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5HR02 Talent Management & Workforce Planning 

1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
It is imperative organisations take a comprehensive approach incorporating three key initiatives to strategically position themselves within the labour market.  According to Taylor and Woodhams (2022) this includes; competitor analysis, organisational positioning and employer branding.  
For a competitor analysis to be effective it is advisable to identify and evaluate equal competitors in order to understand the competitive environment.  By evaluating rival plans and highlighting marketing opportunities while identifying any risks, this can allow organisations to make evidence-based decisions remaining at the forefront of an ever-changing labour market (Taylor and Woodhams, 2022).   
For an organisation to place themselves in prime position a harmonising balance between reward in monetary value and a positive workplace culture must be met (Taylor and Woodhams, 2022).   A multifaceted approach ensures that organisations match their values to reality providing employees with benefits such as flexibility to work from home, ensuring they feel valued, and their voice recognised while also offering a competitive salary to equal competitors (Jacobs, 2021).
Employer branding can be defined as understanding the needs and wants of their stakeholders ensuring these align with organisation values promoting a positive organisational culture whilst also incorporating ethical standards throughout the practice of the people strategy (Peters, 2023).  This also links into the employee lifecycle and attrition rates, and how a company is seen as a ‘place to work’.  By following fair and ethical recruitment processes while also considering retention strategies organisations can foster employee loyalty with the support of a positive employer brand (CIPD, 2024).   
All of the above strategies combined lead to creating a competitive edge in the labour market while also ensuring organisations can attract top talent and also retain valuable employees (CIPD, 2024). 280 words 

2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
A crucial role in the resourcing of staff is the ‘labour market’ as it serves as the intermediary concerning employers and workers and the supply and demand for labour (Taylor and Woodhams, 2022).    
When there is a greater demand for employment than there is supply the labour market is deemed as ‘tight’ resulting in greater job vacancies than there are candidates.  This can result in organisations having to increase wages to attract and retain staff which can impact wage inflation rates in the economy (Boys, 2024).  However, when the labour market is loose job seekers exceed the number of current vacancies which can lead to high unemployment rates and drive down wages (Boys, 2024).  This can impact resourcing decisions due to available talent, monetary reward, skill gaps and regulatory changes such as new / amended employment legislation to name a few (Taylor and Woodhams, 2022). 
As such, in the instance of a ‘tight’ labour market and to link with the evolving market conditions it is appropriate to upskill existing employees which is not only beneficial to the organisation but also the economy by keeping people in employment.  It also ensures that the differentiating industries have the workforce required which is crucial for economic growth and efficiency (Taylor and Woodhams, 2022).   When the labour market is deemed as ‘loose’ unemployment is high and the government may opt to introduce and implement policies focusing on creating jobs and retraining programmes (Taylor and Woodhams, 2022).  
According to Jackson (2024) when organisations understand the labour market, they can implement adaptive resourcing techniques and be flexible in their approach to attract, develop and retain the workforce required in order to be successful.  Furthermore, by undertaking and implementing workforce planning organisations can foresee what is essential in the way of skills required in the future implementing appropriate strategies ensuring they have the required talent pool to meet strategic objectives (Jackson, 2024).   315

3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3)
According to Crowley (2023) a well-matched labour market enhances productivity as workers retain the skills required within their roles boosting job performance and efficiency while also positively impacting economic growth and societal wellbeing.  As the government’s main interest is to safeguard the economy, policies such as the Skills and Post-16 Education Act (2022) have been implemented to align with the requirements of the labour market.  The Act aims to develop workforce skills, vocational education and training in order to fulfil employer and industry desires (GOV.UK, 2022).
The employer’s role is to ensure that the workforce is provided with appropriate learning and development opportunities ensuring their skills are applicable (Crowley, 2023).  As AI is transforming the way we work it is evident that some jobs in the future will become obsolete, so while some workers may become ‘superfluous’ it also poses an opportunity for employers to provide employees with upskilling prospects, enabling them to meet the demands of an ever-evolving labour market (Taylor and Woodhams, 2022 p.33).  
Trade Unions (TU) play a prima role in promoting and campaigning for their members training and development by partnering with employers and educational institutes ensuring future skill demands are met (TUC, 2021).  The Union Learning Fund (ULF) promotes skill development and learning for employees facilitated by TU’s and it is estimated that this adds £1.65 billion to the economy having a positive impact on attrition rates, salaries and productivity.   It is also worth noting that research has proven that employees who are a union member are 37% more likely to access training in comparison to 22% of ‘non-unionised’ employees (TUC, 2021).  267 words 

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)
Workforce planning is the method of ensuring employees align with organisation strategies, assessing future supply and demand and implementing changes to match corporate goals.  If done effectively, workforce planning can offer multiple benefits such as optimised staffing levels, improved productivity, talent management, enhanced employee engagement and strategic alignment to name a few (Taylor and Woodhams, 2022 p.38).   
According to Taylor and Woodhams (2022 p.38) there are 4 core elements to be forecasted when implementing workforce planning;
· Future demand for skills 
· Skills the organisation will possess in the future 
· Identifying skill gaps between future demand and supply
· How to reduce skill gaps 
Key concerns to consider are ensuring that it aligns with the organisations strategic objectives while linking people management to the process, effective communication throughout the organisation and obtaining relevant and reliable data guaranteeing evidence-based decisions are made (George, 2023).  
By assessing an organisations future anticipating new technology, plans can be put into place to provide employees with appropriate training closing any skill gaps.  This not only improves productivity but also assists in organisations meeting their strategic objectives (Taylor and Woodhams, 2022 p. 39).  
Undertaking tasks such as appraisal meetings between employees and managers, future aspirations can be discussed and plans put into place to enable employees to meet their career objectives (Taylor and Woodhams, 2022 p.40).  However, George (2024) comments that there are logical disputes in only promoting internal staff and by widening the talent pool to external candidates can bring innovation to an organisation.  
In conclusion, workforce planning provides organisations with a competitive edge in the labour market ensuring they are adequately equipped to face present and future challenges while also strategically managing their human capital (George, 2023).  280 words 



4. 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)
Several techniques can be used during the workforce planning process, however each strategy has their own benefits and choosing a technique(s) is specific to the goals and resources of an organisation (Organ and Watts, 2024).  
A PESTLE analysis is a useful tool that can be used to gain competitive advantage by evaluating the external factors; political, economic, sociological, technological, legal and environmental (CIPD, 2023a).  It is a straightforward framework to help in identifying future threats to an organisation resulting in strategies being yielded to curtail impact while also identifying future opportunities (Battista, 2024).  However, Battista (2024) also argues that to be effective it needs to be undertaken regularly resulting in it being a time-consuming task and furthermore, the collected data could be founded on hypotheses that later prove to be false which could then impact the organisation negatively.  
People analytics such as exit interviews provide the opportunity to not only review the costs associated with attrition rates but also forecast supply taking into consideration future resignations and retirements (Taylor and Woodhams, 2022 p.39).   Moreover, they offer insight as to why employees leave, highlighting any trends by delivering intuitive data enabling organisations to develop and adopt retention strategies.  This not only delivers a cost benefit but also enhances the culture of the organisation (Symonds, 2023).  In opposition, Marr (2020) argues that in order for people analytics to be of value trust must be a top priority while also understanding the ‘ethical pitfalls’ ensuring transparency is key and respondents are aware how the collected data will be managed.  
Leveraging a combination of both qualitative and quantitative approaches aids in forecasting the supply and demand of the workforce, enhancing attrition rates while ensuring a skilled and capable workforce is maintained meeting the organisations strategic objectives (CIPD, 2023a).  294

5. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3) 
Succession planning safeguards the seamless running of an organisation during periods of transition whereas contingency planning ensures any potential future risks to the business are mitigated, both playing a key role in the success of an organisation (George, 2024).  
Historically succession planning would be limited to the most senior and business critical roles however in recent years this has included the workforce as a whole (Taylor and Woodhams, 2022 p.40).  The aim is to adopt a strategic approach to identifying and developing internal candidates rather than external by assessing existing capabilities and producing development plans to bridge the gap (George, 2024).  This can aid in leadership voids while also enhancing employee engagement and retention providing clear progression paths (George, 2024).  
Appraisal meetings play a key component in the process by determining what employees wish to progress through the organisation and developing a plan to enable them to do so which could include but is not limited to; coaching and mentoring, further education or attending board level meetings for experience purposes.  By doing so organisations can build a pool of talent from which a suitable candidate can be selected from when a vacancy arises (Taylor and Woodhams, 2022 p.40).
Contingency planning is a pre-emptive approach that focuses on preparing for unforeseen occurrences such as sickness or disasters such as COVID-19, mitigating risks to the organisation (Palmer, 2020).  COVID-19 was a prime example as to why contingency plans are effective as during lockdown restaurants began expanding their takeaway options, keeping people employed while also still being able to run effectively with minimal financial repercussions (Leonard and Main, 2023).    266 words

6. 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)
Having a robust and adequate recruitment process in place is integral in the running of an organisation ensuring the demand of the role can be met by the workforce, guaranteeing they are equipped with the skills to do so, this is especially in important during a ‘tight’ labour market (McCartney, 2023a).  
Recruitment / Selection Method 
	Method
	Strengths 
	Weaknesses

	Internal advertising 
	· Enhanced employee engagement
· Career progression opportunities 
· Improve retention (McCartney, 2023a) 
	· Limited pool of candidates 
· Lack of innovation 
· Limited experience (BBC, 2022)

	External advertising 
	· Widen the talent pool
· Bring innovation to the organisation (BBC, 2022)
	· Costly & time consuming 
· Not as familiar with the running of the organisation (BBC, 2022)

	Interviews 
	· Evaluate candidates experience and ability to fulfil the role 
· Conduct direct and fair comparisons between candidates based on objective criteria (McCartney, 2023b)
	· Unconscious bias of the interviewer impacting judgement 
· Overemphasis on experience provided by candidate (IndeedEditorialTeam, 2024)

	Assessment Centres
	· Comprehensive evaluation 
· Interactive and engaging (McCartney, 2023b) 
	· Resource intensive 
· Only suitable for mass recruitment vacancies (Taylor and Woodhams, 2022 p.45)



As displayed in the table above, different methods of recruitment and selection carry their own strengths and weaknesses.  It is important to use a variety of different methods during the recruitment process which is most suited to the role you wish to fill.  It is also imperative to ensure that Equality, Diversity and Inclusivity are at the forefront of recruitment processes.  For example, best practice would be enquiring as to whether the applicant has any disabilities providing the organisation with the opportunity to make any reasonable adjustments accordingly (McCartney, 2023a).  Robust recruitment procedures should also aim to eliminate hidden biases providing a fair process for candidates while enabling organisations to attract and retain diverse pools of talent (McCartney, 2023b).  288 words 

7. 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)
Turnover and retention trends 
According to Taylor and Woodhams (2022, p.50-51) employees may decide to depart their organisation for various reasons, these can be split into 2 categories: unavoidable and avoidable.  Unavoidable turnover occurs due to factors such as ill health, domestic obligations or relocation where the decision to leave is unrelated to the organisation and outside of a managers control.  Whereas avoidable turnover, which is anticipated to be 90% of the cause of people leaving, is due to discontent in the organisation (Taylor and Woodhams 2022, p.50-51). 
Other impacts to consider are also the ‘push and pull’ factors.  These could be a new job offering a greater salary considered a ‘pull’ factor or a ‘push’ factor such as lack of career progression or conflict with a line manager (Peters, 2024a).  
Influencing factors 
The psychological contract is built upon the expectancies, principles and understanding of mutual responsibilities between the employee and employer.  If an employee believes the ‘contract’ has been breached this can be influential in their decision to resign; this would be classified as avoidable turnover (Peters, 2024b).  While there is a variety of reasons people may feel the contract has been breached, often the main issue is unrealistic expectations which occur during the recruitment process which is why it is imperative job descriptions are accurate and expectations are discussed during interview (Taylor and Woodhams, 2022 p.57).  
Total reward systems are a comprehensive approach in engaging and retaining employees and consists of monetary reward, career progression opportunities and work-life balance to name a few, supporting requirements of both the employee and organisation leading to a positive impact on strategic objectives (Cotton, 2024).  However, for a total reward system to be of value all members of the organisation must ‘buy’ into it which leads to certain challenges as everyone’s wants and needs are individual to their own circumstances meaning that a holistic approach should be taken (Cotton, 2024).  318 words 

8. 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)
It is believed that everyone has their own set of attributes which can be enhanced through strategic development plans benefiting an organisation (Quilliam, 2023).  By combining individual and group level tactics, organisations can establish a multifaceted strategy to talent management and retention that effectively addresses the needs of the workforce personally and as an entity (CIPD, 2023b). 
According to Reeves (2023) nearly a third of all employees believe mentorship to be beneficial building a positive workplace environment.  It is not only beneficial to the mentee but also to the mentor, providing innovation and new ways to solve problems.  While not only boosting productivity and engagement mentorship programmes also have a positive impact on retention rates.  When employees believe an organisation want to invest in their skills and development, they feel more valued and in turn are less likely to seek alternative employment (Reeves, 2023).  
A group level approach could be team-based training conducting an organisational wide skill workshop to close skill gaps, foster collaboration and enhance communication through team working (McKinsey & Company, 2023).
Strategies such as mentoring provide personalised learning and are explicit to an employee’s needs and provide direct benefits which align with their career aspirations (Reeves, 2023).  Whereas group focused training enhances collaboration fostering a positive culture of teamwork and communal support resulting in enhanced productivity while also being of a cost benefit to the organisation (Creighton, 2018). 
Therefore, talent development and retention require a combination of both individual and group learning strategies ensuring that employees are equipped with the specific skills required to do their role competently while also building a strong, unified and high performing workforce driving organisational success (McKinsey & Company, 2023).  278 words 

9. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
According to Indeed Editorial Team (2022) a talent pool can be defined as a group of potential candidates who are identified as having the attributes required to fill desired roles within an organisation when they arise to aid in achieving their strategic objectives.  To create a strong and diversified workforce capable of handling current and future challenges organisations must build and nurture various talent pools (Indeed Editorial Team, 2022).  This can be done via fair and inclusive recruitment processes ensuring biases are removed allowing for a wider pool of talent to be acquired (Taylor and Woodhams, 2022 p.46).  
Performance reviews and learning and development programmes are a key component in supporting the talent of an organisation’s workforce.  Performance reviews support and encourage the growth of employees and ensuring they are equipped with the desired skills to fulfil their job role.  It also provides opportunity to create development plans which not only align with an employee’s career goals but also the strategic objectives of the organisation (Gifford, 2024).   
Learning and development programmes ensure that employees have up-to-date skills matching current requirements for example, technological advancements as AI transforms the way we work, while also encouraging continuous knowledge development (Quilliam, 2024).  
However, Lauby (2018) argues that for these processes to be successful regular monitoring should take place as well as observing the labour market as this can have a direct impact on development strategies.  Furthermore, by evaluating talent management using both qualitative and quantitative data organisations can make evidence-based decisions to determine that strategies are justified and remain aligned with strategic objectives (Quilliam, 2024).  262 words
10. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
A diverse workforce inclusive of employees from various backgrounds, ethnicity, gender and age to name a few are critical for establishing a diverse talent pool within an organisation (Sands, 2023).  
According to McKinsey, (2022) by adopting inclusive and fair recruitment processes organisations are able to attract and retain a diverse pool of candidates fostering innovation.  Diverse teams can provide different viewpoints in turn producing creative and innovative problem-solving solutions that a more homogenous group might not consider (McKinsey, 2022).  When organisations implement appropriate diversity strategies that are more representative of society, they will not only increase their talent pool but also improve overall employee productivity while building a strong organisational culture resulting in improved retention rates (Lewis, 2024).
Another benefit of diversity is that it provides organisations with a competitive edge, improving their employer brand further widening the talent pool (Lewis, 2024).  Organisations with a diversified workforce tend to be considered as an ‘employer of choice’ therefore being more attractive to prospective candidates and underrepresented groups (Bush, 2023). By including diversity in part of their employer branding, organisations are also consistent with corporate social responsibility (CSR) objectives and help assure compliance with the Equality Act 2010 (Haan, 2024).  
Research has also proven that organisations with a diverse workforce are 35% more probable to have greater financial revenues in comparison to non-diverse ones (Lewis, 2024) further proving that integrating diversity into the workforce provides many benefits to an organisation, not only enabling them to attract top talent but also retain it while showcasing their commitment to Equality, Diversity and Inclusion (EDI) (Sands, 2023).  262 words


11. 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)
Taylor & Woodhams (2022, p.49) define dysfunctional turnover as the exit of high-performing employees whose departure will have a rippling effect throughout the organisation.  While there is no specific threshold at which employee turnover begins to negatively affect an organisations performance, factors such as labour market conditions, available talent, advertising costs and the cost of training new talent can all be influential (Peters, 2024a).  
Dysfunctional turnover can have both direct and indirect costs to an organisation (Taylor and Woodhams, 2022 p.50).  Direct costs can be due to the cost of covering the vacant role, for instance paying staff overtime, whereas indirect costs could be due to a decrease in team morale due to an employee’s departure.  Low morale and poor retention rates also impact an organisations culture destabilising the workforce with research revealing that 22% of long-term employees would consider leaving (Cholteeva, 2022).  
The cost of recruitment including advertising, interviewing and on-boarding can be considerable as well as training new employees to accomplish the productivity level of previously departed employees incurring further cost implications (Hall, 20219).  Aside from the fact of financial implications, dysfunctional turnover can also create operational disruption due to gaps in the workforce creating hard to fill vacancies due to the level of skill a high-performing employee acquires resulting in overall reduced productivity levels (Hall, 2019).   
In conclusion, organisations that manage dysfunctional turnover proactively can attain stability, productivity and success in reaching strategic objectives while also remaining in prime position in the labour market (Peters, 2024a). 249 words

12. Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1) 
There are several types of contractual arrangements which can be applied such as, permanent, fixed term, full-time and part-time, agency, contractors and zero-hour contracts (GOV.UK, 2024).  Determining the type of contract that will be issued is influenced by the workforce requirements alongside financial limits while also being legally compliant (Phillips, 2022).  
According to Nikoloska, (2023) permanent full-time employment contracts tend to be the most favourable as they guarantee a consistent delivery in service as the contract is valid until either party, employer or employee, choose to terminate it and this usually comes with notice provisions.  It also provides employees with benefits such as job security, annual leave entitlement and organisational reward packages (Nikoloska, 2023).  
In contrast, fixed-term contracts have a specific end-date and are favourable to cover gaps in the workforce due to maternity leave, long-term absences or for when rolling out a new project (Silkin, 2023).  Employers can choose to extend a fixed-term contract at the end of the term if business needs require it. However, it is worth noting that employees who have been consistently engaged for 4 years or more on consecutive fixed-term contracts have the automatic right to be treated as a permanent employee (Silkin, 2023).  
Agency workers are appropriate when there are gaps within an organisation that need to be filled at short notice but with someone with the suitable skills and attributes to be able to fulfil the role competently (Silkin, 2022).  However, they also come with drawbacks such as failure to abide by organisational policies due to the lack of contractual obligation (Silkin, 2022).
In conclusion, organisations can optimise their workforce, manage budgets effectively and maintain operational efficiency by aligning contractual arrangements with unique workforce demands (Ayling and Suff, 2023).  287 words

13. 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)
An ‘express term’ in a contract refers to provisions and conditions that are explicitly specified and agreed by both concerning parties, i.e. the employer and employee (Daniels, 2022 p.67).  These terms are well established either in written format or orally, leaving no opportunity for misinterpretation (Suff, 2023).  According to Suff (2023) they concern matters such as hours of work, annual leave entitlement or flexible working which must abide with the relevant employment legislation.  Failure to do so will make them null and void in a court of law (ACAS, 2023).  
In contrast, implied terms in a contract are clauses that while not specifically stipulated, are present due to the nature of the agreement and are provisions that are deemed to be automatically part of the contract (Suff, 2023).  According to Daniels (2022, p.67) these usually develop following “collective agreements, statue, custom and practice, the courts and work rules”.  For example, custom and practice includes the behaviour and conduct of employees ensuring not to violate organisation policies while abiding by the organisational values (ACAS, 2023).  Employment Tribunals consider implied terms to interpret the intentions behind the employment contract, ensuring fairness and justice within employment relationships which is why it is important expectations are apparent and the repercussions made clear if these are not met (ACAS, 2023).  215 words 
14. Could you explain the components and two benefits of effective onboarding? (AC 4.3)
Effective onboarding is a comprehensive process in which new employees are efficiently integrated into an organisation ensuring they become a productive team member (Baluch and Main, 2022).  
Key components in ensuring best practice is followed during the onboarding stage include but are not limited to; pre-boarding, induction, training and development and mentoring (Baluch and Main, 2022).  Pre-boarding constitutes as the communication you have with your employee prior to their start date aiming to engage with the employee in a meaningful way (McCartney, 2023c).  The induction process provides prime opportunity to set expectations and to discuss any support and development requirements while also offering the opportunity for a mentor if desired (O’Keefe, 2023).  
By incorporating an effective onboarding process organisations can expect to enhance new employee productivity by up to 62% while also improving overall productivity.  It also reduces the new employees time to productivity ensuring they use their full skill set from the get-go (Edwards, 2024).  
A further benefit is increased employee retention with research demonstrating that employees who experienced a positive onboarding process are 69% more likely to stay with an organisation for a minimum of 3 years (Mundey, 2023).  Furthermore, this will also be beneficial financially as the cost to retain employees is far less than the cost to advertise and employ new (Mundey, 2023).   
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