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1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
Organisations can strategically position themselves in competitive labour markets via many ways.  The importance of forecasting future activity flows from within the business plan and understanding the effects of external factors is critical.  Factors include availability of skilled workers, labour costs and legislation (Gibson, 2021).
A report by the CIPD undertaken in 2022 showed that over 6.5 million UK employees are expected to quit their job over the next year.  Therefore, organisations need to strategically position themselves in a competitive labour market to try and retain workers (Armstrong and Taylor, 2023).   Strategic positioning in competitive labour markets should be via a multi-layered approach, being perceptive to market dynamics and having a talent management programme to be able to attract and retain employees, whilst avoiding competition from other organisations. It’s critical that the organisation’s business plan informs future forecasting activity, recognising these will be affected by many external factors (Armstrong and Taylor, 2023).    
Data collection is also key in terms of identifying talent and skill demands.  Data can be collected in many ways; qualitative internal data (business, people management and product information), quantitative internal data (people management data which includes staff turnover and skills audits), qualitative external data, e.g. PESTLE analysis, and quantitative external data such as skills availability and demographics within the labour market.  An informative source of data also comes from within the Census reports undertaken by the Office for National Statistics, in terms of changing tends and shortages in the labour market and the impact this has upon occupations and demographic groups.   Having a firm understanding of all these data collections ensures that organisations are strategically positioned within the competitive labour market of today (Office for National Statistics, 2021). 



2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
The economic and labour market conditions both have an effect in terms of how organisations recruit, retain and develop their employees.  Economic conditions provide the background to the everyday business of resourcing decisions (Boys, 2023). 
Between September and November 2023, the estimated number of vacancies in the UK decreased by 45,000 on the quarter to 949,000, which was the 17th consecutive period fall.  During October 2023, there were 131,000 UK working days lost due to labour disputes and 49,000 workers were involved in labour disputes.  All these factors have an impact on resourcing decisions (Office for National Statistics 2021).
The total market value of all things produced provides a total measure of the size of the economy, known as Gross Domestic Product (GDP).  A key measure of labour productivity is the GDP per hour worked.  Organisations should continuously review their operations (Boys, 2023).  According to the “Productivity: getting the best out of people” report produced by the CIPD, organisations that invest in skills and wisely adapt modern management practices to the organisation’s needs, tend to have superior productivity (CIPD, 2015).
The market demand for labour is measured by the number of people in employment, number of hours they work and number of unfilled vacancies.  When the labour market is tight (times of high demand), unemployment is low as opposed to when the supply of labour is high, there will be fewer vacancies and many individuals seeking employment.  This therefore has a financial, workforce, and economical impact on resourcing decisions in terms of wages, employment costs, employee engagement (Boys, 2023).



3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3)
Post COVID-19, skills development and life-long learning are more important than ever and form part of economic transformation (International Labour Organization, 2021).
The Government has a role to play in identifying the skill needs of the economy, with a view to identifying skills disparities and emergent areas (Gov.uk, (n.d.).  It’s required to create a flexible, effective, fair labour market, ensuring there are legislation/regulations in place in terms of local, regional and national employees. Welsh Government has targeted four key priorities to ensure future skills are met: jobs and growth, financial sustainability, international skills benchmarking, and equality and equity (Gov.wales, (n.d.). The Government has a role to play in reforming the vocational and technical education system as set out in the Skills and Post-16 Education Act 2022.   The introduction of funded apprenticeship schemes is increasing and undergone significant reform, including development of employer-led apprenticeship standards and funding reforms (Crowley, 2023).  
Given the current volatile market, employees are required to develop critical thinking, problem solving, collaboration, communication, creativity, and innovation skills, given that these transferable skills will be in high-demand over the next 15 years and beyond (Faragher, 2022).  According to research undertaken by the National Foundation for Educational Research and Nuffield Foundation, failure to develop such skills could result in potential underemployment.  Employers are therefore required to have a long-term strategic plan to support the development of these skills to ensure employees can work and flourish in their role (Faragher, 2022).   They’re required to address future skills needs, including identifying future skill requirements and roles at risk of automation, futureproof the workforce and encourage apprenticeships (Faragher, 2022).  
Trade Unions play an important role in terms of facilitating access to learning and training, associated with better outcomes, particularly for harder-to-reach groups (TUC, nd). They improve working life and promote equality for all. TU’s are required to undertake negotiation with employers on employees behalf to ensure adequate training/development opportunities are provided.  They assess employees current and adjacent skills and required to advocate in terms of forming quality training and lifelong learning opportunities in the everchanging labour markets (TUC, 2021).


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)
Workforce planning is “a process in which an organisation attempts to estimate the demand for labour and evaluate the size, nature, and sources of the supply which will be required to meet that demand” (Gibson, 2021). It’s about deciding and defining the number and type of vacancies which require filling within the organisation (Taylor, Woodhams, 2022a).  It can be the most effective activity for an organisation to engage in, providing market and industry intelligence to assist organisations in focusing on the challenges and issues CIPD (2022).  
Workforce planning aims to achieve the seven Rights at each level of the organisation by having the right number and kind of people, at the right places, at the right time (Gibson, 2021):
Strategic Workforce Planning
[image: Strategic workforce planning | CIPD]
Effective workforce planning enables the engaging of people connected with meaningful work, by creating sustainable growth and maximised margins through improved productivity.  The workforce is typically the largest organisational cost; therefore, the impact of effective workforce planning is colossal (Gibson, 2021). 
The impact of effective workforce planning can target inefficiencies, improve employee retention, reduce labour costs, identify, and respond to changing customer needs, improve productivity, make recommendations to deliver strategic value through talent and improve work-life balance (George, 2024).  
Workforce planning should be seen as an opportunity for senior management to engage with and set the agenda for workforce change (George, 2024).  
In summary, the impact and benefits of workforce planning is crucial, given the complexity of workforce changes and the emerging and evolving of different skill sets (Gibson, 2021).



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)
Workforce planning can be adjusted to harmonise any organisation and provides intelligence, both market and industry, to assist in focusing on organisational challenges and issues, and prepares and supports longer-term organisational goals.  The initial stage is to understand the organisation’s business plan in terms of setting the direction (George, 2023). 
The business/corporate plan sets the direction for workforce planning, generating a portrayal of where the organisation is going, predicting future potential contextual situations and any implications relating to the workforce and skills (Gibson, 2021).
The process of workforce planning can be evaluated and supported by utilising the six-stage planning framework (Figure 1) (George, 2023).  
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1. Understanding - Understand the organisation, both current and in the future.
2. Analysis – Identify and analyse employee’s skills, abilities, and talents, as well as demographic, contractual, etc. differences across the organisation.
3. Future Needs – Establish what the future workforce needs are and undertake different scenario planning to formulate contingency and plans in terms of future workforce planning.
4. Identify Gaps – Considering and foreseeing economical and technological changes, identify gaps within the skills and knowledge of the workforce.
5. Action Plan – Develop a flexible action plan to support the process of change.
6. Monitor and Evaluation – Develop actions, monitor and evaluate them regularly (George, 2023).  
Managerial judgement is a simple technique whereby managers sit down, assess future workloads, and decide how many people are required.  However, this can be misleading and unscientific.  Forecasting skill and competency requirements is another technique, which is based on managerial judgement.  However, it should take into consideration changes in technology, market developments, etc.  (Armstrong & Taylor, 2023).

6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
The purpose of succession and contingency planning is to prepare an organisation for the departure of key employees, by ensuring there’s a pool of individuals to replace key employees in the future (George, 2024). 
Bevan et al (1997) proposed that risk analysis can be used to quantify the significance of losing key employees and be undertaken to identify potential risk areas (Armstrong and Taylor, 2023).    
Succession planning usually focuses on individual senior or key positions, however, it also takes a broader approach by targeting a pool of positions (George, 2024).  Contingency planning ensures there’s an organisational workforce plan in place to address potential workforce risks and threats and ensures there are mitigation strategies in place.
[bookmark: _Hlk156501092]Training and development opportunities are one form of mitigating workforce risks by providing more opportunities for employees to increase skills and advance their careers (Armstrong and Taylor, 2023).  Appraisal meetings are key to this process by identifying individual’s career aspirations, assessing current skills and agreeing development.  Development opportunities can include formal training, on-the-job training, mentoring and work shadowing (Taylor and Woodhams, 2022a).
Job rotation is a technique whereby employees rotate their assigned jobs to acquire exposure to different departments/roles within the organisation.  This aims to mitigate workforce risks by ensuring that the required skills and experience is in place to fill key roles effectively if an employee leaves the organisation or changes roles (George, 2024).  Being pro-active in terms of job rotation provides a ready source of future leaders/managers in terms of succession planning to mitigate workforce risks (George, 2024).  



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)
There are benefits and downfalls with all recruitment and selection methods.  How attractive an organisation appears to potential candidates relies on many things, including advertising, the application process, and selection methods (Taylor and Woodhams, 2022b).
A survey undertaken by the CIPD in 2021 found 54% of respondents said that advertising vacancies on an organisation’s website was the most effective method for attracting candidates. However, it’s important to not just advertise in one place as it’s important to encourage a diverse range of candidates (Taylor and Woodhams, 2022b).
An alternative recruitment method is “experience hiring” which is the recruitment of individuals who have skills and knowledge to be able to perform in the role almost instantly.  A benefit of this method is individuals know how to undertake the role, rather than having to train individuals.  The assessment and selection are predominantly based on the ability to demonstrate required skills and knowledge, through previous employment in a similar role or through training and education (Gibson, 2021).  
The selection process commences when there are people to consider for a role and ends at the point when a contract is agreed.  Using an interview process has both advantages and disadvantages.  An advantage is they tend to be structured and can be competency-based, values-based or strength-based (Taylor and Woodhams, 2022b).
An alternative selection process to interviewing is assessment centres.  They’re designed to collate a group of candidates and assess everyone using a range of selection methods.  An advantage of this process is it provides a good measure of everyone’s suitability for the role.  Disadvantages are it tends to be costly and is only viable when there are many candidates (Taylor and Woodhams, 2022b).  


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)
It’s important that organisations ensure that the right people remain in the organisation to continue utilising their knowledge, skills, experience, and expertise (Taylor and Woodhams, 2022b). Employee turnover refers to the number of employees who leave the organisation over a set period and is expressed as a percentage of the total workforce (Peters, 2023).    Employee turnover can have a negative impact on the performance of the organisation; therefore, it’s important to understand the reasons behind why employees leave (Peters, 2023).  Employee retention narrates the number of retained employees, measured as the proportion of employees with a specific length of service articulated as a percentage of the total workforce (Peters, 2023).
Employee turnover rates are forecast to reach an average of 41.4% for 2023 across the UK.  Hybrid and remote workers have the lowest turnover rate at 36.6%, whilst in-office roles are at 43.7% (Brand, 2023).  With employee turnover rates increasing and expected to continue in this trend, it’s crucial for organisations to contend this with intentional solutions and retaining top talent (Brand, 2023).  
There are many factors as to why employees choose to leave or remain with the organisation.  The highest turnover rates tend to occur where unemployment is lowest and therefore is relatively easy to secure alternative employment (Peters, 2023).  
A further factor for choosing to leave could be associated with workforce issues and can be a combination of both “push” and “pull” factors, including dissatisfaction with career progression opportunities, attraction of a new job, poor line-management relationships, discrimination, exclusion, and barriers in the workplace (Peters, 2023). 
Factors which influence employees to remain within the organisation include flexibility, employee wellbeing, careen development, being treated fairly, and good reward management schemes (Peters, 2023). 


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)
Developing and retaining talent across the organisation, both on an individual and group level, can be undertaken by espousing different techniques. The ability to develop and retain talent is important and can necessitate specific interventions, e.g. development programmes, and being able to meet individual needs (CIPD, 2023d).  Given the business volatility and complexion of the 21st century, Fernandez-Awaoz (2014) stated those responsible for hiring and promotion decisions are required to focus on potential and the ability to adapt to ever-changing environments (Harvard Business, 2014).  Managers are required to assess current and prospective employees on five key indicators:
1. The right motivation.
2. Curiosity.
3. Insight.
4. Engagement.
5. Determination (Harvard Business, 2014). 
It’s important to understand the career goals of internal talent and fully integrate it within the organisation (Harvard Business, 2014).
Learning and development programmes are key to developing and retaining the talent of the workforce through upskilling and reskilling.  This enriches skills and aptitudes of both individuals and teams in terms of ensuring there’s the required pool of talented individuals within the organisation (CIPD, 2023d).  
Mentoring can facilitate development opportunities and encourages knowledge-sharing, which encourages the retention of talented and valued individuals (CIPD, 2023b).  
Appraisal meetings are also key in terms of identifying the aspirations of individuals, assessing their current skills, and agreeing a development programme which provides them with the skills required at the next level (CIPD, 2023b).
The company Enterprise Rent-A-Car has a talent system in place and 99% of promotions are from within the organisation.  They gather and compare their data to ensure they know their staff both on an individual basis and a team/group basis.  The importance of understanding the sourcing of talent, based on the needs of the organisation, e.g. higher education establishments, is critical (CIPD, 2016). 



10. Could you evaluate approaches that an organisation can take to build and support different talent pools?  (AC 3.3)
Talent pools contain the resources of talented individuals required to ensure that vacancies for those in fundamental roles can be filled readily.  These individuals may include former employees, previous candidates, and current job applicants (Armstrong, 2023).  Given the increasing competitive job market, having a pool of individuals to quickly take on a role is beneficial (Harris, 2023).  
The size of a talent pool will depend upon the organisation’s talent management strategy and who should be part of it is often defined by the view of the organisation (Harris, 2023).  The scope of a talent pool is determined by talent management policies and strategies, which also influence workforce plans (Harris, 2023). 
It's important to create a dedicated talent pool, whereby talented individuals can be tapped into when required.  The benefits include being able to fill roles swiftly and with the best candidates, it builds a strong talent development culture, and ensures a stable stream of internal talent who can be utilised as needed (CIPD Forum, 2023). 
Another approach is reviewing the organisation’s strategies, which should already have been gathered as part of workforce planning activity; assess the current talent within the organisation to identify skills gaps; establish activities which will assist employees in terms of learning required skills; and finally monitor the progress and undertake regular adjustments (Lauby, 2018).  
Sourcing of candidates is important in terms of finding individuals who meet the minimum requirement.  It’s important to diversify recruitment into talent pools by seeking individuals from diverse backgrounds and industries. This can be done via social media promotion, creating job descriptions, holding recruitment events/open days, and advertising on job boards (Testlify, 2022). This creates a more inclusive and diverse environment and culture.  
Another approach is categorising individuals into specific groups, i.e. based on their strengths and skillsets.  The advantage is there is an ability to filter individuals based on certain criteria and it can accelerate the recruitment process and enhance decision-making (Testlify, 2022). 
Finally, it’s critical to develop and nurture the relationship with candidates who are part of the talent pool, by ensuring there is regular communication to ensure these talented individuals remain interested (Harris, 2023).



11. Could you evaluate two benefits of diversity in building and supporting talent pools?  (AC 3.4)
Diversity is “the fact of there being people of many different groups in society, within an organisation, etc.” (Cambridge Dictionary, 2019).  It’s the employment of people from different genders, ethnicities, cultural backgrounds, age, sexual orientations, etc.  Research indicates that organisations with a diverse workforce are 35% more probable to encounter vaster financial returns than their respective non-diverse counterparts, and one in three individuals won’t apply for a position that lacks diversity (Stahl, 2021).  
Employee diversity is an important factor of the wider workplace diversity and inclusion.  Employers must be mindful and aware of how diverse their organisation’s talent pool is, both during the initial stages of building it and whilst growing and supporting it (Affleck, 2021).  
Diversity can assist businesses in terms of understanding and serving their customers/clients better and being able to identify new market opportunities.  Embracing ideas and practices from different perspectives initiates an inclusive culture whereby employees become organisational ambassadors (Stahl, 2021). Colleagues naturally learn from each other’s cultures, resulting in deeper understanding of the different diversities and therefore leading to the creation of new thoughts and ideas (Stahl, 2021).  
A diverse talent pool ensures there’s a large pool of suitable candidates, leading to better innovation and creativity.  Employees from different backgrounds, with an array of life experiences, provide multiple perspectives (Stahl, 2021).  Increased creativity within the workplace helps to inspire unique marketing strategies, with research indicating that companies who embrace diversity are 1.7 more times innovative (Stahl, 2021).  
An openness to diversity broadens access to the best talent through improved innovation, creativity, reputation, engagement, reputation, and overall results, whilst ensuring there are open and inclusive workforce cultures whereby employees are valued and respected (Ali, 2022).  



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)
Employee turnover is the proportion of employees (voluntary and involuntary) who leave an organisation expressed as a percentage. The performance of an organisation can be negatively impacted by employee turnover (Peters, 2023). Employee turnover varies between occupations, organisations and across regions.  Turnover rates are known to be higher where there are low unemployment levels and therefore relatively easy to secure alternative employment (Peters, 2023).  
Employee turnover can be particularly challenging where skills are scarce and/or there are hard to fill vacancies.  Employees with specialist skills and those who have built up good relationships with customers can be damaging in terms of loss for the organisation, particularly if they move to a direct competitor (Peters, 2023). 
Dysfunctional employee turnover can have a substantial financial bearing on organisations, both direct and indirect (Taylor and Woodhams, 2022a).  Costs include recruitment and selection, administration of the resignation, induction and training for replacement employees and covering the post during advertisement and onboarding (Peters, 2023).  
The Resourcing and Talent Planning Survey undertaken by the CIPD in 2022, indicated that only 17% of respondents calculated the cost of labour turnover, suggesting that organisations are required to do more to measure and evaluate employee turnover (Peters, 2023). It’s equally important for HR professionals to calculate the costs of dysfunctional employee turnover to understand the extent of the issue and obtain commitment from senior managers to support retention initiatives (Taylor and Woodhams, 2022a).  
In summary, dysfunctional high employee turnover can result in hard-to-fill vacancies, a bad reputation, poor customer relationships, skills scarcity and high costs associated with recruitment and agency/bank workers (CIPD, 2023c).  



13. Could you assess suitable types of contractual arrangements dependant on specific workforce need.  (AC 4.1)
Contractual arrangements are an agreement between two parties and can be in written or oral form. The UK law recognises three main types of employment status: employee, worker, and self-employed.  Employee status is defined by the Employment Rights Act 1996 as an individual who has entered into or works under a contract of service or apprenticeship.  Workers include those employed via an agency/supplier.  Self-employed includes independent contractors, freelance workers (CIPD, 2023a). Contract types include full-time and part-time, permanent, temporary, fixed-term, and zero-hour contracts (GOV.UK, n.d.).  
The type of contractual arrangements can be very dependent on specific workforce need (CIPD, 2023a).
Temporary staff can be hired through agencies.  Payment is paid to the agency for the worker, including NI contributions and statutory sick pay.  It’s the responsibility of the agency to ensure the worker obtains their rights under working time regulations, however, the employer/organisation is responsible for the worker’s health and safety (Gov.uk, n.d.).  A key example of being agency dependant is the NHS.  Data shows that NHS (England) spent £3billion on agency workers in 2021/22 and a further £6billion on bank staff during the same period.  The data comes amid record shortages of nurses across the NHS, with almost 47,000 vacancies in England alone.  Given the increasing demands on the NHS, temporary staff play vital roles in terms of providing safe patient care (Ford, 2022).
Contractors, consultants, and freelancers are self-employed or part of another company.  Whilst they’re not entitled to the same rights as workers, the organisation hiring them are responsible for their health and safety (Government Digital Service, 2012).  A specific workforce need for this type of contractual arrangement can be during particularly busy periods, to temporarily cover an absent member of staff, or to work on a specific project requiring specialist input.  Outsourcing contractors can be more cost efficient and require less management.  This arrangement is often utilised within specialist areas, such as I.T. (Oddy, 2020). 



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)
A contract is a legally binding agreement between two or more parties and contains certain legally enforceable rights and obligations.  Most contracts are a combination of both express and implied terms (Ayling and Suff, 2023).
Express terms are provided in writing or verbally and includes documents such as a staff handbook (Ayling and Suff, 2023).  They’re required to comply with minimum legal standards, e.g., the right to rest breaks, paid holidays and includes information relating to pay and working hours (ACAS, 2023).  Express terms are based on the words of a contract as opposed to actions, which form the implied terms (Peninsula Group Limited, 2023).  
Implied terms include obvious things that don’t require to be written and terms which derive from employment law (ACAS, 2023).  Although implied terms are often unwritten and non-verbal, they’re legally binding and are implied via several ways, including by statute, common law, custom and practice, and to reflect the presumed intention of the parties (Peninsula Group Limited, 2023).  They include the following: 
· A duty of mutual trust and confidence between the employer and employee.  
· To be provided with a safe workplace and system of work.
· Duty to provide work.
· Right to a minimum period of notice.
· Right to be paid at least the minimum wage/living wage.
· Equality in terms of men and women’s pay. 
· Not stealing from your employer (Gov.UK, 2012).


15. Could you explain the components and two benefits of effective onboarding?  (AC 4.3)
Onboarding is the transition between a new employee joining the organisation and becoming settled and competent (Taylor and Woodhams, 2022).  Onboarding provides an opportunity for managers/employers to engage with new employees, ensuring they have the knowledge required to undertake their role and to be welcomed to the organisation. Research indicates that positive onboarding increases employee retention (CIPD, 2017).  The main aim is to create a good organisational impression, provide necessary information, and reduce the likelihood of the employee leaving (Armstrong, 2023).
The component of effective onboarding includes many points. Pre-Employment Information; the importance of employee experience prior to the first day of employment is increasing within organisations, particularly by ensuring that employment communications are engaging (CIPD, 2023b).  Organisation/Department Information; new employees require an understanding of the organisation, culture, people, policies/procedures (McCartney, 2023). Clarification of Expectations; new employees require a clear expectation of their role to undertake their role effectively (McCartney, 2023).  Support & Development; development opportunities and in-house courses ensures employees understand that the organisation is investing in them (McCartney, 2023).    Socialisation; this is how working relationships are built between new employees and their new team/colleagues (CIPD, 2023b).  
One benefit of effective onboarding is reduced turnover and absenteeism (CIPD, 2023a).   Where skills are scarce, recruitment costly and there are hard to fill roles, employee turnover and absenteeism can be problematic.  Effective onboarding ensures employees are retained and happy in the workplace (Peters, 2023). 
Another benefit is increased employee resilience and commitment (CIPD, 2023a).   Since the COVID-19 pandemic, employee resilience and commitment has become more important than ever.  Organisations are becoming more reliant on a resilient and committed workforce who have self-reliance, positive attitudes, and good coping strategies.  Effective onboarding can assist in ensuring that resilience and commitment are in place (CIPD, 2020). 
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