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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)
Labour markets globally have significant been impacted since the start of the current pandemic early 2020. It is worth noting, therefore, that any data could be substantially different in comparison to previous years. 

UK & France labour market trends
Employment
The United Kingdom is estimated to have an overall population of over 67 million people, employment is measured on those people aged between 16 and 64 with the ONS (2021) latest data showing that 32.50 million people were employed between September and November 2020, 398,000 fewer than a year earlier – noting this as the largest annual decrease since 2009/2010. This figure informs us that just under half of the United Kingdom population were employed during this period.

France has nearly 67 million inhabitants as of 2020, very similar figures to those in the UK. France measures employment rate on those people aged between 15 and 64 and according to Insee (2020) employment rates reached its lowest since 2017, particularly in young people aged between 15 and 24. Only 64.4% of France’s population were employed in 2020 – although this is far more than that of the United Kingdom’s population being employed.

Hours worked

OECD (2021) refers to hours worked as being calculated using average annual hours worked as the total number of hours actually worked per annum and dividing this figure by the average number of people in employment during this year. Hours worked include paid and unpaid, which can include full-time, part-time and part-year workers. This data also covers any employed or self-employed workers.

According to current data from OECD (2021), the average hours worked per person in France is 1,505 hours per annum with the United Kingdom standing at an average of 1,538 hours. These are very similar figures showing that on average a worker in the United Kingdom works slightly more hours per annum. 

Personal income tax

OECD (2021) data on personal income tax is defined as follows:

“The taxes levied on the net income (gross income minus allowable tax reliefs) and capital gains of individuals. This indicator relates to government as a whole (all government levels) and is measured in percentage both of GDP and of total taxation”.

Data shown refers to 2019 with those living in the United Kingdom paid an average of 9.098% personal income tax. These figures show a steady decline in tax since 2007, where it was recorded that an average of 9.753% tax was paid. A very different view in France, with personal income tax averaging at 9.598% as of 2019 but this has seen an increase of over 2% since 2007. From the above data, it is clear that personal income tax continues to rise in France with the United Kingdom data showing that this is decreasing. Such an increase could largely be due to the fact that the French government debt is higher than that of the United Kingdom.

Life expectancy from birth

The United Kingdom’s average life expectancy is 79.3 years with over 63% of the population suffering with overweight/obesity health concerns. France’s life expectancy is only marginally higher at 79.7 years but there are much lower overweight/obesity with 49% of their population being identified as having such health concerns. This would see the United Kingdom’s health service at a detriment in comparison to France.

Education

Many emigrants would argue that any consideration for moving to another country would be very much based on the prospective country’s educational background. France’s spending on education as at 2015 stood at 16,145 US dollars per student – this figure is 10,000 US dollars less than the average spend in the United Kingdom.  However, the United Kingdom’s average student performance does not reflect the additional expenditure with France and the United Kingdom averaging very similar performance figures. These figures are based on Mathematics, Reading and Science. 


2. A new HR assistant asks you to explain the following aspects of workforce planning:

a. Key principles of workforce planning
CIPD (2020a) defines workforce planning as the core business processes which aligns shifting organisational needs with their people strategies. Such a process when effectively managed in line with the size and maturity of an organisation, can engage to better provide market and industry aptitude to help identify and focus on a range of both challenges and issues. Workforce planning can enhance sustainable organisation performance and create competitive advantage to support the longer term organisational goals. 
The implementation of workforce planning processes within an organisation can:
· Reduce labour costs
· Identify and react to changing customer needs
· Improve employee retention
· Identify strategies to enhance people development
· Target inadequacies 
· Improve productivity/talent management
· Improve employees’ work-life balance


It is important that any organisation’s HR policies and practices are aligned with the businesses workforce planning strategy. This includes:
· Talent management
· Learning and development programmes
· Retention forecasting
· Job design
· Organisational design and development
· Adoption of work-life balance initiatives
· Career progression/planning
· Recruitment and selection procedure
Workforce planning is the process of harmonising labour skills against the demand. This includes analysing the current workforce, identifying future workforce needs and undertaking a gap analysis. Implementation of workforce planning will aid an organisation to accomplish its strategic plan which includes mission and goals. 
Organisations should apply the following “right” principles in order for them to achieve both their long and short-term objectives:
· Right number of people
· Right skills
· Right place
· Right time
· Right cost
· Right contract

b. Tools used in workforce planning
Workforce planning tools are essential to help an organisation identify and address gaps in both skill and demand. CIPD (2021a) refers to the importance of organisation’s implementing a workforce planning process which includes the following steps:
· Analysis on the current workforce
· Determining future workforce needs
· Identification of the gap between the workforce now and future
· Implementing solutions in order to achieve mission, goals and strategic plans
The use of data is important in identifying both trends and patterns – this could include the use of exit questionnaires to determine if there are similarities in leaving reasons. Talent management and identifying training and development needs can form the current skills and capabilities of the workforce and identify any skills gaps for future roles.
Understanding the labour market in which your organisation is functioning within, is pivotal to establishing any impact on resourcing activities such as recruitment freezes, high unemployment rates, turnover etc.  It is important to carry out a PESTLE analysis which will help an organisation determine the labour market trends including supply and demand – factors which can impact on the type of labour market. This includes economic, social, political, technological and demographical factors. 
Ulrich (2019) argues that a better organisational talent and culture will help an organisation to succeed – workforce planning is another term used for improving talent. The use of models, forecasting and strategies are pivotal to any planning. 
Through the use of workforce planning and talent management systems, organisations are better placed to define, source, orient, improve and motivate its employees.  There is greater emphasis on the use of technological innovation, with such processes having an impact on future workforce planning as work tasks are not only accomplished through its employees but also through artificial intelligence i.e. robots. 
On this basis, Ulrich states that focus should be shifted to work task planning instead of workforce planning, referring to seven steps:
· Create strategic clarity
· Define desired organisational capabilities
· Specify strategic positions
· Describe the key tasks of the strategic positions
· Breakdown tasks into specific activities
· Identify alternative ways for carry out such tasks
· Match work tasks 
Arkin (2017) refers to the need for organisations to make assumptions on what the future could be including changes in the business environment. As such, the use of forecasting techniques such as scenario planning will help identify future uncertainties.
c. How to develop a basic people plan, including succession planning

Wilkinson & Taylor (2016) argues that any workforce plan can vary according to both scope and timescales, however, they refer to four stages in developing such a plan – these are:

· Forecasting demand for future skills
· Forecasting supply for future skills
· Identifying the skills gaps between demand and supply
· Plans to fill any gaps
The significant impact of the COVID-19 pandemic has highlighted the importance of workforce planning, including succession planning. CIPD (2020a) states that such an unprecedented situation has formed an urgent need for organisations of all sizes to undertake workforce planning.
Gibson (2020) argues that any challenge for an organisation is knowing where to begin. He refers to workforce segmentation as being a vital step in understanding the organisation’s people and business critical roles. A framework devised by Lepak and Snell, allows an organisation to separate the workforce into four segments known as specialists, professionals, criticals and operators. It is important to note that those at the higher end of the hierarchy are not always seen as critical. The organisation should identify those roles that are vital to achieving business strategy as well as current and future comparative advantage; in other words, these roles provide uniqueness that allows them to be a step ahead of competitors.
Another distinctive activity regarded as highly important for future needs is known as succession planning. Wilkinson & Taylor (2016) define this process as:
“A group of activities that aim to ensure that at any time an organisation has sufficient numbers of people with the ability, knowledge, personal attributes and experience necessary to step into roles at the next level when they become vacant”
Central to such a process is the importance of conducting appraisal meetings. This allows an organisation to not only identify employee aspirations but allows for agreeing development plans going forward. Such plans can include the requirement for on-the-job training and coaching, mentoring, transferrable skills between departments as well as work shadowing - encourages the development of employee skills and knowledge. 
It is important that all employees are treated fairly and given the same opportunities during any succession planning process. Organisations can do so in several ways which includes clear communication, expressions of interest, fair selection criteria, the use of positive action initiatives and regular appraisals.

3. Your Director asks for your thoughts on how the organisation can attract the talented people it required 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.
Attracting talent starts with the organisation’s employer brand and how this is perceived.  CIPD (2020b) argues that every organisation has an employer brand, whether purposely created or not. A strong employer brand can promote an organisation in the labour market and in turn, will enable them to recruit, retain and engage the right people. It will also allow organisations to compete for top talent. Any brand should link with the organisation’s values, strategies and HR policies with a key part being that the culture and values are at an ethical standard that the employer implements through the practice of its employees.
The CIPD 2007 report on employer branding: fad or the future of HR? outlined four key motives for implementing an employer brand: credibility, brand power, enhance employee engagement and is fundamental to their labour market position.
It is important that an organisation considers the development of an employer brand, with the CIPD (2020b) arguing that there are four stages to such a plan.  This includes 
· Discovery – having an understanding of how the employer brand is viewed by the organisation’s stakeholders.
· Analysis, interpretation and creation – having an understanding of the organisation’s purpose, requirements and what it has to offer. This will help shape any employer branding.
· Implementation and communication – Applying a brand for the first time and ensuring that this is communicated effectively throughout the organisation.
· Measure and maintain – regular evaluations and maintaining branding progress. 

Any effective employer brand should be identified not only through the organisation’s recruitment process, but throughout their HR practices and people strategies: 
· Induction processes
· Performance management/appraisals
· Communication strategy
· Exit questionnaires to identify those who leave and why
Once you have developed an employer brand that will help attract the right calibre of people, it is necessary to ensure that these employees are retained.  Employee turnover can be problematic in the fact that any high turnover can have a negative impact on the organisation’s performance. Organisations should implement employee initiatives for this purpose.
CIPD (2020b) refers to the need to measure levels and associated costs of employee turnover, with such a process being pivotal to obtaining management support on informing the design of retention initiatives. Such initiatives include pay and benefits, promoting flexible working, active in employee well-being, career development and progression as well as effective communication and consultation processes. Although employee initiatives are great for retaining employees, such an approach includes the likelihood of retaining employees who may be underperforming or pose negative behaviours/working environments.
HRZone (2019) argues that an employee onboarding is a key approach following the commencement of a new employee to help build the foundations for a lasting relationship. The implementation of such a technological system that includes a function allowing the organisation to automatically process correspondence including a welcome letter, working schedule, recommended learning and peer communication will naturally make a new employee feel valued. Technological systems come with costs that many organisations would be unable to afford. 
Talent management is also pivotal in retaining employees. HRZone (2019) refers to Gallup research which identified that 87% of employees felt that meaningful development opportunities were very important when considering their employer. Such an approach will be difficult for organisations with smaller hierarchies.
It is worth noting that the above approaches can be difficult to achieve in smaller organisations, particularly those not-for-profit businesses. Those profitable private sector organisations will particularly be in the best position in creating an employer brand for attracting the right people. Public Sector organisations are very much reliant on local government funding and public spending monies so will have very little budgetary scope.  This also applies to organisations being able to promote employee initiatives due to the cost implications that are associated with this. Many organisations will find it difficult to compete in the labour market with this very much dependent on various factors including political, social, and economical.

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
Any job description and person specification should clearly identify the duties of the role and attributes required to fulfil this. This will allow for a fair and transparent shortlisting process without discrimination or bias.  Croner-I (2021) argues that an employer has a duty to ensure that job descriptions accurately reflect the demands of the role and are written in a way that does not discriminate against. All job descriptions should be kept up to date and regularly reviewed.
Person specifications should contain essential criteria information and not unnecessary criteria which could result in direct or indirect discrimination.  Both the job description and person specification will be used for the purposes for drafting an advertisement – ensuring that there is equal opportunity for all.
The implementation of competency frameworks are key in helping an organisation achieve high performance which includes scope to concentrate and analyse individual skills and capabilities. CIPD (2020c) states that the use of competency frameworks as part of an organisations recruitment and selection process, not only promotes a fair and consistent approach, but also ensures that an individual is selected with the right skills and knowledge needed.

It is important that the design of a framework includes measurable components which provides suitable guidance for both employees and managers. Employees should be fully aware of what is expected from them with managers using any competencies for assessment.

Any employer competency framework would include different types of the following:

· Core competencies – in line with the organisation’s values and goals
· Common competencies – will relate to specific roles
· Technical or job specific competencies – apply to specific roles where certain skills and knowledge is required
· Leadership competencies – those roles that specifically require leadership performance
· Meta compentencies – future competencies are set for career development.

The inclusion of legal background is crucial to ensure that none of the above competencies are discriminatory.

· Different methods of recruitment and selection, and the strengths and weaknesses of each
When it comes to advertising, all organisations will have different roles and responsibilities and should decide which method of recruitment should be implemented. BBC (2021) argues that there many recruitment methods to be considered.
Internal advertising poses many strengths in that this would see a quick recruitment process as well as the employee already having an understanding of the business and this method is also cost effective. However, there are also weaknesses to such an approach with there being a limited pool of applicants as well as having a lack of fresh ideas to bring into the organisation.
Another recruitment method would be external advertising which in turn can bring in fresh skills and enthusiasm as well as a larger pool of applicants. This method not only comes with advertising costs with possible training requirements. 
Recruitment agencies could be used to speed up the process and can identify high calibre of applicants, although again such a method comes with cost implications and does not guarantee finding the best, suitable candidate.
The method for selection adopted should take into account of the role, availability of resources and its reliability in identifying a candidate’s suitability to perform in a role.
CIPD (2020d) argues that there are a range of aspects that should be considered when choosing a selection method with many different strengths and weaknesses. One method is the application procedure – the submission of application forms or CVs will help an organisation gain valuable information including skills, experience and qualifications. Although this process can be very time consuming. 
The use of interviews as a method is great as this can be conducted in many ways, whether it’s face to face, telephone or online. All convenient approaches whether it’s a quick telephone interview, online can be conducted anywhere and face to face will allow the easing of reading body language and mannerisms. Weaknesses include face to face can take time to arrange and conduct, difficulty to identify genuine responses through telephone and online can pose connection issues.
The use of assessment centres should be used for any specialised/technical roles through presentations, role plays. These will allow greater selection for identifying the best candidate. Although these methods can be difficult to organise and time consuming.  
Businesses have many different roles and responsibilities. When recruiting to fill a vacancy, a business must decide whether to recruit internally or externally, and complete relevant documentation.

· Good practice in relation to dismissal, redundancy and retirement
EHRC (2019) refers to equality law where an employer is responsible for decision making, whether it’s in relation to dismissal, redundancy and retirement. Equality law ensures that employers avoid different types of unlawful discrimination.  
ACAS (2021) states that it is unlawful to retire an employee of a certain age. The implementation of flexible retirement options will allow an organisation to retain the skills and experience of an older workforce and is great for mentoring or shadowing those less experienced.
Any dismissal process should be deemed fair with the employee’s right to notice period and pay. ACAS (2021) state that there are five reasons for fairly dismissing:
· Conduct
· Capability 
· Redundancy
· Legal 
· Other substantial reason
The ACAS code of conduct refers to the need for an employer to conduct a fair and reasonable procedure before dismissing otherwise face a claim for unfair dismissal. 
An employer should conduct a full redundancy process should an organisation be considering closing, changing the number of roles or types required to carry out their work or changing location.
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