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1. An employee is emigrating and asks you if the labour market trends of their destination country are the same as in the UK. Describe the key contemporary trends in both the UK labour market and in the labour market of any other country (of your choice).
The United Kingdom (UK) currently has a population of approximately 66 million people, with an employment rate of 74.2% of working age individuals, including 15.6% of the workforce who are classified as self-employed. When compared with France, who has a very similar population, at 66.9 million, the employment rate is lower at 65.6%, with a considerable spike of unemployment in France for individuals aged 15-24 years of age, over the last year. The UK has also seen a rise in the unemployment rate over the last year, with this increasing to 5% by February 2021. There was also a decrease in the percentage of 16 to 24 years olds working in the UK of 4.7%. The UK also witnessed a decrease in the number of job vacancies, with this decreasing to 601 thousand in January 2021, with France seeing an increase to 174.6 thousand. Over the same period, France’s number of bankruptcies dropped from 136 to 125, whereas even though the UK’s level also decreased, this was down to 2628.
Economic forecasts for both the UK and France suggest that the unemployment rate for France will continue at a higher rate than the UK into 2022, at 9% with the UK at just 6.1%. Whilst there can be no guarantees to what will happen in the labour markets in both countries, the business confidence rating for France is considerably higher than that of the UK, at 107 points against -6 points, which is largely being affected by COVID-19 and border and shipping challenges (Trade Economics, 2021). This will undoubtedly impact certain sectors of the UK labour market. This also continued in consumer confidence, with France at 91 points compared to -23 points for the UK. 
Finally, the COVID-19 pandemic will play an integral part to how the labour market is affected and how quickly a country can recover. France currently has the highest number of COVID-19 cases of all European countries, with 4.8 million cases. This is closely followed by the UK with 4.3 million. This is the opposite case with COVID-19 deaths, where the UK has the highest rate in Europe at 126 thousand deaths against France’s 69 thousand deaths.

2. A new HR assistant asks you to explain the following aspects of workforce planning:  key principles of workforce planning  tools used in workforce planning  how to develop a basic people plan, including succession planning.
The key principles of workforce planning is the ability to be able to understand the current skills levels within an organisation and then to compare these against the business demands, either at present, or as is often the case in the future. This allows for a match and gap exercise to be conducted where any short falls in skills can be identified and then planned for to show how these will be filled (CIPD, 2020).  Sinclair (2004) defines this as “getting the right number of people with the right competencies in the right jobs at the right time” echoing the views of the CIPD, with this now being more about identifying skills required and focusing less on simple organisational headcount.
[image: ]Workforce Planning now needs to be a key part of any organisation and is vital in HR. It is not a static process, but is about continually assessing a range of internal and external factors affecting an organisation in order that effective planning processes are in place to identify what will be needed in the future. This can involve such factors as political drivers, competition, technological changes, as well as changes in the labour market or changes in internal strategies. All of these can affect what an organisation needs to deliver its services and this can impact the number of people needed and what they are ultimately required to do. Sinclair (2004) demonstrates this in figure 1.
There are many different tools used in Workforce Planning, or any of its commonly known terms, however these focus on the need for a gap analysis to be conducted. Tools have the ability to be able to assist with the analysing of organisational data to better understand the current capability of an organisation (Human Resources Today). Once this is known there now needs to be the ability to identify what skills or requirements there will be in the future. This can be aided by the use of a PESTLE or SWOT analysis, to identify the likely factors that will affect an organisation and what this might mean for the workforce makeup or skill requirement. In addition to these, there are also options such as scenario planning; where organisation will plan what could happen if certain scenarios take place, such as new legislation or technological advancements, or strategic workforce planning maps. This involves an organisation focusing on its strategic objectives, then working out what is required to achieve these, including the skills its workforce must have. AIHR (2020) suggest that this process includes a review of the current market position, competitors and products, which then allows a strategy to be defined. Lastly, the use of a 9 box grid is also a common tool for Workforce Planning. 
Part of the process of workforce planning is to create a People Plan. A People Plan covers all of the different element of workforce planning and bring this together into a cohesive product. A good People Plan should identify the organisational strategy, what particular capabilities are needed to deliver this strategy or vision and what culture is needed to create the best opportunity for success. It must also identify what the current skill gap is and also what can be done to fill this with new talent, either from inside the organisation or externally (Haak, 2021). Part of this process is succession planning. This looks specifically at what is needed to ensure that there are adequate numbers of individuals ready to step into roles as and when these are required. This has previously focused predominantly on high level roles within an organisation, however now looks at all levels and can include the use of a ‘pool’ of talent, who are ready to step into roles if required (Taylor & Woodhams, 2016). This often involves internal training programmes and identifying aspiring individuals who are keen to progress, however this must be balanced with the benefits that can come from bringing in new individuals from outside the organisation.
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3.  Your Director asks for your thoughts on how the organisation can attract the talented people it requires and ensure that these people stay with the organisation. Explain different approaches an organisation can take to both attracting and retaining talent, and the strengths and weaknesses of each approach.
Part of an organisations role is to both attract and retain employees, particularly those in keys roles and those who are high performers. There are a number of reasons why an individual might wish to leave an organisation, with these being known as ‘push factors’ or ‘pull factors’. Pull factors are external to an organisation, whereas push factors are internal factors which affect employees from an organisation, and can result in them leaving (Thomas & Hatcher, 2018). In order to reduce the effect of these factors it is key to focus on what an organisation can offer its employees to reduce the risk of them leaving.
It is more important than ever that organisations look at several different areas and to ask themselves some key questions. This includes a close look at who their competitors are within the labour market, how an organisation positions itself in that market and how it wants to be seen as an employer. This will ultimately affect how an organisation can be branded or ‘sold’ to prospective employees (Taylor & Woodham, 2016). This last step is a key one in ensuring that those in the labour market are attracted to an organisation and that they then wish to remain there once recruited.
Employer branding and how an organisation presents itself to future employees can be done on several different levels, which can include competitive salary. More often than not however, this is not enough. Employees now demand a positive work culture, with the ability to work flexibly being increasingly important. The use of fair policies and benefits is just one of the things people look for when looking for a new employer (Forbes, 2018), which demonstrates that individuals are looking beyond salary alone. CIPD (2020) confirm that 50% of individuals are attracted to an organisation based on their valued, which is 6% higher than those who look for pay and benefits. What organisations must be cautious of however, is the need for sincerity in their claims. If an organisation sets out a particular branding, they must follow through and this culture must be weaved into its policies, practices and leadership. Without this, organisations risk increased turnover.  
Technology is also being widely used now to attract new talent into an organisation, with an increase in the use of both social media and professional networking sites. This includes the use of such sites as Linked in which has seen an 8% increase in the last four years to 68%. The use of these sites does not guarantee finding the best individuals for your organisation. Linked in users may be looking to network but may not be active in the labour market and this must be offset against the significant costs attached to Linkedin for the purpose of recruiting (Skill Fuel, 2020). This can make it difficult to recruit such individuals.
In addition to the above areas, some of the most important factors for individuals remaining with an organisation include the ability for individuals to be able to develop in their role. They must feel valued by their line management and feel invested in to develop in their roles. Pink (2011) confirms this with his mastery and purpose theory, suggesting individuals benefit from autonomy and decision making in their roles, as well as the ability to develop and grow . If these opportunities exist, along with the ability for flexibility in role, then this is seen to be some of the key areas to promote to retain talent (Thomas & Hatcher, 2018), however without it there is a risk of greater turnover in an organisation.
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4.  In preparation for input at a managers meeting*, summarise the following:  key aspects of good practice in relation to developing job descriptions, person specifications and competency frameworks  different methods of recruitment and selection, and the strengths and weaknesses of each  good practice in relation to dismissal, redundancy and retirement.

Job Descriptions
A job description is a key part in the recruitment process and something which should be developed with care. This document details the most important parts of a job, including what the role will be required to undertake, what responsibility areas are covered by the role and who the role would report to. It will also detail areas of particular interest to an applicant, such as the job title, rate of pay or salary grade and the location where the role will be based (Taylor and Woodham, 2016). 
As well as identifying the above points within a job description, or role profile, it is also a valuable document for detailing the type of skills that prospective employees would need to fulfil the role. This allows the organisation to explain these requirements to an individual, but also for the individual themselves to identify whether they feel that the role would be a good fit for them (SHRM, 2016). Whilst there is no legal requirement for a job description to be provided for applicants for a vacancy, it is definitely considered best practice (Xpert HR). Whilst this is important to a potential applicant, it can also offer protection to an organisation, by explaining clearly some of the job requirements and ensuring that it does not bias against any particular individual, or group of individuals. This can include protection for Occupational Safety and Health Act or Age Discrimination in Employment Act (Ceplenski, 2013).
Person Specs and Competency Framework
Whilst the job description, or role profile focuses on the role itself, the person specification is centred on the human attributes required of the individual who will fulfil the role. This can include a wide range of information, however usually covers the skills an individual will need, any particular experience they should have, any qualifications they might require or whether there are any particular personal attributes (Taylor & Woodham, 2016).  
More frequently, organisations are now using competency based frameworks and person specifications in their requirement processes, as this allows individuals to be judged equally and consistently against each other. Competencies are usually kept to a few as possible within the person specification and tend to be grouped under different headings to make the process more user friendly. These can include core competencies; which are required for all roles, as well as common competencies, technical or job specific competencies or leadership competencies. This allows an organisation to be very clear in exactly what is required.
In addition, employers also use the person specification to ensure that any new recruit’s values are aligned to that of the organisation through the use of a person specification document. The use of these documents can assist in the shortlisting stage of the requirement process, to sift out individuals who do not meet the required standard. The CIPD (2020) suggest that the use of competencies and competency frameworks can offer benefits to both the individual; who has a clear understanding of what is expected of them in the role, and also the organisation; who is able to use this framework moving forward as the basis for a performance management process.


Recruitment and Selection Methods
Recruitment involves the defining of a role that needs recruiting into, identifying and attracting individuals who are interested, managing a selection process and ultimately making an appointment offer (CIPD, 2020).
Both job descriptions and competency frameworks are now more readily used by organisations in their recruitment and selection processes. These documents are often made available to any individual looking to apply for a particular vacancy and are used as a means of shortlisting, or ‘sifting’ a vacancy. This involves identifying any individual who does not meet the requirements of a particular role. 
Applications can be made either in paper or on-line and can vary depending on an organisation’s recruitment process. Some organisations will require a great deal of information about an individual, which is often provided by covering letter, accompanied by a curriculum vitae (CV), whilst other offer an applicant blind process. The latter of these processes is aimed at reducing bias by removing any information which could identify an individual’s age, gender or ethnic background. These processes tend to rely on the use of competency frameworks which organisations will use to match against. Whilst this can offer anonymity in the process and reduce bias, there is an argument that this does not provide organisations with enough adequate detail to make the best possible selection (Makoff-Clark, 2019).
The next stage of the process can include either an interview - which can vary in type – or a further selection process, such as a test or assessment type scenario. These processes can be used to further reduce the number of applicants being invited for interview, or to test a specific skill required by the role, which would not be easy to assess at interview. The CIPD (2020) categorise these into either psychometric testing or assessment centres. Psychometric testing can test certain required skills of a role, while an assessment centre can test large volumes of individuals, where they can be tested on several different elements of a role, sometimes over the course of a day (CIPD, 2020). While this is a useful tool to test candidates and reduce the pool of interview ready applicants, there are often significant costs attached to conducting these processes. Assessment centres are labour intensive and there is a requirement for significant staffing to be available for observing, recording and classifying and rating individuals across a range of different tests.
Following these initial screening processes, the final stage of any recruitment and selection process would involve the use of an interview. Similar to testing, this can take many different forms and can be done over telephone, via video conferencing facilities, or face to face. These can also be conducted in a single interview, or sometimes carried out over a number of smaller interviews, where they are used as a further screening process. A vital stage of any interview process, is the creation of a set of interview questions. These must be written with care so as to avoid any direct or indirect discrimination and the same questions should be asked to all candidates to ensure a fair and consistent process (ACAS). By doing this it not only makes the process more transparent, it also allows for a more straightforward comparison to be made between candidates. This is also where competency frameworks can offer great benefit, as they allow a clearer, more structured method of assessing performance at interview, ensuring that the results are not open to challenge.
There is also a requirement for any candidate being interviewed to be offered the opportunity for reasonable adjustments to be made, which might assist them during their interview. This can be needed if someone suffers with a disability, which might hamper their ability at interview, unless recognised and adjusted for. This can involve questions being made available by other means, or being accompanied by an individual to support them through the process. 
Whatever selection methods are to be used, it is important that the candidate is considered to ensure the process is as simple and user friendly as possible. Organisations must also balance the cost of any particular process they embark on, and make a clear plan of how these will be assessed prior to commencing. This will ensure it is a consistent, fair and transparent process.
Redundancy, Dismissal and retirement 
Unfortunately, within all organisations, there are often occasions where employees will leave for a number of different reasons, which is known as turnover or churn. The reason people leave an organisation can be extremely varied, however these reasons are classified into two categories; functional or dysfunctional turnover. Functional turnover is often a positive topic, with high performing individuals moving into other roles, whereas dysfunctional turnover can be for a range of negative matters and can cause unnecessary costs to an organisation, both in monetary terms but also time and resources (Taylor & Woodham, 2016).
Three of the reasons why individuals leave an organisation are redundancy, dismissal and retirement. Redundancy is where an organisation decides that a particular role is no longer required and as such, individuals within that role are placed at a risk of redundancy. This can be due to roles changing, or a particular branch or location of an organisation ceasing to trade (ACAS,2021). If an individual, or individuals are to be made redundant there are a series of protections in place to support employees and things that organisations must do. This includes the necessity to consult with employees and to explain fully why they are being made redundant and what process has been followed to reach this decision. It is vital to remember that any decision to make someone redundant cannot be due to any protected characteristics, as these are protected against in discrimination law. During the redundancy process employees must also be given opportunity for redundancy pay, a notice period as well as time off to search for a new role (Gov.UK). 
Dismissal differs to redundancy in that this can affect a single individual. This process is an involuntary process and can often be due to either capability issues, or conduct issues, where an individual has fallen short of what is required within their organisation (Taylor and Woodham, 2016). Whilst this process differs to redundancy, there are some similarities in terms of a process which must be followed to protect both the individual and the organisation.  ACAS provide a step by step process for fairly managing any disciplinary process, whether this is due to conduct or capability. These processes should be followed to avoid any potential claim against an organisation for unfair dismissal.
Lastly, retirement looks at individuals leaving an organisation due to an individual reaching a set age to cease working. This process differs to the above as this is largely planned in advance and is known to an organisation in adequate time to plan for it. It is no longer legal for organisations to insist on someone retiring on the grounds of their age, as this is covered by age discrimination, however there are options open to organisations and employees to assist in the transition into retirement. These can include flexible retirement, moving into a role with less responsibilities or moving into a consultant type role. Retirements are usually managed as part of the workforce planning process, whereby the organisation can identify individuals at retirement age, and plan for their positions to be filled from within the organisation through upskilling, or through recruitment processes.  
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