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There is a new reality facing people entering the workforce. New facts suggest that it is very likely that you will face some turbulence in your career, including broad changes in your industry, organizational downsizing, or even your desire to go in a different direction. 
	In the old human resource reality in Western organizations, lifetime employment was the ethos for people who worked for high profile businesses and governments. Underlying this was an unwritten psychological contract where employers expected long term commitment, trust, and loyalty from their employees. In exchange, employees expected to have a career with promotions, recognition, and benefits. Some organizations illustrated family-like values with commitment, connections, and parental-like benefits (like pensions and the expectation of lifetime employment) and financial security. 
The new reality existing today is illustrated by two recent crises. First, there is the pension crisis and the fact that the cushy retirement plans that we created years ago might not be sustainable.  A recent European Union report called for Europeans to work longer to keep receiving pension from an increasingly cash strapped governments. The recommendation is that the 27 member bloc would have to increase the normal retirement age from the current age of 60 to 70 by 2060 if workers are to continue supporting retirees at the current rate. 
	Then, there is the increasing cost of health benefits to employers because people are living longer and there are expensive improvements in diagnostic tests, drugs and treatments. Economically, health benefits are a significant cost item and a major percentage of the annual wage bill. When managers have to pay an extra 30% to 40% of the wage bill for benefits, many have considered other options including contracting out or shifting operations to other countries. 
Overview of Task
	Review the general readings related to the assignments in developing a “general” understanding of workforce forecasting and planning. 
	You are to assist Lee and respond to the Memo Re: Employment Trends (see below) in which the president of the college has asked you, the HR manager, for some information affecting the employability of students at the college. The president is interested in pinpointing trends that might help the college take steps in assisting graduates to be more responsive to the market.  
	You will write a two page memo (+ table and other appendices) with a conclusion and recommendations. You will then post your memo illustrating the key enhancing and inhibiting trends on the forum, which discusses these trends and concludes by recognizing those which are most important. You will also offer your recommendations.  You might refer to the EL 2 in using the force field logic for defining and responding to these trends.
Memo Re: Employment Trends
To: Lee Mazuno, Human Resources Manager
From: Shannon Smyth-Sims, President
RE: Employment Trends
Lee, at a recent Senior Education Management Group meeting we were discussing trends over the next five to ten years. I mentioned that HR is working on plans for a new recruitment and selection program, which will account for shifting demographic and social trends. One of the deans asked if you had any information that would help us determine how to best support our students in this rapidly changing environment.
I would appreciate your getting back to me with a summary of four to six critical trends (both enhancing and inhibiting) in the external environment that may affect employability of our graduates over the next few years. The information you provide will be of great help to the college in achieving its mission by ensuring our students, present and future, maximize their employment opportunities.
Thank you,
SSS
Assignment Requirements and Structure
Prepare a memo that outlines the 5-6 trends enhancing and inhibiting employability of new graduates. Referring to the table in Appendix 1, your discussion section should include an analysis and discussion of these trends in a way which defines them and illustrates and prioritizes their importance. Your conclusion might identify 1-2 trends which are most important and why. Your recommendations might identify steps graduates should take to be more responsive to the market. You might also identify how this might be facilitated and include a table in your appendix.  Single-spaced, approximately 800 words including tables.
Structure
Include the following sections in your memo:
1. INTRODUCTION. Include an issue statement, need for the topic & purpose.
2. DISCUSSION OF 5-6 KEY TRENDS
3. CONCLUSION AND RECOMMENDATIONS
Table of key trends
	Trends Enhancing Employability
	Trends Inhibiting Employability

	 
	 

	 
	 

	 
	 



4. APPENDIX 2 - Optional... you might want to include other information. This is where you can include it.
NOTE: Be specific, brief and structured. Include support for your arguments. Combine common items in your table under more general categories. Include a descriptive paragraph that helps the reader interpret your table.
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Just as a workforce plan can assist HR managers, it can be written to encourage individuals in defining personal strategies to achieve their organization's strategic direction and to meet the organization's forecast of demand and supply. A personal workforce plan encourages individuals to define where they are now, where they need to go in the future, and strategies for getting there.  	A personal workforce plan summarizes: 1) your personal strategic themes, 2) your workforce analysis, 3) your personal objectives, initiatives and measures, and 4) regular updates of your plan. 
	1) Your personal strategic themes: The first section of the personal workforce plan encourages you to focus on what your organization is doing and planning to do. Or, if you don't work in an organization, focus on the strategic directions of an organization you would like to work for or an industry you would like to work in. For example, if you would like to work in computing, accounting or engineering, look at these industrial sectors. Your review should take you beyond the formal documents and include newspaper and magazine articles in addition to possible interviews with people working in these jobs. 
	The following are questions can help you define your strategic themes in the general occupational area you are planning to work in:
· What are the strategies the organization is concentrating on to gain competitive advantage? 
· Which are the key organizations that illustrate excellence in the field you plan to work in?
· Based on the strategies which are important in the industry you want to work in, how do you make yourself competitive? 
Basic strategies for improving your personal competitive advantage[endnoteRef:1] are similar to those of an organization. You need to illustrate cost leadership and differentiation. As a personal strategy of cost leadership, are your competencies competitive with those of your competitors? Or, do you have economies of scale or new technologies that make you more competitive? 	Using a differentiation strategy, can you demonstrate unique competencies and services which others do not have?  [1:  Porter, M.E. (1985). Competitive Advantage. New York: The Free Press. ] 

Implementation:  
This section of your personal workforce plan should identify: a) the strategic themes important to the organization or industry you want to work in, and b) your personal strategic themes relating to competencies which are cost competitive and unique.  You should define 2-3 strategic themes. 
	2) Your personal workforce analysis:  In carrying out your personal workforce analysis, begin by reviewing current workforce trends.  Up-to-date information on the workforce can be obtained from the Conference Board of Canada, Statistics Canada and general searches on the internet. For example, the Conference Board of Canada provides regular economic updates and forecasts of human resource needs, including monthly reviews. In reviewing these documents, ask yourself three sets of questions:
a) What is the demand? What is the general demand for various skills in the next two to three years? Given by job competencies, what is the general demand? In what sectors and regions are my competencies in most demand? 
b) What is the supply?  What is the general supply of various skills in the next two to three years? In my competency area, what is the general supply? In what sectors and regions are my competencies most needed? 
c) What are the gaps? Where are the general gaps between supply and demand? What is the gap between supply and demand in my competency area? In what sectors and regions is the gap most serious? 
Implementation:  
This section of your personal workforce plan should summarize your view of the gap between supply and demand of specific competencies in various sectors and regions.  
	3) Your personal objectives, initiatives, and measures: The section of your personal workforce plan involves setting objectives to close the gap. You should define strategic objectives and initiatives implement your strategic theme (step 1) and address potential gaps that might exist in the labour market (step 2). 
	For each strategic theme, define general strategic objectives like developing a career in human resources or developing skills for working internationally. For such themes, define objectives to develop core competencies, constructing a competency inventory to review your competencies, developing a plan for training and development. For example, if you had objectives for developing competencies for working in teams and improving your computer skills, you could take courses and involve yourself in specific work experiences. 
Implementation:  
In this section of the plan, you should describe each strategic theme, the objectives and measures for accomplishing it, and the specific initiatives you will use to carrying it out. You should define 3-6 strategic objectives and 6-12 initiatives. Your initiatives should be stated using SMART criteria.
	4) Updating your plan: Your personal workforce plan is a moving document and will need to be updated to keep up with changes in the economic and social environment and your vision of your career. Your update should be based on a review of the strategic themes you think are important (step 1) and your assessment of the environment (step 2). 
	Your 2-3 strategic themes are clear in your mind all the time. In reviewing and updating, ask yourself if these strategic themes are still important and realistic for you in your career vision. Given this review, you should review the trends in the environment and the relevance of your objectives and initiatives. 
Implementation:  In this section of the plan, you can also review each strategic theme. You can quickly do this by performing a SWOT (strengths, weaknesses, opportunities, and threats) for each of your strategic themes
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