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Question 1
Key Contemporary Labour Market Trends
Some of the key statistical data for the UK and Australia labour markets are:

Population & Density
· According to ONS (2020) the current estimated population of the UK is 67.8m and the live population clock of the ABS estimates a population of 25.7m in Australia (ABS, 2020). 
· The UK is considerably smaller than Australia in terms of landmass, whilst the opposite is true of population.  It would therefore follow that the population density of the UK is considerably higher than that of Australia, although the ABS report that 79% of Australia’s population is from its cities (2020).

Employment
· The employment rate in the UK for quarter ended February 2020 was 76.6% with the 80.5% of men employed and 72.7% of females employed, according to the ONS (2020).
· The ABS published an employment (participation) rate of 63.5% for April 2020 (2020).  According to the Australian Government Workplace Gender Equality Agency, females participating in the workforce was 47.4% of the total workforce in February 2020 (2020).

Unemployment
· The ONS (2020) detail for the quarter ended March 2020 the UK unemployment rate was estimated to be 3.9%.
· The ABS (2020) show that the unemployment rate in Australia for April 2020 was 6.2%.

Key Industries
Both the UK and Australia have a workforce heavily focused in the service sector, with 81% and 77% respectively employed in this sector (OECD, 2019).  The top 5 categories of employment in the service sector as:
· UK:
1. Human health and social work activities (16.3%)
2. Wholesale, retail trade, vehicle and motorcycle repair (16.0%)
3. Education (12.5%)
4. Professional, scientific, and technical activities (9.2%)
5. Public administration, defense and social security (8.0%)
· Australia:
1. Wholesale, retail trade, vehicle and motorcycle repair (18.6%)
2. Human health and social work activities (17.3%)
3. Education (10.6%)
4. Accommodation and food service activities (9.2%)
5. Professional, scientific, and technical activities (8.3%)


Question 2
Principles of Effective Workforce Planning
Workforce planning is described by many as a process to ensure that an organisation has ‘the right people, with the right skills, in the right places at the right time and at the right cost’ to meet its strategic goals.

The need for and the depth of workforce planning will vary greatly in each organisation and can be influenced by several factors both internal and external.

Strategic workforce planning is concerned with the medium to long term and supporting an organisation to achieve its strategy.  Operational workforce planning is concerned with the short term and more immediate requirements.

There are four stages that should be followed in effective workforce planning (Taylor & Woodhams, 2016, pp. 57-58):
1. Forecasting the organisation’s future demand for skills
2. Forecasting what skills an organisation will have in the future
3. Identifying the gap between future demand and supply of skills
4. Making plans to fill the gaps

The CIPD (2018) further add that “whilst is it convenient to describe workforce planning as a series of steps, it is equally important to understand that is it an iterative process, not rigidly a linear one”.
Tools Used in Workforce Planning
1. Understanding an Organisation
The factors that influence and impact an organisation, is an important first step in effective workforce planning.

The CIPD (2018) notes four stages:
a) Understand the external environment - PESTLE analysis is useful and focuses on the political, economic, sociological, technological, legal and environmental factors
b) Understand labour markets – existing internal workforce and potential future external labour market
c) Understand the operational model – critical to determining the business needs
d) Understand organisational strategy – future skills and competence of the workforce to achieve objectives will aid defining the timelines

2. Forecasting Demand
Forecast the future need that the organisation will have.  According to Taylor & Woodhams (2016, p. 58) to do this, the following questions should be asked:
· What will need doing?
· How can these be organised into roles and in what manner?
· What are the appropriate skills for each role?

3. Forecasting Supply
Establishing the forecast of supply, first starts with assessing the existing workforce.  Taylor & Woodhams (2016, p. 58), suggest we should assess the existing workforce in the three areas:
a) Qualitative and quantitative baseline data of workforce composition and sickness absence.
b) Assessment of skills using existing person specifications for job roles, appraisal data and training records.
c) Longevity i.e. likelihood of ongoing future

4. Identifying the Gap Demand v Supply
Determine the extent of the gaps between your forecast requirements (demand) and your current workforce (supply).  Taylor & Woodhams (2016, p. 59) recommend the following:
a) Creation of a competency framework
b) Assess the existing workforce
c) Summarise the results to identify the gap between demand and supply
How to Develop Basic People & Succession Plans
CIPD (2018) highlights that the next stage is to develop the detailed and specific action plan to shrink the identified gaps and by implementing considered and measured approaches, this is your people plan and there are 3 steps:
a) Select the most critical gaps 
b) Identify potential actions
c) Prioritise actions

Forecasting for the future is almost always uncertain and the analysis work may have revealed the need to consider multiple scenarios with varying outcomes and thus the need for different actions and/or different timescales.  In these circumstances’ flexibility will need to be considered as part of the planning process.  The CIPD (2018) list the following forms of flexibility:
· Functional – increasing the range of tasks and skills throughout the workforce
· Numerical – using different forms of employment
· Temporal – format of working time
· Talent – developing an internal talent
· Adaptive – change readiness

CIPD (2020) describe succession planning as concerned with the identification and development of future leaders and senior managers to fill business critical roles.  This could be for individual roles or may be more generic in nature by targeting a pool of roles which demand comparable skills.  It may also cover non-leadership roles where an organisation may be left vulnerable by vacant roles for a prolonged time.

CIPD (2020) detail one of the considerations in succession planning, is the need to get the balance right of insiders versus outsiders, there are numerous viewpoints on what is most appropriate.

Identifying the aspirations of employees is central to succession planning and the appraisal process is integral to this and then agreeing development plans to bridge any gaps (Taylor & Woodhams, 2016, p. 59).

Succession planning should provide fair access to opportunity for all and the need for transparency is critical, particularly now that there has been a shift from traditional (secretive) to contemporary (open) approach to succession planning (Taylor & Woodhams, 2016, p. 60).
Question 3
Approaches to Attracting & Retaining Talent
An organisation looking to attract talent must be aware that they are not operating in isolation and they need to be able to make themselves stand out from their competitors (Taylor & Woodhams, 2016, p. 60), this is particularly important when there is a tight labour market.

Understanding who the competitors for the labour are and assessing the relative strengths and weaknesses of each against your own organisation will provide an understanding of how to differentiate.  The following categories can be useful in this analysis:
· Cash – remuneration and reward
· Values – culture, values and how well employees are treated
· Churn – levels of employee turnover
· Choice – employees’ preferred choice

Employer branding is widely regarded as a key tool in attracting talent and becoming and staying the employer of choice.

The main benefit of having a strong employer brand is that it provides a competitive edge in the labour market.  It is important to remember that a key element of employer branding is to ensure that the messaging reflects the reality, anything different can lead to disappointment, confusion, distrust and reputation damage (Taylor & Woodhams, 2016, p. 62).

Once you have attracted the right talent, it is important to retain it and avoid dysfunctional turnover - turnover that is costly and could have been avoided.  There are a number of ways to establish the reason for dysfunctional turnover, these include exit interviews, employee surveys and surveys of former employees.

Common employee turnover causes and retention initiatives are (Taylor & Woodhams, 2016, p. 72):
· Lack of development and opportunity open to all:
· Meaningful and regular performance reviews
· Lateral moves
· Training and development
· Poor relationships:
· Management training
· Team building events
· Mediation services
· Negative opinion of the company:
· Transparency, openness and fairness
· Communication initiatives
· Employee consultation initiatives
· Focus on equal opportunities, diversity and inclusion
· Effective corporate social responsibility
· Unhappiness of reward
· Benchmarking
· Flexible benefits packages
· Competing commitments
· Flexible working arrangements
· Assistance with childcare e.g. childcare vouchers
· Poor working environment:
· Invest in ensuring good working environment and equipment

Any initiative that is introduced to address problems can be regarded as a strength, however, to introduce it for the wrong reasons or without complete commitment, is likely to cause more problems.  It should also be noted that new initiatives introduced will not often yield immediate positive results, that takes time, continued effort and focus.

Due to the inevitable cost, both in terms of money and time, of introducing and maintaining any new initiative, Taylor & Woodhams (2016, p. 71) suggest a three-stage approach:
1. Secure buy-in from management
2. Identify appropriate initiatives
3. Ensure alignment with wider strategies

Traditionally, it has been ‘one size fits all’ in relation to reward and remuneration i.e. the single value proposition.  However, some organisations are shifting towards a more segmented approach, recognizing that a workforce is made up of individuals and not one group of identical people.

Segmenting the workforce based on such categories as age and lifestyle, allows the employer to communicate and promote remuneration packages that reflect the needs and interests of each group.  Where an employer operates in a global environment, segmentation may be a more appropriate approach where the local needs and culture can be addressed (CIPD, 2019).

CIPD (2020) details the concept of the psychological contract, being the unwritten contract between employee and employer - the perceived relationship between employee and employer.  Employers should be aware of individualism, and what the expectations, believes, ambitions and commitments of one, are not necessarily the same for another.  Any perceived breach may impact on an employee’s desire to remain employed by the organisation.  Some examples of different aspects of the psychological contract are:
· Job security
· Career prospects
· Training and development
· Perceived fairness of reward packages
· Support from management
· Employers reputation and impact on society/environment

Question 4
Good Practice in Recruitment
The initial step in a successful recruitment process is to develop a job description.  For a job description to be effective, it needs to detail to two areas, the role and the person.  It will be seen and judged by the outside world.

Carrying out a role analysis will provide the information on the duties associated with the role, the purpose of the role, how and where it is carried out, outputs from the role holder and how the role integrates with the wider organisation (CIPD, 2019).

The person specification should detail the attributes, skills and experience required to carry out the role effectively, some will be mandatory, and others may be desirable.  These should be clear, demonstrable and bias in wording should be avoided (CIPD, 2019).

Competency frameworks can be used an alternative or complimentary approach to r (CIPD, 2020)ole analysis and person specification and can ensure consistency and fairness across recruitment processes.  Taylor & Woodhams (2016, p. 219) define a competency framework as “a written set of attributes or competencies that an organisation is looking for in staff who work in particular jobs.”

Competency frameworks may be made up of different types of competencies (CIPD, 2020):
· Core – apply to all jobs and support an employer’s values and mission
· Common – apply to certain jobs e.g. management roles that require ‘strategic awareness’ or ‘ability to develop teams’
· Technical – apply to certain roles e.g. qualified accountant
· Leadership – skills and behaviors contributing to leadership
· Meta – apply to high-potential individuals with development and promotion capabilities
Organisations are required to be compliant with the Equality & Diversity Act 2010 in everything they do, and this includes all stages of the recruitment process, although there are exceptions where positive discrimination is permissible.
Recruitment Methodologies
Employee referral schemes
Reed (n.d.) note that this approach derives the following benefits:
· Will normally save the employer money even where a monetary initiative is offered to existing employees.
· Candidates referred in this manner are likely to be good cultural fit and have similar values and personality to the referee.
· Good way to engage and reward the existing workforce.

Bizfluent (2019) note that the drawbacks of this approach are:
· Potential creation of ‘cliques’ and impact on existing synergies
· Referral schemes can hinder diversity in recruitment
· Interview processes may become less stringent and lack consistency and fairness


Recruitment Agencies
The key benefits associated with their use:
· They will generally know the local talent market well and can identify candidates quickly
· Assist in the remuneration package negotiations
· Prevent the employer from investing time and resource in managing the application process
· Assist with the delivery of interim professionals where a role needs filling quickly
· Support the interview process with additional services such as assessments centers

The drawbacks of using an external agency are:
· Cost - charging a % fee of remuneration package and the more senior the role, the higher the %
· Cultural fit – the agency will need to understand the employer well to be able to identify candidates that will fit its culture and you won’t be able to fully advertise your own brand (recruitment is highly competitive and secrecy is rife)
· Communication – often agencies are guilty of poor communication with candidates and this can impact on the reputation of the employer
Selection Methodologies
Interviews
According to the CIPD (2019), the most common approach to selection is interviews and there are several formats (telephone, face to face, panel and group) that can be adopted.  Interviews are a two-way process affording both the employer and potential employer the opportunity assess one another, sell themselves and gain clarity.  Although interviews are the most common approach to selection, they can be, particularly where an unstructured approach is used, prone to bias, with some being illegal. Using a structured interview process will help avoid this by having a set of role specific questions agreed beforehand, all candidates are asked the same set of questions and scored accordingly.  However, it is important to strike the right balance and ensure both parties get the best out of the interview process.

Assessment Centers
This form of selection entails each candidate completing a number of tasks, which will often be a combination of behavioral, cognitive and personality assessments as well as role specific tasks (CIPD, 2019).  Assessment centers are a good way to assess actual role requirements and challenges, they can valuable to the process of identifying talent and, likewise, weaknesses in potential candidates.  It is a very balanced and fair approach in selection.

There are a few disadvantages with this approach:
· The cost of setting up and running an assessment is high in terms of money, resource and time.
· Some candidates may not respond well in this situation, feeling nervous and overwhelmed by it – you may not see the best of them.
Good Practice for Dismissal, Redundancy & Retirement
Dismissal
Taylor & Woodhams (2016, p. 74) detail that dismissal is a form of involuntary employee turnover.  Dismissal must be for a valid reason and would normally fall into one of two categories – conduct or capability.  Conduct relates to the breaching of the organisation’s rules:
· Minor breach = misconduct
· Major breach = gross misconduct

Capability issues relate to the inability to discharge the responsibilities of the role.

ACAS (n.d.) detail the following key points:
· Dismissal should be the last resort; appropriate and timely investigations should be conducted to establish facts
· Fair and consistent processes should be used in dismissal situations
· Informal approaches to resolution, as a first step, often elicit positive outcomes
· It is the right of the employee to not be unfairly dismissed
· Employers should follow the ACAS Code of Practice in relation to dismissals
· Employers should set out in writing the rules and procedures for dealing with disciplinary procedures and ensure this is disseminated and understood in the organisation

ACAS set out a Code of Practice (n.d.) for dealing with complaints and issues, although not legally enforceable, its provisions will be taken into account by an employment tribunal when considering relevant cases.

Redundancy
CIPD (2020) provide the following guidance for dealing with redundancy:
· Sensitive handling is paramount:
· For employees affected by redundancy, it can be very stressful, challenging and a difficult time
· Morale, productivity and motivation of the wider workforce can be impacted
· Fairness and transparency are critical as is understanding the obligations an employer has
· The size of a redundancy programme will dictate the precise procedures that should be followed but as a minimum, employers should aim to:
· Plan – redundancies should be the last option and an employer should consider alternative solutions
· Identify selection pool – carefully and correctly considered to be legal & fair
· Seek volunteers - to avoid compulsory redundancies
· Consulting the workforce – the law requires meaningful consultation
· Selection – where compulsory redundancies are necessary the selection criteria must be objective and free from discrimination and bias
· Appeals and dismissals – employees selected must be properly informed of the ‘at risk’ status of their role and be afforded an individual meeting.  The employer must consider any points the employee puts forward, this may involve several meetings.  If at the end of this process, the employee is to be made redundant, they must be issued with a written redundancy notice (statutory or contractual) and explanation of redundancy payment calculation provided
· Suitable alternatives – employers must consider alternative work for potentially redundant employees.  The employee has the right to refuse the alternative but if the refusal is unreasonable, the employee may lose their right to statutory redundancy.
· Payments – these may be statutory or contractual and many employers will make payments more than what the law requires.
· Post redundancy support – during a redundancy situation, the focus on those potentially losing their jobs should be paramount and fairness and sensitivity is critical.  Post redundancy, the employer should focus on the survivors and ensuring they are properly supported and informed.

Retirement
ACAS (n.d.) detail the following key points:
· It is unlawful for an organisation to set a mandatory retirement age unless there is a genuine business reason and the employer can satisfy certain legal requirements. 
· Employers should not raise, prompt discussion, ask specific questions about or suggest retirement.
· If and only when an employee raises the matter of retirement, it is then acceptable for discussions between both parties to take place.
· The employer must not respond or behave in a discriminatory manner.
· An employee who has decided to retire but not given formal notice of when, can change their mind.  In these situations, the employer cannot force the employee to retire but instead should seek to work with the employee to understand the reasons for the change and what they might be able to do to assist the employee overcome any obstacles.
· Where an employee has given their formal notice to retire on a certain date, then the employer does have to let them withdraw the notice.
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