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1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1) (304)
A competitive labour market is determined by the supply and demand of job vacancies and people looking for employment. When demand for labour is high and the supply of employment seekers is low, this is known as a ‘tight’ labour market. In these conditions, employers will need to ensure that they stand out to prospective and existing employees as an attractive place to work. There are a range of practices an employer can use to achieve this (Allas, 2023).
Organisations can stand out in a crowded labour market by utilising their employer brand and aligning this with the organisation’s values. The employer brand is often how the organisation is perceived as, as a place to work.  Creating a strong employer brand can boost a company’s credibility and help to attract top talent when competing against other employers (Peters, 2022). Furthermore, Adams (2022) suggests that creating a workplace that is known for prioritising investment into employee development rather than short-term, tangible rewards such as ‘Taco Tuesdays’ is an effective way of using employer branding to attract and retain the best talent. 
An employer should also utilise the expertise of the HR function and their ability to effectively manage the various activities associated with people management, such as the employee induction (Taylor, 2014). For example, by implementing an effective and engaging induction, new employees are more likely to understand the organisation’s culture and values and see how their role contributes to this McCartney (2023). McCartney (2023) also suggests that this contributes to higher levels of job satisfaction, which also plays an important part in retaining staff in a competitive labour market. This is supported by Brinkley (2023) in the CIPD Good Work Index Survey Report where he found that lack of job satisfaction was the second highest reason that employees wanted to leave their current role. 

2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2) (247)
As previously discussed, labour market conditions can be described as ‘tight’ when the demand for labour and number of unfilled vacancies are high, and ‘slack’ when demand for labour is low and fewer job vacancies are available (Boys, 2022). Whilst these are key elements of labour market conditions, it is important to note that labour market conditions are affected by many other factors and can change considerably through time and across various sectors of employment. Therefore, organisations should adopt an agile approach to resourcing decisions (Taylor, 2014).
An analysis tool such as PESTLE (Political, Economic, Social, Technological, Legal and Environmental) can be used to determine the macro environmental factors that may impact the current and future labour market conditions (Waite, et al., 2021). 
Changes to these macro environment factors can influence resourcing decisions for example, an economic recession could lead to companies having to tighten the recruitment budget (Bullhorn, 2019) and therefore managers and People Practitioners would need to think creatively and strategically about how to cover roles that need filling. According to Gleeson (n.d.) this can be achieved by upskilling existing employees and creating new roles for them based on the organisation’s needs.  Not only will this help with recruiting and resourcing, but according to a LinkedIn (2018) survey, 93% of employees said they would remain at an organisation if it invested in employee development and career progression. This could result in lower costs associated with staff turnover and lead to increased organisational performance (Tenney, 2022).

3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3) (289)
The government, particularly the Department for Education (DfE), aims to develop a skilled and capable workforce in the UK as this is a key component to the country’s economic success. The DfE works with a range of departments, bodies, employers and training providers to assess what is needed to ensure a sufficiently skilled workforce (London Loves Business, 2022).
For example, in 2021 the DfE introduced the Lifetime Skills Guarantee, which was designed to support individuals gain technical training and qualifications whether they are seeking employment or already employed (Webber, 2021). To ensure that future skills needs are met, ‘Skills Bootcamps’ have been offered in areas where a gap in skills has been identified, such as software development, data analytics and engineering (Department for Education 2021).
Employers also play an important role in ensuring future skills needs are met by engaging with these government programmes, which in turn can help boost organisation productivity and support the growth of the economy (Crowley, 2022). 
Furthermore, employers should provide training and development opportunities to upskill existing employees and align this with the organisation’s identified skills gaps. This is particularly important for employees on lower wages as their jobs are at higher risk of automation (Faragher, 2022).
Trade unions also support training and development opportunities as part of their commitment to improving the lives of workers. They offer support in the form of Union Learning Representatives (ULRs), negotiating and engaging with employers, and providing funding for training (TUC, 2021). According to the TUC (2021), trade unions have been responsible for the rise in training opportunities at work via the ‘union learning agenda’. Their survey concluded that without the support of a union, seventy percent of learners would not have engaged with training and development. 

4. I am new to people practice and have heard that workforce planning is important. Before I try to convince others of this, I welcome the views of someone with more experience. Could you analyse the impact of effective workforce planning? (AC 2.1) (269)
The basic principle of workforce planning is to ensure there will be enough people with the right skills to meet the short and long term needs of an organisation. If done correctly, effective workforce planning can help inform various areas of the wider HR function (Taylor, 2014).
For example, in Training and Development information can be used to forecast what roles will be available in the future and whether there are existing employees that could develop into these roles as part of their career pathway. The training required can also be identified and implemented within an effective time frame that aligns with the evolving needs of the organisation (Taylor, 2014). Furthermore, this helps improve retention rates by proving a commitment to staff development and reassuring employees that there are opportunities for growth and development within the business (Organ, 2023).
According to research, organisations that use workforce planning saved 6-10% on costs in less than a year. Furthermore, the productivity of employees increased and there was a decrease of 40% in absenteeism. In turn, this is likely to increase the profitability of an organisation (Kingdom, n.d.). 
Despite this, the CIPD (2022) Resourcing and Talent Planning report found that 30% of organisations surveyed did not plan beyond six months into the future and only 31% collected data to inform what potential skills gaps may appear withing their organisation. The report supported the use of data and evidence to create a strategic approach to workforce planning and recommended that organisations look holistically at their workforce, encompassing various areas of employee engagement, development, and retention strategies to assist them in effective workforce planning. 

5. I want to introduce workforce planning in my organisation but I’m unsure which technique/s to use. Could you evaluate the techniques used to support the process of workforce planning? (AC 2.2) (339)

Organisations should utilise workforce planning in order to ensure their workforces’ skills and capabilities align with their business strategy and organisation goals at any given time (Organ, 2023). According to Taylor and Woodhams (2022) forecasting future supply and demand of skills and identifying skills gaps within the organisation is a key component of successful workforce planning. 
The CIPD (2023) also recommend examining the internal talent pool to determine what training and development is needed to get ensure the organisation is equipped with enough skills and knowledge now and in the future. According to Van Vulpen (2020) The 9-box grid is a method that can be used to highlight the employees with high potential and/or high performance, based on a range of evidence. This is a visual model that is easy to understand and can help an organisation identify employees that are consistently high performers with high potential to step into business-critical roles. Furthermore, employees recognised as high potential, but low performers could have training and development invested in them to raise their performance levels and bring them to a position where they would also be ready to step up in their careers within the organisation. However, caution should be taken using this approach as transparency with employees is usually exercised and can result in fuelling unhealthy competition between colleagues (Kenjo, n.d.).
In contract to this, scenario planning focuses on the external factors to the business environment and uses data to create a range of potential scenarios to see how the organisation could respond strategically to each scenario. This aims to future-proof the organisation from changes to the macro business environment, often affected by PESTLE factors, as previously discussed (Veldsman, 2022).  A successful scenario planning process should prepare organisations for a multitude of future situations; however the process can be time consuming, and results may be inaccurate should there be mistakes with the data used (Lavri, 2022).
Regardless of the techniques used, the approach should be organisation-wide and involve communication between HR, Managers and a range of stakeholders (George, 2023). 

6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3) (231)
According to Taylor and Woodhams (2022) the aim of succession planning is to ensure an organisation has the right number of people with the skills, knowledge and attributes to step-up into vacant roles, at any given time, in order to continue meeting organisational goals and objectives with as little disruption as possible. 
George (2024) suggests internal talent can be sourced using formal or informal methods, such as performance reviews. During these reviews managers can identify an employee’s career goals, current skills and determine what training and development needs should be addressed in order to prepare the employee to fill a vacancy in line with succession planning (Gifford, 2022).
Whilst this has historically been aimed at filling senior positions, Taylor and Woodhams (2022) explain that the focus should also be extended to all positions within an organisation. Furthermore, they suggest that the focus should also be shifted from identifying a small number of individuals as talent, to developing wider talent pools in order to expand the number of potential applicants for upcoming vacancies. As previously discussed, this investment into the professional development of the workforce creates employees that feel more committed to an organisation and less likely to leave (LinkedIn, 2018).
In addition to preparing internal talent pools, LinkedIn (2024) recommends balancing this approach by also using external recruitment in order to bring a fresh perspective and new ideas to the organisation.

7. I tend to advertise all vacancies on our organisation’s website, then managers interview applicants. I would like to consider other recruitment and selection methods. Could you briefly assess the strengths and weaknesses of these methods as well as one other recruitment method and one other selection method? (AC 2.4) (313)
Advertising on an organisation’s website can attract candidates that have an interest in working for that particular organisation because of the employer brand and reputation and therefore may possess qualities that make them a good fit for the organisation. Furthermore, it is a cost-efficient way to advertise job roles (Indeed, 2023). However, limiting advertising to solely a company’s website can limit the number and quality of applicants, particularly for small businesses or those without a strong employer brand (Randstad, 2019).
To reach a wider pool of candidates, an organisation can use a number of online platforms such as Indeed, which is known as one of the leading job advertising boards in recruitment. Although organisations can advertise on this platform for free, it is suggested that posts need to be sponsored in order to gain a large pool of applicants which could become costly, particularly if there are limitations to the recruitment budget (White, 2022).
The selection process consists of two main parts, shortlisting and assessment, and should be designed to eliminate discrimination and bias. Interviews by the hiring manager are useful because they know what the role entails and should have a good idea of whether the candidate possesses some of the skills and attributes that are key to the role however, there is a risk that personal or unconscious bias may be applied when selecting the successful candidate, therefore the CIPD (2022b) recommends using a set of questions that are used for every candidate and scoring them accordingly.
An alternative method of candidate selection is skill-based assessments. These are tests designed to assess candidates’ ability to exercise judgement, decision-making, data analysis, customer service and other skills depending on the nature of the vacant position. Not only does this reduce the likelihood of bias, but these tests have also been better predictors of job performance in comparison to traditional selection methods (McCartney, 2023b).

8. I am aware employee turnover rates vary from one organisation to another but what turnover and retention trends exist and what factors influence why people choose to leave or remain? (AC 3.1) (253)

Turnover and retention rates can have a direct impact on organisational performance and therefore should be monitored in order to identify and address the reasons why employees leave (Peters, 2023). There are several reasons why staff leave their employers, Tupper and Ellis (2022) suggest that one of the main reasons is a lack of career progression opportunities, which is partly attributed to the lack of support from management. Furthermore, career development opportunities are considered one of the seven dimensions of good work which are used to benchmark job quality (Brinkley, 2023) thus the important role it plays within staff retention.  
Another factor that can influence turnover and retention trends is insufficient recognition and reward programmes. According to a survey conducted by Achievers (2018), 44% of employees change jobs due to lack of recognition and 67% claimed they would stay longer in their role if better rewards were available. However, increased rewards and recognition alone is not enough to keep employees committed to an organisation. Brinkley (2023) concludes that a holistic approach encompassing the seven dimensions of good work is the best way to ensure that the workforce feels valued and committed to the business, whilst also ensuring their work-life balance and general wellbeing needs are being met. 
Whilst the seven dimensions of good work is recognised as a benchmark for job quality for all organisations, Peters (2023) suggests consulting employees within your own organisation plays a key role in identifying matters to them in terms of why they would remain in the company. 

9. I want to compare different approaches to developing and retaining talent on an individual and group level? Could you give me some pointers? (AC 3.2) (302)
The term ‘talent’ refers to employees that display the personal and professional skills and attributes that make a direct contribution to organisation performance (Quilliam, 2023).
Top performing businesses understand that investing in their employees’ training and development gives them a competitive advantage due to increased productivity and higher levels of staff retention. There are several approaches that can be used to identify which employees are chosen for training and development opportunities and how they are delivered and applied in order to retain staff (Rees and French, 2016).
Two common approaches to managing talent are inclusive and exclusive talent management. The premise of inclusive talent management is that everyone in the workforce has talent and the potential to develop. In contrast to this, exclusive talent management concentrates only on employees that are considered to have high potential (Taylor, 2014).
Inclusive talent management widens the pool of potential successors into senior roles, which can be vital in an ever-changing external business environment and poses less risk thank relying on a small number of individuals to step into roles when required (Taylor and Woodhams, 2022).
Exclusive talent management may help retain the employees that are chosen to participate in training and development activities, however this approach could leave other members of staff feeling undervalued and disengaged causing them to leave, and therefore negatively impacting staff retention (Gray, 2023). 
Although it has been historically common for organisation to adopt the exclusive talent management approach, Taylor and Woodhams (2022) suggest that the focus is shifting to the workforce as a whole in order to develop a wide range of individuals that can step into vacant positions. Furthermore, Thompson (2021) suggests that this forward thinking, inclusive approach contributes positively towards an employers’ reputation with regards to diversity and inclusion and therefore creates a more desirable place to work.


10. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3) (283)
Talent pools are made up of employees that possess the skills and attributes that can be used to fill upcoming vacancies with an organisation, reducing the time and costs associated with external recruitment (Harris, 2023).
Diversity in the workplace has become and increasingly hot topic, with evidence showing the range of benefits it brings such as enhanced employer reputation, greater innovation and increased organisational performance (Rohwerder, 2017). Therefore, diversity should be incorporated into all stages of the talent management strategy. This involves a range of activities such as making the recruitment process accessible, flexible and unbiased. 
During the recruitment process some employers use automatic application sifting software to go through applications in order to save time and reduce bias. However, the CIPD (2022b) recommend regularly evaluating this as an approach by comparing it with manual sifting because of the potential bias that can happen when the sifting criteria is input. For example, setting criteria around gaps in employment history could indirectly discriminate against women who have taken time out to raise a family (Kristal et al., 2022).
Not all employees are interested in becoming managers and may be discouraged at the idea of putting themselves forward for training and development. However, discussing other opportunities for development, such as lateral movement within the organisation could assist in retaining talented individuals that possess key skills and corporate knowledge and therefore mutually benefit the organisation and the employee (Johnson and D’Angelo, 2021). To enable these discussions to take place, managers should hold regular appraisals to identify career goals and training needs, whilst also making them aware of the support they could receive if a lateral movement was a preferred option in their professional development (Gifford, 2022).

11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4). (224)
A diverse talent pool consists of high potential employees from different backgrounds and with different characteristics such as age, race and gender.  By creating diverse talent pools, employers will have more candidates to choose from thus decreasing the time and cost associated with recruitment. 
Additionally, research suggests that gender diversity in senior positions leads to better organisational performance than other sector averages. This is likely attributed to mixed gender teams producing more innovative ideas and increased feelings of ‘psychological security’ (Rohwerder, 2017). This is supported by Lagarde and Ostry (2018) who state that increased innovation is likely to be generated when women are developed in the workplace because it brings a different perspective to the table. 
Broadening the range of employees in talent pools can also enhance the employers’ reputation and therefore increase the number of highly qualified applicants and attract those whose diversity and inclusion values align with the organisation. Moreover, diversity boosts morale among employees, which increases levels of job satisfaction and therefore keeps employee turnover low (Indeed, 2023b).
Gordon (2018) highlights the importance of not only promoting diversity, but ensuring the inclusion element is also exercised in order for the diverse employees to really have a meaningful place within the organisation. The CIPD (2022b) supports this by suggesting that inclusion is the component that encourages employees to reach their full potential.

12. I am trying to persuade managers in my organisation to take employee turnover more seriously but have been unsuccessful. Could you explain the impact associated with dysfunctional employee turnover? (AC 3.5) (203)
According to Taylor and Woodhams (2022) some employee turnover can be beneficial in removing poor performers and allows for recruitment of new staff that bring fresh ideas and perspectives to the organisation. However, dysfunctional employee turnover refers to a situation where the number of resignations from high performing employees outnumbers those from low performing employees. This negatively impacts organisational performance and profit due to the direct and indirect costs involved with replacing these employees (Cosentino, 2022).
Oxford Economics and Unum's research indicates that the average cost of turnover for an employee making at least £25,000 annually is £30,614. Direct costs consist of recruitment and advertising activities whilst indirect costs can include loss of productivity during onboarding and training (BrightHR, 2020). Furthermore, Taylor and Woodhams (2022) suggest that the productivity of employees intending on leaving decreases during their notice period.
In addition to cost implications, dysfunctional turnover can also have a negative impact on remaining employees. It disrupts employee relationships and can create an atmosphere of low morale, which directly impacts employee performance (Vet, 2021). Dysfunctional turnover also affects the ability to create robust talent pools in order to form a viable pipeline of talent to promote into leadership and business-critical positions (Conerly, 2023).

13. Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1) (375)
An employment contract sets out the terms, conditions, responsibilities and expectations between and employer and employee and is legally binding (GOV.UK, 2012a). It is crucial to understand which type of employment contract should be used when hiring for a role or project. Contracts used will depend on the nature of the role and goals of an organisation, whilst also taking into consideration how this will affect recruitment for the role (Taylor, 2014).
Permanent contracts are commonly used and utilised for ongoing employment and can be for full-time or part-time employees. This type of contract benefits the employee by providing a level of job security, which also encourages commitment to the organisation and is therefore also beneficial to the employer. Furthermore, the employee has the flexibility to end the contract, usually by giving four weeks’ notice whereas the employer should only dismiss the employee if there is good reason, such as breach of contract (ACAS, 2022).
Fixed term contracts are useful for roles or projects that have limited funding or are expected to last a set amount of time. In these contracts, it is important to clearly state the end date of employment in order to avoid confusion or tribunal for unfair dismissal (Taylor, 2014). 
A zero-hour contract allows employers to offer variable hours of work to employees. This can benefit both employers and employees due to the flexible nature of the contract, with organisations being able to plan and offer hours of work based on business need. This is commonly used in the retail industry in periods such as Christmas where there is the need for more labour (Daniels, 2022). However, there is lots of criticism with these contracts due to the lack of security it provides employees (Citizens Advice, 2013) which could deter potential candidates from applying for these roles.
Regardless of contract type, anyone considered as an ‘employee’ is protected by laws and legislation such as the Employment Rights Act 1996. Whereas zero-hours contract, seasonal workers and individuals that have a less structured relationship with an employer have fewer statutory rights (GOV.UK, 2012b).
Finally, employers need to be aware of the employment and tax obligations they have to their employees, as well as the legal requirements for each kind of contract (GOV, 2012a).

14. I have heard there are different types of terms in contracts – surely a term is a term. Can you differentiate between express terms and implied terms? (AC 4.2) (180)
The terms of a contract are expressed and agreed upon by the parties involved. Although contracts are typically stated in writing, they can also be agreed verbally. However, it is worth noting that breach of contract is often difficult to prove if a verbal contract is made (ACAS, 2023). 
On the other hand, implied terms are not always stated in the contact but are often subject to trust and understood as reasonable expectations, such as an employer having a duty of care to ensuring the health and safety of employees at work (Ayling and Suff, 2023). Moreover, implied terms can also be placed on the employee, for example, not involving themselves in activities that could be deemed as competing against their employer (Daniels, 2022). 
Express terms are not limited to what is written in a contract of employment and can include other documents such as a staff handbook and are known as incorporated terms. Additionally, these terms must comply with the law otherwise they are not enforceable, for example, if the salary stated is less than minimum wage (ACAS, 2023).

15. Could you explain the components and two benefits of effective onboarding? (AC 4.3) (235)
Onboarding provides an opportunity to give new employees a positive first impression of the organisation whilst providing them with important information that they will need to carry out their role (McCartney, 2023).
Waite et al. (2021) suggests the employee induction is the most important factor to effective onboarding. New employees can learn more about the organisation, it’s culture and values when inducted effectively, which often leads to higher rates of job satisfaction due to the link between their role and how it contributes to the organisation (Crail and Watts, 2023). 
With the shift in flexible working and working from home, inductions do not always have to take place in the office and can still be effective if delivered online. The basic principle of an induction remains the same but should be adapted in a way that supports the new starter in developing relationships with colleagues and engages them with the company culture. For example, facilitating virtual or in-person meetings with other employees relevant to their role. Increasing this engagement with hybrid employees can also lead to higher rates of staff retention (CIPD, 2021).
However, it is worth noting that the employee experience often begins prior to their first day. Therefore, communication with regards the new starter paperwork, offer letter and contract of employment should always be clear and consistent as this can largely impact an employee’s first impression of an organisation (Waite et al., 2021).
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