise. (TUC, 2016)
[bookmark: _Toc857300]Question 3

Workforce planning is a core business process that allows a company to analyse the current workforce and identify the future workforces needs to look like.  By following a process a company can identify any gaps in people and skills they will need in the future.  It’s all about getting the right people with the right skills in the right place at the right time (Taylor, 2016)
Below is an example of a strategic five-step planning cycle a company can undertake to understand its workforce. (Jobs and Skills, 2018)
· Strategic planning – gather all the relevant information from the stakeholders of the business:- 
· What is the company vision
· What are the goal of the business in the short, medium and long term
· Where is the company going, is it growing, downsizing or launching a new product
· Are there any economic conditions that need to be considered, for example, Brexit
· Who are their customers
· What does the workforce need to look like, what skills are needed to achieve the business goals 

· Analyse the current workforce – what does the current workforce look like:-
· What qualifications and skills do they have
· Do they have the correct experienced people in roles already
· What are their strengths and weaknesses
· Undertake skills analyse to see what gaps you might have
· Try to understand the future plans of existing employees, this could be identifying people who might be retiring, or a member staff may be going on maternity leave.

· Future workforce needs – based on the above information a company can start to plan for the future, they need to consider, future products, partnerships, and new business, all future scenarios need to be considered.  
Once this is done a company can identify the skills needs for the next few years.  Succession planning can be part of this step to understand if people have been identified for future roles and who can backfill those roles.
· Look at the age of the employees and their retirement plans
· What are the skills shortages in the company
· Personal circumstances of employees that need to be considered
· Career development planning what training is needed

· Analysing/Filling the gaps – once a company has the information about existing/future they can then be compared, this stage is known as a gap analysis.  By completing it will allow a company to identify the skills gap, the roles and number of roles needed in the future.  Then a company can start to build a workforce action plan, which covers these areas:-
· Issue/Need – what needs to be addressed
· Action – what needs to happen
· Outcome – what is the desired outcome
· Resources – who can do this, do we need to hire in
· Timeframes – short, medium or long term 

· Review and implement the plan for the future:-
· Do you need to hire new talent
· Training and development of existing employees
· Focus on employee branding make this a place people want to work at
There are many tools that can be used for workforce planning, however, with word count limitations I have focussed on the below:-
Workforce strategy maps – is a visual representation of a companies vision, mission, objectives, and actions.  These maps can help to engage with teams and employees from all different levels of business as they can see how their role support the overall mission of the business. (Flexwork Global, 2016)
Scenario planning – is about making assumptions about what could affect a company in the future and then trying to plan for these ahead, with Brexit looming, this could affect many companies who have funding from the EU on the project they work on.  So a company must look ahead and plan how they can cover this loss in revenue. (SME Strategy, 2009)
This can be discussed and completed in four steps:-
· identify the company driving forces
· identify the company critical uncertainties
· develop a range of plausible scenarios and then 
· discuss the implications
Gap analysis  - is about a company looking at where they are right now and where they want to be in the future. Gap analysis is about listing all the characteristic factors such as attributes, competencies, performance levels at the present time and then listing what needs to be achieved to meet the future objectives.  Once it is completed it will then highlight any gaps that exist and need to be addressed. (Business Jargons, 2018)
[bookmark: _Toc857301]Question 4

Refer to evidence provided
[bookmark: _Toc857302]Question 5
It is important that HR personal adheres to legislation when going through the recruitment selection process, employers need to monitor and keep themselves up to date with any legal developments.  With word count limitations I have focussed on the below two acts.
[bookmark: _Toc857303]The Equality Act 2010 it’s unlawful for employers to discriminate against any applicants whilst going through the recruitment and selection process of new/existing employees.  The act protects individuals for these characteristics - age, disability, gender reassignment, marriage, and civil partnership, pregnancy and maternity, race, religion and belief, sex and sexual orientation.
Employers need to ensure they don’t discriminate throughout the whole recruitment process, they need to ensure that job adverts/descriptions and social media campaigns aren’t aimed at a certain democratic and exclude others from applying. 
It’s vital that when going through the interview process that an individual is rated against the job specification and how well they fit the roles needs. Everybody should be rated in the same way to ensure fairness in the selection process.  A company should keep a record of this information for six months in case they are questioned about the selection process. (GOV.UK, 2015)
If a company doesn’t adhere to the legislation a complaint can be made against them which could lead to a court case.
[bookmark: _Toc857304]Data Protection Act (DPA) (2018) and GDPR is relevant throughout the full recruitment process, from the application, requesting references, employee record keeping, and performance monitoring.  It’s essential that a company has a good understanding of this act, employers need to understand their responsibilities and their liabilities under the data protection law.  It can be very technical so it’s important that a company seeks legal advise if they are unsure of anything.  Companies that don’t adhere can be faced with the prosecution and heavy penalties.
Individuals data that is stored must be used fairly and lawfully and a company needs to be transparent about why they need the data and how it will be used, it needs to be relevant and necessary.  Sensitive information, such as race, ethnic background and religious beliefs there is stronger legal protection around how this is stored.
An employee has the right to see any information that is stored on them, they can ask how you intend to use this information as well as request to have the data erased. A company has the right to use personal data when using an automated decision-making process, for example, profiling, they might be looking to predict an employees behaviour. (GOV.UK, 2018)
The EU General Data Protection Regulation (GDPR) came into effect in May 2018, this added significant changes to how a company handles data.  It is important that companies understand both acts.  A company is usually referred to as a data controller and the employees are known as data subjects. (CIPD, 2018)
There are various ways a company can look to fill a position, below are two different approaches and the strength and weaknesses of them.
[bookmark: _Toc528165090][bookmark: _Toc857305]Recruitment Agencies
This approach is usually used if a company has a more specialised role to fill, or if they need cover for an employee that is on leave at short notice.  Agencies have a good understanding of a company’s needs, they are also able to head hunt candidates, and they will have access to a list of individuals currently looking for work. Using an agency cuts down on the recruitment process for the HR team in-house because they handle advertising, pre-selection and arranging interviews and timeslots.
[bookmark: _Toc528165089][bookmark: _Toc857306]External recruitment/E-recruitment
This approach is used by companies the most to fill a role, there are various places to advertise, company website, online job boards such as Indeed, social networking sites, job centres or by liaising directly with education providers such as a Universities.  
Some of the research done in 2009 leads back to posting jobs in local papers, however social media advertising has now taken over from this approach by pushing job adverts out.  LinkedIn, Twitter and Facebook have become the preferred way to share a job.
The below table represents the strengths and weaknesses of both approaches - Fundamentals of Human Resource Management, Book: - (Torrington, 2009)
	Methods of Recruitment
	Strengths

	Weaknesses


	Recruitment Agencies

	Access to a large pool of candidates that have the key skills the company is looking for.

Handle the majority of the recruitment process, by vetting and only put forward candidates that match the skill set needed for the role

Understand exactly what skills are needed to fulfill the role
	High cost to fill the role, agency fees range from 10% – 25% of the annual salary.

If the applicant doesn’t work out, you are still liable for the cost to place the person in the role, there is no guarantee the person will stay with the company

	E-Recruitment

	Reach, a large pool of candidates. 

Bring in new talent with experience.

Motivate existing employees to achieve more, as they see the company growing and more opportunities for progression for them.

Low-cost way of acquiring talent

	Time to fill the role.

Can damage the morale of existing employees if they are not considered for the advertised role.

Induction period can take a while to embed new employees into the companies way.

Relies heavily on employees sharing job adverts to their followers or hoping that individuals have already liked the company webpages and are already following them.


[bookmark: _Toc857307]Question 6
There are four different types of employee turnover a company will see (Small Business, 2019):-
Involuntary – this is when a company may choose to terminate, fire or discharge the employee from their role with the company, it could be for reasons such as poor job performance or absenteeism 
Voluntary – this is when the employee has chosen to resign from their role at the company, they may have found a new job or their circumstances have changed.
Desirable – this is when an employee who hasn’t performed well leaves but they can be replaced by new talent and skills
Undesirable (dysfunctional) -  this is when the company loses an employee whose performance and skills are seen as valuable to the company these employees are usually management level.
There are many reasons for people leaving a company, this is also referred to as push and pull factors, the push refers to that it is not working out with the existing employer, this might be that the employee is not happy doing their current role, they feel that the move might make them happy.  The pull refers to that there is a positive attraction for an employee to take a new job, they might be happy in their existing role, but the pull refers to better pay and benefits in the new job. (Taylor, 2016)
There are many reasons for people leaving a company, I have listed a few below:-
· They are headhunted 
· Home circumstances have changed
· Job satisfaction
· Not getting on with their manager
· Worried about the future of the company need security
· They want to find a new challenge
· They don’t like how the company is being run
There are many reasons for people to also stay too:-
· They have a psychological contract with the company, they enjoy working for them and they like what they do each day
· They like what the company stands for, they are completely behind the company values
· They like the culture, they get on well with their colleagues
· They are recognised as experts in what they do
Employee turnover can be a very costly exercise for a company, especially if they need to replace a dysfunctional employee, these are usually highly skilled management level roles.  BreatheHR suggests that some studies have valued this process at £30,000 per employee to find and recruit new talent and fully onboard them. (BreathHR, 2018). 
The costing calculation is made of these steps to replace the talent (CIPD, 2018):
· Handling of the resignation, administration and HR costs
· Recruitment and selection costs, including advertising, agency cost and interviewing
· Covering the post during the period in which there is a vacancy, hiring in temporary staff
· Productivity, getting a new employee up to speed can take months and needs careful monitoring
[bookmark: _Toc857308]Retaining Talent
Financial rewards some companies find that offering financial rewards helps the employees feel motivated and valued, however, this approach does have advantages and disadvantages. (Small Business, 2019)
Advantages
· Motivates the employees to work hard and do their best job to achieve these rewards
· Employees feel they are in control of their career, they can earn more money
· Gives them job satisfaction and they want to stay with the company
Disadvantages
· Employees do their best job but they don’t qualify for the incentive, this can lead to resentment of others who are achieving
· Employees may do enough to hit the incentives, however, their work might not be of a good enough standard and this could hurt the companies image
Flexible Working allow the company to move away from the rigid company hours, allowing employees to choose working hours to suit their live styles giving them a better life balance, again this approach does have advantages and disadvantages. (Frost, 2018)
Advantages
· Lower employee turnover, it suits peoples lives, employees can work around personal schedules, cover childcare by switching their hours
· Being allowed to work from home, cuts out commuting time and associated traveling costs to work
· Improved job satisfaction
· Employees feel empowered
Disadvantages
· Needs monitoring closely to ensure the employees are working the hours they are contracted too
· Ensuring that the companies business hours are covered, companies may need to implement shift patterns to ensure that there is a fair split in cover for early and late finishes
· Lack of managers available to make decisions and sign off work
· Management spend less time on their own work as they are monitoring employees outputs instead
[bookmark: _Toc857309]Question 7
[bookmark: _Toc857310]
Dismissal – In the UK an employer must be able to show that they are dismissing an employee for one of these specific reasons:-
· A reason related to capability or qualifications
· A reason related to employee’s conduct
· Because of redundancy
· Because of statutory duty or restriction prohibited the employment being continued 
· Some other substantial reason of a kind which justifies the dismissal
A company must have clear procedures in place for dispute resolution and these should be communicated and made available to all staff members.  All staff that manages this procedure should be trained and they need to fully understand the companies policy regarding this procedure and ensure it is followed.  The employer and the HR staff need to ensure that all disputes are handled consistently and fairly across the whole company. (CIPD, 2018) (ACAS, 2015)
[bookmark: _Toc857311]Retirement – For most employers, there is no set retirement age, this was abolished in 2011. However, some employers can still set a retirement age if they can legally prove there is a need for it, but this can be difficult as employees are covered by the Equality Act 2010.  An Employer shouldn’t raise or discuss when an employee might retire, they can’t ask questions about when someone is planning to retire, or even suggest that they retire.
However, if the employee raises with the employer this is a different matter, they can then start a discussion around it, at all times the employee must be treated with respect through this process. (ACAS, 2015)
[bookmark: _Toc857312]Redundancies – is a special type of dismissal, and happens when a company needs to downsize its workforce.  A company needs to ensure that they understand the law and follow the correct procedure as they could face an unfair dismissal claim or protective award.
An employee can be dismissed under these conditions:-
· The company has ceased or intends to cease trading
· The requirements for an employee to perform their job has changed, or that the location where they are based has diminished or is expecting to do so
If there is a genuine reason for the redundancy, employers must:-
· Provide a redundancy payment
· Provide a notice period payment
It is important that staff handling this process fully understand how it should be run and adhere to the process to avoid prosecution of unfair dismissal. (CIPD, 2018)
[bookmark: _Toc857313]Evidence
1. Success Planning 
2. Career Development Plan Debbie Marshall
3. Software Tester Job Description
4. Downsizing Structure
5. Employee Selection Criteria
6. First Redundancy Consultation Letter – Bradley Evans
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