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1. Executive Summary

1.1 Human Resource Management and Development and Recruitment
in the UK

There are over 300,000 Human Resource (HR) professionals in the UK, 135,000 of whom
are members of the Chartered Institute of Personnel and Development (CIPD), the UK's
leading professional body for HR management and development.

There are about 2,650,000 employing organisations in the UK, about 2,400,000 of which
have less than 20 staff and are unlikely to employ a dedicated HR professional. HR functions
in these smaller organisations are carried out by non-HR professionals for whom HR is only
one of their responsibilities.

There are currently over 95,000 staff in the UK working in the recruitment industry,
represented by the Recruitment and Employment Confederation (REC)/ Institute of
Recruitment Professionals (IRP).

This Human Resources and Recruitment Learning and Qualifications Strategy (HRRL&QS)
must meet the needs of

e HR professionals and non-HR professionals carrying out HR functions within
organisations of all sizes, in all sectors of the economy, in all four UK countries and
e recruitment professionals working in all four UK countries.

It also covers those working in the UK, or for UK-based organisations who manage human
resources working overseas.

1.2 The HR and Recruitment Learning and Qualifications Market

The HR learning and qualifications market in the UK is mature and CIPD's Postgraduate
Diploma in Personnel and Development — together with equivalents offered by CIPD
approved centres — has long been considered the gold standard for HR professionals.
However, qualifications for HR professionals at lower levels are not so well established, with
the exception of CIPD's Certificate in Personnel Practice (CPP) and Certificate in Training
Practice (CTP). Scottish and National Vocational Qualifications (S/NVQs) in HR disciplines
are not highly valued either by HR professionals or their employers.

Non-HR professionals can develop their people management knowledge and skills through
generic or sector-specific management qualifications, but the only qualifications focusing on
HR functions suitable for non-HR professionals are CIPD's CPP and CTP. Nevertheless,
there is a wide variety of non-accredited learning in HR topics aimed at non-HR professionals
and the Business Links, Business Gateway and nibusinessinfo.co.uk websites provide
comprehensive information and interactive tools in employment law and HR policy and
practice.

There is a comparatively small market in the UK for recruitment qualifications. REC’s two
academic qualifications (BA Hons Recruitment Practice and MA Recruitment Practice) have
been recently introduced and of their two professional qualifications (Certificate in
Recruitment Practice and Advanced Certificate in Recruitment Practice), only the Advanced
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Certificate in Recruitment Practice is on the national Qualifications and Credit Framework
(QCF). There is a wide variety of non-accredited training available to recruitment
professionals.

1.3 Trends and Developments in HR and Recruitment

Globalisation and changes in technology, customer expectations, demography, public policy
and legislation impact on HR roles and functions. Our analysis of trends concludes that, in
the future:

¢ HR professionals will spend less time on administrative functions and more time on
providing professional HR advice for the development of organisational strategy, which
will require a much deeper business understanding

e more and more administrative HR functions will be outsourced to specialist firms

e as the working population ages and shrinks, a major challenge for HR and Recruitment
professionals will be recruiting and retaining talent, including recruiting overseas

e technology and knowledge management systems will allow more remote working

e data protection and, for those working in the public sector, freedom of information issues
will command more of HR professionals' attention

e HR professionals will spend an increasing amount of time adapting policies and systems
to new laws and explaining these changes to their customers

e HR professionals will need to support culture changes in their organisations in order to
adapt to the changing workforce.

In the future, non-HR professionals will be required to spend more time addressing HR
issues as a result of:

e the complexity and pace of change of legislation, which, while often less onerous for
small employers, takes up a disproportionate amount of their time

e more sophisticated expectations of HR management, both from a more experienced
workforce and from new entrants to the labour market with a digital, global perspective

¢ reduction in the size of the local skilled workforce as a result of demographic changes
and a consequent need to recruit from further afield, possibly overseas

e increasing pressure from external customers to ensure HR policies and practices are
up-to-date and in line with good practice.

Similar trends and developments will impact on the recruitment profession to the extent that:

e recruitment professionals will spend less time on administrative functions

e technology, peer-to-peer and social networking will play an increasingly greater role in
recruitment

o there will be more overseas recruitment

e there will be even more remote working

e the recruitment industry will need to adapt its own and its clients' policies and systems to
new laws.
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1.4 Vision for HR and Recruitment Learning and Qualifications

Changes are required to HR learning and qualifications provision both to resolve current
deficiencies in the market and to address the future challenges HR and recruitment
professionals and non-HR professionals will face.

Our vision is that, for HR Professionals there will be a single, coherent framework of
qualifications available at different levels reflecting typical HR careers, comprising:

¢ foundation qualifications, covering the learning expected of HR professionals at
Officer and Assistant/Administrator levels

¢ intermediate qualifications, covering the learning expected of HR professionals at
Senior Officer and Manager levels

e advanced qualifications, covering the learning expected of HR professionals at Senior
Manager and Director levels

e accredited continuing professional development, for all HR professionals, but
particularly for Senior Managers/Directors to develop strategic HR knowledge and skills.

Qualifications will be modular, in line with the requirements of the Qualifications Credit
Framework (QCF) in England, Wales' and Northern Ireland and the Scottish Credit and
Qualifications Framework (SCQF), providing a range of different subject options reflecting
different HR specialisms and allowing HR professionals to accumulate credits into full
qualifications.

Learning and qualifications in managing people will continue to be available to non-HR
professionals through generic management and sector-specific training and qualifications.
Learning and qualifications in specific HR-functions will be available to non-HR professionals
on a modular basis allowing them to accumulate credits to qualifications on the QCF and
SCQF.

For recruitment professionals, there will be a revised suite of professional qualifications with
the potential to be accredited on the QCF and SCQF. These qualifications will be modular,
providing a range of different subject options and allowing recruitment professionals to
accumulate credits into full qualifications. The professional qualifications will be
complemented by the BA (Hons) and MA in Recruitment Practice which will continue to be
available throughout the UK on a distance-learning basis.

Learning and qualifications for HR professionals, non-HR professionals and recruitment
professionals will be available UK-wide at an affordable cost from a variety of local and
national providers and through a range of different modes, including face-to-face and remote
learning.

The Employing People section of the Business Links/Business Gateway/nibusinessinfo.co.uk
websites will be promoted more strongly to non-HR professionals as a comprehensive,
reliable and up-to-date source of HR policy, law and good practice.

Promotion of S/INVQs in HR-related subjects has been discontinued following expiry of
accreditation of these qualifications at the end of 2009.

! In Wales the QCF forms part of the Credit and Qualifications Framework for Wales (CQFW).
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1.5 Achieving the Vision

The Management Standards Centre (MSC) is charged by the UK Commission for
Employment and Skills (UK Commission) with achieving the vision outlined in this strategy. It
can only do so with the active participation, support and commitment of key partners,
including:

CIPD, REC and other professional bodies and awarding organisations

sector bodies, including Sector Skills Councils (SSCs) and the Alliance of SSCs
providers of non-accredited HR learning

local business support services.

MSC will work with these organisations, and others, to develop an action plan to make this
vision a reality. The implementation of the strategy will be monitored by a Human Resources
and Recruitment Strategy Board (HRRSB) and a full evaluation will be carried out in 2012-
13.
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2. Scope of the Human Resources and Recruitment Learning and
Qualifications Strategy

2.1 The Human Resources and Recruitment Functions

2.1.1 Scope Definition

As agreed with the UK Commission for Employment and Skills (UK Commission), this
Human Resources and Recruitment Learning and Qualifications Strategy (HRRL&QS)
covers all those who carry out the functions necessary to recruit, manage, develop, retain
and release human resources, whether paid or unpaid, within employing organisations or
working as external recruitment professionals based or trading in the UK.

It encompasses "Personnel Administration" aspects as well as "Learning and Development"
functions, where these are carried out within the organisation. Importantly, it also
encompasses the strategic role of Human Resources professionals in advising senior
management on the future direction of the organisation to achieve its business goals.

The scope covers those working in organisations of all sizes, in all sectors of the economy, in
all four UK countries and also includes those working in the UK, or for UK-based
organisations, who manage human resources working overseas.

Apart from recruitment professionals (which were added into the scope at the request of the
UK Commission after the Human Resources Learning and Qualifications Strategy had been
drafted), the brief for the HRRL&QS specifically excludes those working for external agencies
providing HR services (such as external education or training providers, pensions
administrators and outplacement specialists).

2.1.2 Human Resources Functions

In a large, complex organisation, Human Resources (HR) functions may be delivered at four
different levels:

e specialist HR contribution to the development of organisational strategy and policy
o development of strategies, policies and procedures to manage human resources
e managing the implementation of HR strategies, policies and procedures

e carrying out operational activities to manage human resources.

HR strategies, policies and procedures cover the full range of activities necessary to manage
the organisation's human resources.

Table 1: Human Resources Functions

. appraisal . employee relations

. career development . employee welfare and support
. contracts of employment . ex-patriot management

. discipline . grievance

. dismissal . induction

. diversity and equality of opportunity . job evaluation

3 employee and stakeholder communications . job role design
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learning and development

maternity and parental rights
negotiation and collective bargaining
organisational development and structures
outplacement

pensions

performance management
promotion

record-keeping of personal data
recruitment and selection
redundancy

relocation

retirement

rewards and benefits
sickness and absence
succession planning

talent management
temporary staffing

terms and conditions of employment
transfer

whistle-blowing

work processes

workforce planning

working hours and holidays

. resignation

Source: Internet, especially the Chartered Institute of Personnel and Development (CIPD) and the Society of
Human Resource Management (SHRM) websites.

Most — but not all — organisations would consider that these functions fall within the Human
Resources domain. Specifically excluded from this list are workplace health and safety,
security, occupational health, payroll and pensions administration as these fall into the
footprints of other SSCs or standards-setting organisations.

2.1.3 Human Resources National Occupational Standards

The ENTO website lists 22 standards in its Human Resources suite, accredited in 2008,
(which replaced the Personnel Standards, accredited in 2001).

Table 2: Human Resources National Occupational Standards

HR 1 Develop and implement a human resources-related strategy

HR 2 Design human resources procedures

HR 3 Evaluate human resources procedures and operations

HR 4 Monitor and evaluate the delivery of human resources services to customers
HR 5 Design, deliver and evaluate changes to organisational structure
HR 6 Maintain employee and stakeholder communication systems

HR7 Enable and support others to carry out human resources services
HR 8 Identify the learning and development needs of the organisation

HR 9  Support the delivery of learning and development procedures

HR 10 Support the delivery of performance management procedures

HR 11 Support others in the delivery of performance management processes
HR 12 Contribute to the design, delivery and evaluation of work procedures
HR 13 Operate employee support procedures

HR 14 Operate rewards and benefits procedures

HR 15 Operate recruitment procedures

HR 16 Operate selection procedures

HR 17 Operate procedures to promote equality and diversity

HR 18 Operate employee relations procedures

HR 19 Operate negotiation and collective bargaining procedures

HR 20 Operate grievance, disciplinary and dismissal procedures

HR 21 Operate redundancy procedures

HR 22 Operate staff exit procedures

Source: ENTO website

The Human Resources National Occupational Standards describe the performance expected
of HR professionals who carry out HR functions across different parts of their organisation.
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Other sets of standards, particularly the Management and Leadership standards and the
Business Enterprise standards, describe the performance expected of non-HR professionals
when they are performing HR functions within their own line responsibility.

Table 3: HR Functions in the Management and Leadership Standards

D3 Recruit, select and keep colleagues

D4 Plan the workforce

D5 Allocate and check work in your team

D6 Allocate and monitor the progress and quality of work in your area of responsibility
D7 Provide learning opportunities for colleagues

D8 Help team members address problems affecting their performance

D9 Build and manage teams

D10 Reduce and manage conflict in your team

D13 Support individuals to improve, develop and maintain their performance
D14 Initiate and follow disciplinary procedures

D15 Initiate and follow grievance procedures

D16 Manage redundancies in your area of responsibility

Source: MSC website

Table 4: HR Functions in the Business Enterprise Standards

OP1 Review the skills the business needs
OP2 Plan what people the business needs
OP3 Recruit people

OP4 Sub-contract work

OP5 Make sure people can do their work

OP6 Develop people's skills

OP7 Deal with workplace problems or disputes
OP Change job roles and handle redundancy
OP9 Set up a stakeholder pension scheme

Source: SFEDI website

The UK Workforce Hub's Standards for the Management of Volunteers focus on the
management of unpaid workers. These comprise a total of 37 standards, of which 24 cover
HR functions.

Table 5: HR Functions in the Standards for the Management of Volunteers

A1 Contribute to the development of strategy in an organisation that involves volunteers
A2 Develop a volunteering policy

A3 Develop structures, systems and procedures to support volunteering

A4 Develop plans to meet strategic goals in an organisation that involves volunteers
A5 Evaluate volunteers’ contribution to strategic goals

B1 Promote volunteering within your organisation

B2 Promote volunteering to potential and actual volunteers

C1 Manage the recruitment and placement of volunteers

C2 Advertise for volunteers

C3 Recruit and place volunteers

C4 Manage the induction of volunteers

C5 Induct volunteers

D1 Plan, organise and monitor volunteering activities

D2 Lead and motivate volunteers

D3 Support the development of volunteers’ knowledge, skills and competence

D4 Provide one-to-one support to help volunteers develop

D5 Enable volunteers to learn in groups

D6 Maintain records of volunteers

D7 Manage volunteers’ expenses
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D8 Help address problems affecting volunteers

E1 Manage and continuously develop your resources for managing volunteers

E2 Manage and continuously develop your own and others’ capacity for managing volunteers
E3 Develop productive working relationships with volunteers and other stakeholders

E4 Promote productive working relationships between volunteers and other stakeholders

Source: UK Workforce Hub website

Other suites of standards cover some of the more specialist areas identified in Table 1
above, such as diversity and equality and learning and development.

The ENTO website lists 20 standards in its Recruitment Practice suite which were most
recently updated in 2005. These are not considered by REC to be fit for purpose.

Table 6: Recruitment Practice National Occupational Standards

R1 Evaluate and develop your own contribution to the service

R2 Ensure your own actions reduce risks to health and safety

R3 Ascertain client requirements and maintain contact

R4 Attract and retain job-seekers

R5 Take and circulate vacancy details

R6 Support and co-ordinate job seekers in taking up employment offers
R7 Conduct interviews to support the recruitment process

R8 Conduct follow up procedures with job seekers

R9 Co-ordinate the recruitment and activities of temporary workers
R10 Use web-based technologies for recruitment

R11 Use computer-based information management systems

R12 Monitor and evaluate the quality of service provided

R13 Contribute to developing the recruitment business

R14 Review health and safety procedures in workplaces

R15 Improve the customer relationship

R16 Maintain effective working relationships

R17 Make sales presentations to existing and potential customers
R18 Monitor and solve customer service problems

R19 Assist clients to decide on a course of action

R20 Assist clients to plan the implementation of a course of action.

Source: ENTO website

2.1.4 Sector Coverage

Human Resources functions are carried out in all sectors of the economy and this HR
Learning and Qualifications Strategy will impact on all members of the Alliance of Sector
Skills Councils.

Table 7: Sector Skills Councils (SSCs)

Asset Skills — property, housing, cleaning and Energy & Utility Skills — electricity and
facilities management renewables, gas, waste management and water
Cogent — chemicals and pharmaceuticals, nuclear, industries

oil and gas, petroleum and polymers The Financial Services Skills Council — financial
ConstructionSkills — construction sector and a services, accountancy and finance

wide range of sectors in the development and GoSkills — passenger transport

maintenance of the built environment Government Skills — central government
Creative and Cultural Skills — arts, cultural Improve — food and drink manufacturing and
heritage and craft and design. processing

e-Skills UK — Business and Information Institute of the Motor Industry — retail motor
Technology. industry
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Lantra — environmental and land-based industries

Lifelong Learning UK — community learning and
development, further education, higher education,
libraries, archives and information services, work-
based learning and development

People 1st — hospitality, leisure, travel and tourism
Proskills — process and manufacturing sector

SEMTA - science, engineering and manufacturing
technologies

Skillfast-UK — fashion and textiles

Skills for Care & Development — social care,
children and young people

Skills for Health — health

Skills for Justice — policing & law enforcement,
youth justice, custodial care, community justice,
courts service, prosecution service and forensic
science

Skills for Logistics — logistics
SkillsActive — active leisure and learning
Skillset — audio visual industries.
Skillsmart Retail — retail

SummitSkills — building services engineering

Source: Alliance of Sector Skills Councils website

It will be equally relevant to skills bodies representing other sectors without an SSC, shown

in Table 8.
Table 8: Other Skills Bodies

Council for Administration

FFINTO — furniture, furnishings and interiors
HABIA - hair, beauty, nails and spa industries
Merchant Navy Training Board

Port Skills and Safety

Skills for Security
SkillsPlus UK - local government

Skills Third Sector — voluntary and community
sector

Training and Development Agency for Schools

Source: UK Standards Directory website

2.1.5 Human Resources Workforce in Organisations of Different Size

The Human Resources workforce — those who carry out HR functions — can be divided into

three groups:

e HR professionals, whose prime responsibility is HR and who carry out HR functions
across different parts of their organisation, and

¢ non-HR professionals, for whom HR is only one of their responsibilities

e recruitment professionals, working in external recruitment companies.

There are approximately 300,000 HR professionals in the UK (LFS, 2007), the majority of
whom work in the c. 230,000 organisations which employ 20 or more staff (ONS, 2009).

Rarely will one of the c. 2,400,000 organisations with less than 20 workers have a dedicated
HR professional. In these organisations, HR policy may be part of the remit of a senior
manager (eg managing director, finance director or office manager) with the implementation
of HR procedures and practice (eg recruitment, training and appraisal of staff) being a
responsibility of the UK's population of 4,500,000 line managers (MSC, 2007).

There are over 95,000 recruitment professionals working in the UK and the recruitment
industry had a turnover of £22.5 billion in 2008/9.

This HR and Recruitment Learning and Qualifications Strategy takes account of the current
and future needs of HR professionals and non-HR professionals who carry out HR functions
as part of their strategic and/or line management responsibilities and recruitment
professionals.
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2.2 Overview of Learning and Qualifications in Human Resources and
Recruitment

HR learning and qualifications provision can be grouped under four main headings:
academic, professional, vocational and non-accredited learning.

2.2.1 Academic Qualifications
Academic qualifications for HR include:

¢ Higher National Units (Scotland only). These may cover Human Resources
Management generally, HR Management in a specific sector or specific HR functions
(such as Employee Relations, Recruitment, Selection and Induction or Interviewing).

o Higher National Certificates and Higher National Diplomas. These may specifically
cover Human Resources Management, or they may cover Business more generally, but
with a Human Resources element to them.

¢ Foundation Degrees (not available in Scotland). There are a few Foundation Degrees
in HR Management; many more have HR as part of a Business course.

e Honours Degrees. Few BA or BSc courses have Human Resources as a single focus;
however, there are many Business degrees with an HR element to them.

o Postgraduate Qualifications. There are nearly 200 postgraduate courses offered by
universities throughout the UK leading to MA, MSc, MPhil, Postgraduate Certificates,
Postgraduate Diplomas and PhD qualifications, the majority of which specialise in
Human Resources Management and many of which are recognised as entry routes into
membership of the Chartered Institute of Personnel and Development.

Most relevant HNCs, HNDs, foundation degrees and honours degrees are aimed at those
wishing to develop a career in business and management and needing to have some
knowledge and understanding of HR policies and practices. Relevant postgraduate
qualifications, on the other hand are clearly aimed at those wishing to pursue a career as an
HR professional.

While some of the HR academic qualifications mentioned above may apply to Recruitment
Consultants, there are also specific academic qualifications for recruitment consultancy:

e Honours Degree. REC has accredited an honours degree (BA Honours Recruitment
Practice) since 2004, delivered by Middlesex University Business School in London.

e Masters Degree. REC has also accredited a Masters degree (MA Recruitment Practice)
which is also delivered by Middlesex University Business School in London.

2.2.2 Professional Qualifications

Professional qualifications for HR are offered by the Chartered Institute of Personnel and
Development (CIPD) and include:

e Postgraduate Diploma in Personnel and Development

o Certificate in Business Awareness and Advanced Professional Study (NB this is
not an HR qualification as such, but helps students prepare for post-graduate study)

o Certificates covering: Personnel Practice; Training Practice; Recruitment and Selection;
Coaching and Mentoring; Employment Relations, Law and Practice.
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These latter certificates are suitable both for non-HR professionals and those who are new to
the HR profession. The Postgraduate Diploma in Personnel and Development is aimed at
HR professionals and is closely linked to CIPD's professional membership criteria.

The Association of Business Executives (ABE) offers three levels of qualifications for HR
professionals:

e Advanced Diploma in Human Resource Management
e Diploma in Human Resource Management
e Certificate in Human Resource Management

Other professional qualifications, such as those offered by the Chartered Management
Institute (CMI) and the Institute of Leadership and Management (ILM) also cover HR
management, but from the perspective of the line manager, rather than the HR professional.

The professional qualifications offered to Recruitment Consultants by REC are:

e Certificate in Recruitment Practice
e Diploma in Recruitment Practice.

2.2.3 Vocational Qualifications

Scottish and National Vocational Qualifications (S/NVQs) for HR are offered by approved
centres of CIPD and the Institute of Leadership and Management at three levels:

o Personnel Strategy (S/NVQ level 5)
e Personnel Management (S/NVQ level 4)
e  Personnel Support (S/NVQ level 3).

These S/NVQs are aimed at dedicated HR practitioners in strategic, managerial and
administrative roles. There are other S/NVQs, such as those in Management and Leadership
and the Management of Volunteers which also comprise HR management as part of line
management activity. The Learning and Development S/NVQs are currently under review.
There are currently no vocational qualifications for recruitment practice since the level 3 NVQ
in Recruitment offered by CIPD expired in June 2008.

2.2.4 Non-accredited Learning

Non-accredited training courses for HR professionals are offered by a wide variety of
providers, including CIPD, Directory of Social Change, Reed Learning, and UK Open
College.

Much of the non-accredited learning aims to provide non-HR professionals with the essential
knowledge and skills they require to perform HR functions as a line manager.

REC has a dedicated in-company training service offering non-accredited training for
Recruitment Consultants including management and sales programmes as well as
operational recruitment programmes.
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2.3 Policy context

2.3.1 Sector Qualifications Reform Programme

This Human Resources and Recruitment Learning and Qualifications Strategy (HRRL&QS)
is one of a number of Sector Qualifications Strategies commissioned by the UK Commission
for Employment and Skills (UK Commission) as part of the Sector Qualifications Reform
Programme, which in turn contributes to the UK Vocational Qualifications Reform
Programme.

Established by Government in April 2008, the UK Commission is an employer-led body
whose mission is to benefit employers, individuals and government by advising how
improved employment and skills systems can help the UK become a world-class leader in
productivity, in employment and in having a fair and inclusive society: all this in the context of
a fast-changing global economy.

An important strand of this work is the development of Sector Qualifications Strategies which
aim to:

e identify key drivers for sector development in relation to qualifications and other learning
provision

e evaluate how well existing qualifications and other learning provision meets sector
needs (current and future)

e make proposals for any changes required, including a plan for development and
implementation

e bring coherence and shared direction to ongoing development work

e provide a sound basis for future development and decision-making in each broad sector

e ensure sector proposals are communicated to, and supported by, key stakeholders.

Key benefits of Sector Qualifications Strategies are:

e credible qualifications and/or learning provision that employers can trust and understand
o clearly defined progression for learners within and across vocational contexts

e clarity on the broader range of skills and aptitudes that make people employable

e aplanned approach to development and implementation

e a shared understanding of employer and learner needs

o effective partnership and collaborative working between stakeholders.

The HRRL&QS is a UK-wide initiative which shares the support of the UK Government and
the Devolved Administrations (DAs). However the policy drivers in each country are slightly
different. Whilst many of these policy drivers are common to the whole skills agenda, they
are particularly relevant to the Human Resources and Recruitment Learning and
Qualifications Strategy which is aimed at those strategists, managers and administrators who
are best placed to translate skills policy into practice in the workplace.

2.3.2 England

The key document shaping the skills agenda in England, and to some extent in other parts of
the UK is the Leitch Review of Skills (HM Treasury, 2006) which highlighted the need to

accelerate workforce skills development in the UK. It established that out of the top 30 OECD
countries, the UK lies at an average of 16th across low, intermediate and high skills rankings.
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The Government’s response, World Class Skills: implementing the Leitch Review of Skills in
England (DIUS, 2007), set out the ambitious target of becoming a world leader in skills by
2020, as benchmarked against the top quartile of OECD countries, and placed a clear
emphasis on the role of SSCs in establishing qualifications. Another outcome of the Leitch
Review was the recommendation that all SSCs should undergo a re-licensing process, in
order to ensure that each has ‘the confidence, support and influence of employers within
their sector.” (DELNI, 2008, cited in TBR, 2009, pg4). The process is now complete, with all
but two SSCs being relicensed.

The UK Commission for Employment and Skills (UK Commission) was launched on 1st April
2008, taking over many of the responsibilities of the Sector Skills Development Agency and
the National Employment Panel (which were closed on 31st March 2008). The Alliance of
Sector Skill Councils — owned and lead by the network of 25 SSCs — was founded
concurrently to assume co-ordination of the Skills for Business Network.

Since the HR Learning and Qualifications Strategy was drafted in October 2009, the
Department for Business, Innovation and Skills (BIS) has published Skills for Growth — The
national skills strategy (BIS, 2009b) which underpins the Government's industrial strategy
outlined in Going for Growth (BIS, 2009a). The emphasis is on an effective, efficient,
streamlined system which will ensure all workers have the skills needed for continued
employment and develop the new skills required for the industries of the future.

2.3.3 Wales

The 2005 Skills and Employment Action Plan for Wales (National Assembly for Wales,
2005a) sets out a strategic agenda geared to improving skills throughout the workforce. It
provides a framework for action based upon the 2003 strategic agenda Wales: A Better
Country, which had already identified the creation of better jobs and skills as one of its four
key policy areas.

The December 2005 report Wales: A Vibrant Economy reiterated this through its aim to
reinforce the skills base and ‘deliver more demand-led training tailored to the needs of
businesses.’ (National Assembly for Wales, 2005b). The Learning Country: Vision into Action
(National Assembly for Wales, 2006) translated these needs into a strategic plan for
education, lifelong learning and skills in Wales.

Skills That Work for Wales (National Assembly for Wales, 2008) is the Welsh Assembly
Government’s response to both the Leitch Review of Skills and the independent Webb
Review Promise and Performance (National Assembly for Wales, 2008) and outlines the
current skills and employment strategy in Wales.

2.3.4 Northern Ireland

In 2005, the Economic Vision for Northern Ireland (DETINI, 2005) was published as a
strategic vision to direct policy up to 2015 in Northern Ireland. It aims to close the productivity
gap in Northern Ireland resulting from economic weaknesses in the country (such as its
under-developed private sector) and prioritises skills as a key productivity driver.

In 2006, Success Through Skills: the Skills Strategy for Northern Ireland (DELNI, 2006a) was
launched. A key theme within the strategy is improving the skills levels of the workforce — it is
the overarching strategy for increased participation in education, skills training and
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employment in Northern Ireland. Success Through Skills: the Skills Strategy for Northern
Ireland: A Programme for Implementation (DELNI, 2006b) sets out a plan for delivery in
partnership with employers and their representative bodies, individuals and trade unions,
training and education providers, the community and voluntary sector and other Government
departments and agencies.

Northern Ireland differs slightly from England, Scotland and Wales with regard to the UK
Commission's remit: ‘...it has been agreed that Northern Ireland employment and skills
issues will be overseen locally by a Northern Ireland Employment and Skills Advisor, who will
have a place on the UK Commission and will report to the Minister for Employment and
Learning (DELNI, 2008)'. The UK Commission reports to the DELNI Minister in Northern
Ireland in a primarily advisory context.

2.3.5 Scotland

The 2007 Skills for Scotland: A Lifelong Skills Strategy (The Scottish Government, 2007a)
established the current strategy for skills development in Scotland, based on the demand for
skills confirmed by the Leitch Review. It supports the vision of a Scotland with a globally
competitive economy based on high value jobs, with progressive and innovative business
leadership.

Following this, the Scottish Government's Economic Strategy (The Scottish Government,
2007b) was published in November 2007, outlining its vision for creating ‘a more successful
country, with opportunities for all of Scotland to flourish, through increasing sustainable
economic growth.” In a wider context, the Government Economic Strategy defines an
expansive strategic approach for the Scottish Government, based on five Strategic
Objectives:

e  Wealthier and Fairer
e  Healthier

o  Safer and Stronger
e  Smarter

e  Greener.

In the context of the skills utilisation agenda, the Economic Strategy recognises that, whilst
Scotland’s skills base is relatively good, Scotland’s translation of this human capital into
economic growth and socio-cultural development has not been fully realised. As such, one of
its strategic priorities is ‘a supply of education and skills which is responsive to, and aligned
with, actions to boost demand’. (The Scottish Government, 2007b).

A non-departmental public body, Skills Development Scotland, was created in 2007 to make
the vision set out in Skills for Scotland: A Lifelong Skills Strategy a reality.
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2.4 Key Skills Drivers in HR

Recent Labour Market Information research conducted by TBR on behalf of the UK
Commission (TBR, 2009) has identified five key drivers affecting HR skills demand and

supply:

e Globalisation

e Technological Change

e Consumer Demand

e  Public Policy and Legislation
e Demographic Change.

2.4.1 Globalisation

Globalisation is a key driver of skills demand within HR; not only does it have a direct impact
but it shapes the rate of technological change, consumer demand and affects international
law. One challenge that HR practitioners face is leveraging suitable talent for the global
workforce whilst local labour forces in developed economies are stagnating. The Adecco
Institute identified the role of HR in identifying, cultivating, managing and retaining talent as
of increasing importance; this is because companies will compete on the basis of innovation
as a means of gaining competitive advantage, and hence having a highly-skilled workforce is
essential (Adecco Institute, 2007).

HR will be invaluable in uniting a corporate culture over many nations as companies seek to
act global but think local. Development Dimensions International (2008) found that 88% of
companies find it difficult to create a unified corporate culture as in most locations local
customs and culture greatly affect the way business is conducted.

Due to technological change and globalisation the concentration of HR activities in
international shared service centres has become more popular. Many HR functions can be
centralised to these hubs, with each having a regional HR manager for coordination
purposes. This type of approach may well be more cost-effective, but the skills required to
work in these centres can differ to those required in traditional domestic HR environment.

2.4.2 Technological Change

Technological change, such as the continuing uptake of web-based communications and HR
Management software, will play a more and more significant role in assisting HR
practitioners. Technology facilitates greater productivity, allowing HR practitioners to spend
less time and resources carrying out functional and administrative activities and more time
shaping the strategic direction of their organisations. This shift in emphasis is increasingly
allowing senior HR professionals to spend their time focused on high value-adding activities
of strategic importance.

One of the main ways in which technological change will facilitate this shift in emphasis is the
outsourcing of transactional processes, such as payroll and pensions. Furthermore, highly
efficient integrated internet-based software packages (the vast majority of which include self-
service elements) make HR activities less labour intensive. A recent report predicts that
these applications will become more-widely used due to their ability to synthesise large
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amounts of information and different functions (HR Management, 2009). As these HR
Information Systems become more complicated these too may be outsourced.

Technological change will enable HR professionals to work from home more regularly (where
desired) as more of their work can be done remotely via internet-based applications. The
amount of time that HR professionals need to spend planning will also be reduced, provided
they can harness recent developments in software that can be applied to career
development, e-recruitment and succession planning. The Adecco Institute (Adecco Institute,
2008) believes that knowledge management systems will become particularly important to
the profession because of their ability to enable knowledge sharing (which is becoming
increasingly important in large, fragmented organisations) and succession planning.

However this technological innovation has a downside too. Firstly, new entrants to the
profession are increasingly lacking the interpersonal and communication skills (ENTO, 2008)
that are so important to the role; this is largely due to the increased use of technology within
society and reduced need to develop excellent relational abilities. Whilst the IT skills and
knowledge that younger HR professionals possess is useful it will not replace the need to
interact comfortably with others. Secondly, due to several recent, high-profile losses of
personal information by organisations and increases in levels of identity theft in the UK, the
importance of taking steps to protect HR data has never been more critical. As more
information is held electronically on HR software programs, security measures will need to be
implemented.

2.4.3 Customer Demand

For reasons previously outlined (relating to globalisation and technological change), the
demand for skills within HR is changing. There is now a greater focus on strategic HR rather
than operational HR. Another area that has become a major issue for HR is work-related
stress. Stress now affects one in five of the working population and is the single biggest
cause of sickness absence in the UK with over 105 million days lost to employers each year
at a cost of £1.24bn (Stress Management Society, 2009). Management style is a well-
recognised primary cause of work-related stress and hence HR has a role to play in
minimising this as well as dealing with the consequences of costly absences.

HR professionals’ customers are the managers and staff in their organisations. The level of
customer demand for HR services, like the majority of occupations, is also related to
economic success. In the current recessionary climate, demand for HR services has
generally decreased — especially in the areas of training and recruitment — though some
functions such as managing and implementing redundancy and outplacement procedures
have become more prominent. The UK’s economic instability is mirrored across the world. A
recent study by the EChr (2009) reflects how the priorities of HR departments are changing
worldwide. The report found that cost-cutting was the biggest priority for HR whilst the need
to reduce labour costs has also become a key priority, alongside retaining top talent and
leadership development. As businesses scale back staff numbers they may decide that fewer
HR staff are needed to work with a reduced work force. This theory is supported by data from
Monster’'s Employment Index (Monster, 2009) which has found that online job demand in the
HR sector was in sharp decline from mid-2008 and reached an all-time low in January 2009.
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2.4.4 Public Policy and Legislation

Public policy and legislation is a key driver of skills demand in HR because there are so
many pieces of legislation to comply with. Legislation affecting working practice in the UK is
constantly changing, and it is usually HR that is responsible for noting and acting upon it. The
legislation of which HR practitioners must be aware encompasses broad areas including:

Immigration laws. Aside from the obligation for all employers to ensure that their employees
have the right to work in the UK, organisations who intend to hire workers from abroad (or
with foreign nationalities) must conform to the UK Border Agency’s controls on immigrant
workers.

Sick pay/maternity and paternity pay/adoption pay. There are a number of requirements
which employers must conform to regarding paid leave and absence from work. For
example, statutory maternity leave is currently 52 weeks, within which individuals are entitled
to 39 weeks statutory maternity pay. Paternity leave varies from 1-2 weeks, depending on
circumstances. A recent (June 2009) ruling by the House of Lords has asserted that workers
are now entitled to accrue holiday time even when on sick leave.

Redundancy laws. Redundancy and compensation laws are extremely topical as a result of
the recession. They are also a paralegal area, and whilst larger firms may employ HR
practitioners who specialise in employment law, many others (both large and small) are
compelled to contract external expertise when dealing with redundancy and compensation.
UK law currently states that an individual with 2+ years’ continuous employment service who
is made redundant is entitled to a redundancy payment. Redundancy includes a number of
sensitive considerations on the part of HR practitioners including notice, contractual
obligations and issues surrounding unfair dismissal.

Equality legislation. Age Discrimination Legislation was introduced in October 2006 which
made it illegal to apply recruitment criteria, policies, etc to employees on the basis of their
age, and also made employers responsible for the behaviour of employees who engage in
age discrimination. The Equality Bill, published in April 2009, is an example of a piece of
legislation which is causing HR to implement different policies in a wide range of functions. It
necessitates greater transparency in procurement (including recruitment of new staff, as well
as how staff are treated in the workplace and in employment tribunals). The bill will have far-
reaching implications for many companies and public sector organisations who will be forced
to implement new processes where necessary to meet the new stringent criteria.

Data Protection. The Data Protection Act 1998 came into force in 2000, and applies to
information security, confidentiality, impartiality and the handling of data in accordance with
individual and organisational rights. The high profile Freedom of Information Act 2000 —
which applies only to public sector organisations — is another influential piece of legislation
regarding the availability of information for the purposes of public interest.

This list is not exhaustive and there are additional pieces of public policy and legislation
which HR practitioners must maintain awareness of. Although the Government has made
efforts to reduce red tape (Hutton, 2008) there has been a steady stream of new regulations
and codes of practice over recent years.

HR departments have also had to keep abreast of the many pieces of legislation made by
the EU Parliament as well as UK Government policies. Legislation is not static and constantly
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evolves, meaning that HR departments need to constantly ensure that their organisations are
compliant. ENTO found that the proportion of time spent by HR staff simply reporting
changes in policy and legislation was a serious drain on time and resources at the expense
of other value-adding activities (ENTO, 2008). The ability to effectively report back this
information and implement processes that ensure legislation is adhered to requires time
management and organisational skills, as well as the capacity to distil large amounts of
information to provide the basis for new organisational practices.

2.4.5 Demographic Change

Changes in UK and global demographics will have an impact on the role HR plays within
organisations. The size of developed economies’ labour forces will stagnate over the next
few decades whilst developing countries will continue to withess a significant population
increase over time. Furthermore, workforces in developed countries are ageing due to longer
life expectancy and lower fertility. This problem is somewhat compounded by a later entry
into the workforce due to more time spent in education.

As the available pool of labour within developed countries such as the UK stagnates, global
organisations will need to hire the top talent from developing economies and HR will play a
key role in this process. This need for ‘talent management’ will become more urgent as
demographic trends become more pronounced in the future.

To maximise the productivity potential of a more elderly workforce, HR will need to respond
to age discrimination legislation and be able to implement changes in the workplace (for
example, larger font sizes on documents, suitable office furniture) that enable older workers
to be just as efficient as their younger colleagues.

2.4.6 Changes in the Structure of HR

In research for its draft Qualifications Strategy, CIPD identified similar factors impacting on
the skills HR professionals require (CIPD, 2008a). They note, for example, that, as large
companies become more global in their operations, HR professionals need to develop
appropriate skills for working in complex environments, often with different legal and cultural
requirements. They will also need to have qualifications that are recognised internationally
and aligned with the European Qualifications Framework requirements.

CIPD also noted that the structure of the HR function in larger organisations is changing, with
many organisations adopting variations of Ulrich's HR model, involving:

o shared services, carrying out the administrative tasks

e centres of expertise, giving support to business partners, developing HR policy and
dealing with complex queries from shared services

e Dbusiness partners, working with business units and line managers on strategic
management, organisational design, business performance and line management

e corporate HR, setting the people strategy and taking on a corporate governance role to
ensure their organisation upholds corporate values, complies with legal requirements
and follows good practice in people management and development.

However, CIPD recognised that not all those working in HR are employed in larger
organisations. 37.5% of employees in the UK work in companies with 49 or less employees,
and many of these companies will have just one employee with responsibility for HR
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functions. Therefore, there is still a continued need for the more traditional HR generalist role
as well as the specialist roles described in Ulrich's model (CIPD, 2008a).

2.5 Key Skills Drivers in Recruitment

These key skills drivers also affect the recruitment industry, although their impact is different
and, in some cases, more acute.

2.5.1 Globalisation

Globalisation is a key driver of skills demand within recruitment as it shapes the rate of
technological change, consumer demand and affects international law. The majority (nearly
60%) of recruitment agencies in the UK are small organisations with 4 or fewer employees
(REC, 2006) with a mainly local presence. However, it may become more difficult to focus on
a relatively small geographical area in the future as local labour forces in developed
economies stagnate and global talent becomes more important.

2.5.2 Technological Change

Technological change has a similar influence on recruitment professionals as on HR
practitioners in that technology facilitates greater productivity, allowing recruitment
professionals to spend less time and resources carrying out functional and administrative
activities. This is reflected in statistics: while the number of recruitment professionals
increased overall over the 3 years to 2008, the number of administrative/management staff
remained stagnant, which indicates that more administrative work is becoming automated
(REC 2008).

Technological change will enable recruitment professionals to work from home more
frequently (where desired) as more of their work can be done remotely via internet-based
applications.

Peer-to-peer networking in the recruitment process has traditionally been used almost
exclusively for top-end recruitment or "head-hunting”. This is changing with the increased
usage of social media and websites such as LinkedIn.com where professionals create
profiles and build networks based on their connections, their connections’ connections, and
the people they know. LinkedIn.com is connected to a job search engine, Simplyhired.com
so if a LinkedIn user searches for a job on Simplyhired.com, the site also shows if anyone in
their network works for the company they would like to work for (DEMOS, 2007).

2.5.3 Customer Demand

The level of customer demand for recruitment services, like the majority of occupations, is
also related to economic success. In the current recessionary climate, demand for
permanent recruitment has generally decreased. Cautious organisations that need to take on
staff are generally looking for temporary or contract staff so that if business should decline
further, redundancy will be less of an issue.

2.5.4 Public Policy and Legislation

Public policy and legislation is a key driver of skills demand in recruitment because, like in
HR, there are so many pieces of legislation to comply with. Immigration laws, equality
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legislation and data protection are all pieces of legislation which affect recruitment as much
as HR. One further imminent piece of legislation which will affect recruitment is equal rights
for temporary workers. Under current plans agency workers will get the same rights as
directly employed staff after 12 weeks in a job, meaning rights to equal treatment on pay,
holidays and other basic conditions. This legislation could come into force in 2011 and could
affect the market for temporary employees as employers perceive lessened flexibility in the
market.

2.5.5 Demographic Change

The demographic changes discussed for HR will affect recruitment equally in that the pool of
job hunters available will change and recruitment agencies may need to expand their
database to include global talent.

2.5.7 Competitive Business Environment

Recruitment is a fast paced, dynamic industry which has grown by 635% over the last 15
years. The rapid growth of the industry in the 1990s has given way recently to a more steady
growth, although new recruitment companies are still emerging, replacing those that are less
successful; the majority of recruitment agencies are ten years old or less and over one in four
are less than three years old (REC, Recruitment Industry Census, 2006).
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3. Characteristics of the HR workforce

As indicated in Section 2 above, those carrying out HR functions can be grouped into

e HR professionals, whose prime responsibility is HR and who carry out HR functions
across different parts of their organisation, and

¢ non-HR professionals, for whom HR is only one of their responsibilities

e recruitment professionals.

3.1 HR Professionals

The Standard Occupational Classification has two codes which cover HR Professionals at
the managerial and operational levels:

SOC 1135 (Personnel, Training and Industrial Relations Managers). This SOC group is
broadly equivalent to the strategic/managerial HR workforce, as it represents individuals at
management levels who are more heavily involved in decision making and direction.
Translated into organisational job titles, this SOC group covers:

e Human Resources/Personnel Director

e Human Resources/Personnel Manager

e  Specialist HR roles (eg Training and Development Manager, Equal Opportunities
Manager, Employee Relations Manager, Compensation and Benefits Manager,
Recruitment Manager)

SOC 3562 (Personnel and Industrial Relations Officers). This SOC group is broadly
equivalent to the operational/administrative HR workforce, as it represents individuals at HR
officer level who are generally more involved in undertaking administrative and routine (albeit
important) HR activities. Translated into organisational job titles, this SOC group covers:

¢  Human Resources/Personnel Officer

¢ Human Resources/Personnel Administrator

e Specialist HR roles (eg Training and Development Officer, Equal Opportunities Officer,
Employee Relations Officer, Compensation and Benefits Officer, Recruitment Officer)

3.1.1 Geographic Distribution

According to the Labour Force Survey 2007, there are slightly over 300,000 HR
professionals in the UK, of whom nearly 90% work in England - of which 36% work in London
or the South East - 7% work in Scotland, only 3% in Wales and just 1% in Northern Ireland.

HR professionals represent a significant proportion of the workforce, accounting for over 1%
of the UK workforce in 2007. Between 2004 and 2007 the UK saw a rise of 14% in the HR
professional workforce. The increase has not been uniform over all regions and nations;
Northern Ireland witnessed a 42% reduction in its HR workforce between 2004-2007,
however, employment in the rest of Northern Ireland increased by 7.7%. Wales also
witnessed a slight decrease in the size of its HR workforce.
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Table 9: HR Professionals by Region and Nation

Region/Nation 2004 2004 share of total 2007 2007 share of total | % change 04-07
UK workforce UK workforce
North East 8,254 3% 6,520 2% -21%
North West 25,589 9% 31,840 10% 24%
Yorkshire & the
Humber 20,638 8% 22,931 7% 11%
East Midlands 20,121 7% 21,722 7% 8%
West Midlands 21,498 8% 27,187 9% 26%
Eastern 25,958 10% 28,362 9% 9%
London 43,902 16% 59,732 19% 36%
South East 47,272 17% 52,767 17% 12%
South West 20,239 7% 22,928 7% 13%
England 233,471 86% 273,989 89% 17%
Wales 10,030 4% 9,503 3% -5%
Scotland 21,339 8% 21,269 7% 0%
Northern
Ireland 5,895 2% 3,402 1% -42%
UK 270,735 100% 308,163 100% 14%

Sources: LFS, 2004; LFS, 2007

3.1.2 Gender Balance

The HR occupation is female-dominated; 63% of all practitioners in 2007 were female.

This is slightly less than in 2004 when the figure was 65%. This figure may be slightly errant
as figures for Wales and Northern Ireland are suppressed. The gender difference is
particularly noticeable in operational/administrative HR where only 27% of employees are
male whilst in strategic/managerial HR, 44% of employees are male.

It does seem apparent that the HR profession is becoming less female-dominated; between
2004 and 2007 the number of females in the HR profession rose by 11% whilst the number
of males increased by 20%, almost double the amount. Whilst the increase in male
employees outstripped the increase in female employees in the HR profession, this trend
was not reflected across the wider economy; both male and female employee numbers grew
by 3% across all industry sectors.
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Table 10: HR professionals; by gender

Region/Nation HR 2004 HR 2007 % Change 2004- 2007
% Male % Female % Male % Female Male Female
North East 26% 74% 56% 44% 82% -8%
North West 55% 45% 52% 48% -47% 42%
Yorkshire & the
Humber 37% 63% 43% 57% un -19%
East Midlands 26% 74% 53% 47% un -37%
West Midlands 43% 57% 42% 58% -13% 21%
Eastern 41% 59% 37% 63% -100% 126%
London 30% 70% 42% 58% -5% 26%
South East 34% 66% 40% 60% -33% -2%
South West 26% 74% 51% 49% 201% -1%
England 37% 63% 45% 55% -22% 14%
Wales un un 41% 59% un 68%
Scotland 24% 76% 40% 60% 12% 29%
Northern Ireland un un 46% 54% un un
UK 37% 63% 44% 56% -22% 24%

Sources: LFS, 2004; LFS, 2007 un = unknown (cannot be calculated as essential data is suppressed)

3.1.3 Age Distribution

The age profile of HR professionals did not change significantly between 2004 and 2007 (see
Table 11).

There are signs that the profession has seen an increase in younger workers (higher
proportion of workers aged 18-19, 20-24 and 30-34 than in 2004 and a lower proportion of
workers aged 55-59) between 2004 and 2007. However, there has been an increase in the
number of individuals in the workforce aged 60-64 and most age categories have remained
unchanged in the period. Those that have altered have only changed by one or two percent.
This reflects the change in all occupations, suggesting that the age profile of HR practitioners
follows national trends relatively closely.

There were also differences between the strategic/managerial and operational/administrative
HR workforces (indicated by the variation between SOC 1135 and SOC 3562). The strategic
HR workforce saw increases in its workforce aged 40-44 years and over 65 years, whereas
functional HR saw decreases in these age groups. Overall however these variations were
minor and display no coherent general trends.
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Table 11: HR professionals; by age

Age Band SOC 1135 SOC 3562 HR Professionals All Occupations
Strategic/Managerial | Operational/Admin
2004 2007 2004 2007 2004 2007 2004 2007
16-17 0% 0% 0% 0% 0% 0% 2% 2%
18-19 0% 0% 1% 1% 0% 1% 3% 3%
20-24 2% 3% 13% 14% 7% 8% 8% 9%
25-29 9% 8% 23% 23% 16% 16% 9% 10%
30-34 15% 15% 15% 17% 15% 16% 11% 10%
35-39 17% 15% 15% 13% 16% 14% 23% 21%
40-44 18% 20% 11% 10% 15% 15% 12% 12%
45-49 17% 14% 9% 9% 13% 11% 10% 11%
50-54 1% 12% 7% 6% 9% 9% 9% 9%
55-59 9% 9% 6% 4% 7% 6% 8% 8%
60-64 3% 3% 1% 3% 2% 3% 4% 5%
65-99 0% 1% 1% 0% 0% 0% 2% 2%
Total 100% 100% 100% 100% 100% 100% 100% 100%

Sources: LFS, 2004; LFS, 2007

3.1.4 Ethnicity

There is limited data available that reliably examines the profile of the HR workforce by
ethnicity. From the data that is available it is clear that the great majority of the workforce is
white. It can be seen that between 2004 and 2007 there was an increase in the number of
non-white practitioners in the workforce (BME increased by 5%), despite a fall in the number
of Asian British practitioners. There was a particularly significant increase in London
practitioners (both white and non-white). Unfortunately, it is hard to draw any robust
conclusions due to data suppression (a technique applied within the Labour Force Survey to
data fields with low values in order to prevent disclosure).

3.1.5 Full- and Part-time Working

Between 2004 and 2007 there was a significant increase in the number of HR professionals
working on both a full time (13% increase) and part-time (20% increase) basis (Table 12).

This increase was not uniform over all regions of the UK and some such as the North East
saw a fall in the number of full-time staff (-39%) whilst other regions witnessed a drop in the
number of part-time professionals, such as Yorkshire and Humberside (-23%). In London
there was a 115% increase in the number of HR professionals working on a part-time basis,
largely driven by a big increase in the number of operational/administrative HR practitioners
and not strategic/managerial HR professionals working part-time hours. Concurrent to this
significant increase in the number of full-time and part-time HR professionals there was only
a small (3%) rise in the number of full-time and part-time workers in employment in the UK.
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Table 12: HR Professionals; by full-time or part-time status

Region/Nation HR 2007 HR 2004 % change 04-07
% Full-time | % Part-time | % Full-time | % Part-time Full-time Part-time
North East un un 96% 4% -32% un
North West 96% 4% 91% 9% 28% -47%
Yorkshire & the 93% 7% 87% 13% 9% -49%
Humber
East Midlands 91% 9% 90% 10% 11% 5%
West Midlands un un 92% 8% 29% un
Eastern 88% 12% 93% 7% 0% 87%
London 92% 8% 93% 7% 23% 48%
South East 84% 16% 87% 13% 10% 41%
South West 85% 15% 90% 10% 30% 108%
England 90% 10% 91% 9% 15% 20%
Wales 89% 11% 86% 14% 20% -15%
Scotland 93% 7% un un -15% un
Northern Ireland un un un un -45% un
UK 90% 10% 91% 9% 11% 17%

Sources: LFS, 2004; LFS, 2007 un = unknown (cannot be calculated as essential data is suppressed)

3.1.6 Qualifications Held by HR Professionals

As shown in Table 13, HR professionals are equally or more qualified than average at all
QCF/SCQF levels. Almost one half (49%) of HR professionals are qualified to QCF Level 5
(SCQF Level 8) or above whilst less than a quarter of individuals in all occupations are

qualified to this level.

Table 13: HR Professionals; qualifications held 2007

QCF/SCQF Level SOC 1135 SOC 3562 All HR All Occupations
Strategic/Managerial |Operational/Admin| Professionals
Below level 2 / Below 3% 2% 3% 4%
level 5
Level 2/ Level 5 14% 18% 16% 24%
Level 3/ Level 6 14% 21% 18% 20%
Level 4 / Level 7 7% 7% 7% 7%
Level 5+ / Level 8+ 56% 47% 51% 25%
Other 3% 2% 3% 8%
No Quals 2% 2% 2% 10%
Don't Know 0% 1% 0% 1%
Grand Total 100% 100% 100% 100%
Source: LFS 2007
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Unsurprisingly, qualification levels are higher amongst more senior HR professionals; 56% of
strategic/managerial HR professionals are qualified to QCF Level 5 (SCQF Level 8) or above
whilst 47% of operational/administrative HR practitioners are qualified to this level.

Only 3% of all HR practitioners are qualified below QCF level 2 (SCQF Level 5) and only 2%
have no qualifications whatsoever. This is significantly different to the figures for all
occupations where 4% of individuals are qualified below QCF level 2 (SCQF Level 5) and
10% have no qualifications whatsoever.

3.1.7 Training of HR Professionals

Between 2004 and 2007 the proportion of HR professionals that were found to have received
training within the past 4 weeks fell from 21% to 18%.

Whilst this figure is still above the average for all other occupations (which fell in the same
period from 15% to 14%) it does represent a decline in the prevalence of training within the
occupation. The fall is slightly more pronounced in SOC 3562 (19% to 16%) compared to
SOC 1135 which only fell from 22% to 20%.

3.1.8 Careers in HR

A survey carried out in 2005 by the Chartered Institute of Personnel and Development
(CIPD, 2005) amongst over 800 HR professionals is illuminating about their career paths.

Only about a quarter of respondents started out their careers in HR. Most started out in junior
office or administrative positions in a variety of sectors, such as the Civil Service, armed
forces, retail, law and banking while others had been trainees or apprentices in a wide variety
of crafts and professions. A few had qualified for another professional career, eg teaching or
nursing, before moving into HR.

Of those who started their careers in HR, about half started in support or junior roles, while
just over a quarter entered at a higher level, describing themselves variously as officers,
executives, advisers, analysts or managers. 18% started out as HR or personnel trainees.

The CIPD survey indicates a ladder of progression in the HR profession.

Figure 1: Ladder of Career Progression for HR Professionals

director

senior/group executive

manager

senior officer specialist roles

officer

administrator/assistant
Source: CIPD, 2005
Within this ladder there are specialist roles (in training and development, recruitment or

compensation and benefits, for example), particularly at the senior officer level. However,
rarely do individuals progress up the ladder in a single organisation (on average HR
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professionals have worked for at least three different organisations) and they often spend a
significant period of their careers in non-HR roles.

As seen in 3.1.6 above, HR professionals are highly qualified; even those working towards
the bottom of the ladder are likely to have an honours degree or equivalent. However, there
are few honours degrees on offer which specialise in HR. Entrants to the HR profession are
likely, therefore, to have a general education to degree level (perhaps in a business
discipline with an HR component) and take a specialist HR post-graduate qualification once
they have some relevant experience and have confirmed that this is their chosen career. This
initial more general education for HR professionals is a possible factor in the movement of
HR professionals between disciplines; research by CIPD suggests an increasing number of
'zigzag moves to gain operational and business experience...outside HR' (CIPD, 2008a).
This ‘zigzagging’ must be of benefit in an HR profession where organisational strategy is
becoming more central (see CIPD’s HR Profession Map in figure 3).

3.2 Non-HR Professionals

Human Resources functions need to be carried out in all organisations which have
employees or volunteers working for them. Arguably, even a sole proprietor with no staff
needs to address certain HR functions such as personal learning and development, rewards
and benefits and pension provision.

However, the UK has only just over 300,000 HR professionals to serve nearly 2,650,000
organisations. The 230,000 organisations with 20+ employees are likely to have an HR
professional, at least on a part-time or consultancy basis. However, in more than 2,400,000
organisations with fewer than 20 employees, HR functions must be carried out by the
proprietor, a director/senior manager or by line managers.

The Management and Leadership Learning and Qualifications Strategy estimated that there
were 4.5 million people with significant management responsibilities in the UK in 2002, a
figure set to grow to nearly 5 million by 2020. A minority of these will have had some formal
training and development in generalist people management knowledge and skills as part of
some other qualification, such as a business-related honours degree, a post-graduate
professional qualification from the Chartered Management Institute or the Institute of
Leadership and Management, a S/NVQ in management and leadership, a post-graduate
certificate or diploma in management or a Masters in Business Administration. Some will
have attended non-accredited courses in specialist areas of HR.

The majority of line managers have no formal background in HR but are, nevertheless,
expected to perform HR functions in line with current legislation and good practice.

3.3 Recruitment Professionals

Recruitment professionals within agencies can be broken down into 4 areas: administrative
and management staff; consultants on both temporary and permanent business; consultants
solely on temporary/contract business; consultants solely on permanent business. While
overall numbers rose up until 2008, the only significant increase came with consultants solely
on permanent business; the other areas remained relatively static or declined in number.

HRR Learning and Qualifications Strategy 32 of 66 May 2010



Table 14: Numbers of Recruitment Consultants

2004/2005 | 2005/2006 | 2006/2007 | 2007/2008

Administrative/

32,775 29,420 31,945 33,233
Management Staff

Consultants on both
temp and permanent 18,257 20,594 19,531 18,900
business

Consultants solely
on temp/contract 26,450 25,007 19,833 22,050
business

Consultants solely

on permanent 21,706 22,653 29.977 34,650
business
Total 99,188 97,674 101,286 108,833

Source: Annual Industry Turnover and Key Volumes Survey 2007/8

3.3.1 Geographic Distribution

The focus of recruitment agencies is in London and the SE of England and largely mirrors
the distribution of business units according to the Office of National Statistics (REC, 2006).
While we have no precise figures for the size of each agencyi, it is interesting to note that, in
2004, out of the 14340 agencies in the UK, 8580 of them had 4 or fewer employees.

Table 15: Distribution of Recruitment Agencies and GB business units 2006

Region Recruitn_1ent Busi|_1ess

Agencies Units

London 20% 16%
South East 18% 16%
East of England 10% 10%
North West 10% 10%
South West 9% 9%
West Midlands 9% 9%
Yorkls_mﬁba;rd the 7% 8%
East Midlands 6% 7%
Scotland 5% 8%
Wales 3% 4%
North East 2% 3%
Northern Ireland 1% <1%

Source: Recruitment Industry ‘Census’ 2006

3.3.2 Gender Balance

The gender difference is less noticeable with Recruitment Consultants in comparison with
HR Professionals, with 57% of practitioners being female and 43% male. (REC 2009).
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