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[bookmark: _Int_JdI8Riq7]How can organisations strategically position themselves in competitive labour markets? (AC 1.1) 238
Conducting competitor analysis enables organisations to assess their business's strengths and weaknesses, gain insights into the market they operate in, identify industry trends, and establish benchmarks for future growth (Taylor 2022). A highly desirable employer can attract and retain top talent due to its reputation for providing exceptional working conditions and benefits. To become an employer of choice, businesses should prioritise three key factors: organisational values, working practices, and the perception of the organisation (Jackson 2019).
Employers should prioritise acknowledging and rewarding their employees' efforts, as it is crucial for employees to feel valued and appreciated for their work. Showing appreciation to employees through thank you, well done, and regular awards can help businesses retain their valuable workforce (CIPD Nd). Such incentives make employees feel valued for their hard work (Boys 2023). 
Employer branding involves promoting the organisation as the preferred employer to a specific target audience. Having a strong employer branding is crucial for a company to become the preferred choice for potential employees. It is common for job seekers to thoroughly research a company before accepting a job offer (Peters 2023). Creating a positive employee experience involves numerous factors such as engaging work, supportive supervisors, a pleasant work environment, opportunities for growth, and trust in leadership. When employees have a positive overall experience, they are more inclined to recommend the organisation to their loved ones, which helps establish the employer as a preferred choice (McCartney 2017). 

What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2) 239 
In a competitive labour market, organisations face challenges in recruiting due to a higher number of job opportunities compared to the available job seekers. There will also be a low unemployment rate and a high number of unfilled job roles. In a competitive labour market, where there are more job seekers than available job opportunities, organisations have the advantage of being able to be more selective in their hiring process (Quilliam 2023). This allows them to carefully choose the right talent and ensure a high-quality hire. In a loose labour market, organisations have the advantage of being selective in their recruitment process and can attract the best talent. However, in a tight labour market, they often must settle for whatever candidates are available to fill positions (Boys 2023). 
During the Covid-19 pandemic, the labour market experienced significant fluctuations as companies had to make tough decisions to cut costs and ensure their survival. Due to the uncertainty, there were plenty of job seekers, but few companies were actively hiring. With the recent surge in the cost of living and inflation, there has been a noticeable impact on the labour market as individuals seek employment to cope with the rising inflation rate (ONS 2021). Organisations need to carefully consider their recruitment plans considering the potential additional costs associated with the cost-of-living increase. They want to avoid any potential reductions in staff that may result from over-hiring at this stage (Boys 2022).

What is the role of government, employers, and trade unions in ensuring future skills needs are met? (AC 1.3) 309
In 2021, the government introduced a programme called "skills for jobs" to assist individuals in acquiring the necessary skills for securing quality employment. According to Skills for Jobs, individuals can acquire the essential skills needed for advancement at any point in their lives, regardless of their location or background (CIPD 2020). It provides complimentary level 3 qualifications that can be completed via apprenticeships, complimentary skills bootcamps, and a lifelong loan entitlement. This helps employers address the skills gap that currently exists and will continue to support the economic needs of industries like construction, clean energy, and manufacturing (Crowley 2022). 
[bookmark: _Int_EI1ZtLC0]It is crucial for employers to prioritise equipping their workforce with the necessary skills to thrive in an ever-changing world. Neglecting this responsibility can lead to underemployment and give rise to various social issues. Employers must prioritise the development of problem-solving, critical thinking, communication, and innovation skills (Crowley 2023). The pandemic has accelerated digitalisation and automation, underscoring the continued importance of human reasoning and interaction skills. Employers have various options to enhance the skills of their employees, such as providing reskilling programmes, apprenticeships, traineeships, internal promotions, and fostering training collaboration. By identifying any potential skills gap, employers can proactively prepare to meet future demand (Taylor 2022). 
Trade unions are committed to providing their members with support for learning and development. They will collaborate with the employer to ensure that employees are receiving the appropriate training and support. Unions play a crucial role in facilitating negotiations between employees and employers for a learning agreement (Suff 2023). Union representatives offer unbiased information and guidance, conduct surveys to identify learning needs, assist in securing funding, facilitate access to higher education, and encourage older workers to embrace learning opportunities. This will help employers prepare for future skills by working closely with the union and employees to ensure they receive the necessary training (Crowley 2023). 

[bookmark: _Int_dajZWvYc][bookmark: _Int_sUqgEhDK]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) 229
Effective workforce planning offers various advantages to a business, including the ability to predict and prepare for future changes in a proactive manner. Workforce planning is an extremely useful tool for organisations to anticipate and prepare for changes in personnel costs, allowing them to plan with great precision. Implementing a well-planned workforce strategy is critical for increasing staff productivity and lowering recruitment expenses (George 2023). 
Organisations can improve their recruitment process by implementing workforce planning to correctly identify the necessary skills required. It can also successfully connect their human resource practices with their overall company strategy by implementing workforce planning (Armstrong 2023). This strategic alignment not only helps HR achieve its goals, but it also promotes the organisation's growth and development (CIPD 2023). Policies that can be connected include learning and development, employee benefits, career development, employee support, and wellness initiatives (Taylor 2022). 
Enhanced employee retention is the outcome of a thorough review of business needs and existing labour competencies. As part of successful workforce planning, businesses can identify positions that are difficult to fill and could have a negative impact on organisational performance if individuals leave (George 2023). The HR department may develop effective ways to address turnover and improve employee retention by carefully examining the variables that contribute to it. Organisations can increase their overall performance by using effective staff planning tactics that avoid delays and distractions.

[bookmark: _Int_xzLlkaHY]I want to introduce workforce planning in my organisation, but I am unsure which technique/s to use. Could you evaluate the techniques used to support the process of workforce planning? (AC 2.2) 307
Understanding the organisation and its surroundings is essential for comprehending its mission, goals, and aspirations. Managers can use this information to strategically align their personnel strategy and achieve their objectives (CIPD 2023). 
The process begins by assessing the organisation's future skill requirements. One way to successfully accomplish this is by clearly defining the expected duties, the essential qualifications for each role, and the most efficient way to allocate them among various job positions (George 2023). An effective strategy involves analysing historical patterns to predict future trends and using budgets to determine the appropriate number of staff members for long-term sustainability (Taylor 2022). Managerial judgement based on knowledge and experience can also be valuable in addressing the questions. 
After determining the required number of personnel and their skill sets, it becomes essential to evaluate the organisation's current resources. Evaluating employee skills can be accomplished by considering person specifications, appraisal information, and internal training data (Armstrong 2023). Then it can make predictions about the future retention of employees. It is crucial to assess employee turnover statistics at this point. 
To assess the gaps, a skills audit can be conducted to determine the extent of the mismatch. This activity can be broken down into three simple steps. It is important to develop a competency framework for each of the common roles. Evaluate every existing employee by utilising an audit form or performance review document and condense the findings to gain an understanding of the current skill set within the entire workforce (CIPD 2018). 
The organisation should assess the most effective utilisation of its current resources to address any skills gaps (Taylor 2022). This may require relocation, providing training, and fostering a culture of knowledge exchange. It can also involve analysing the characteristics of the local labour market and considering options such as hiring contract workers or partnering with other organisations.





Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3) 312
Contingency planning helps minimise the impact of a significant foreseeable event and prepares the business for a smooth return to normal operations afterwards. Contingency planning enables businesses to proactively address both anticipated challenges and unforeseen disruptions (Todd 2020). 
Contingency planning helps to identify potential risks and their potential impact, allowing for a better understanding of the possible consequences if things do not go as planned. By implementing contingency planning, proactive measures will be taken to address potential threats and mitigate risks before they become a problem (Taylor 2022). When it comes to succession planning, the main objective is to ensure that key leaders can be seamlessly replaced by individuals who are well-prepared for the role and have the potential to thrive in various situations such as resignations, retirements, the creation of new roles, growth, and promotions (Armstrong 2023). It is important to address the risks associated with organisational change and minimise any potential issues that may arise during a leadership transition. 
Succession planning involves the identification and development of potential future leaders and senior managers, as well as individuals who can fill important roles within a business (Taylor 2018). 
Succession planning is crucial for employee development and can be aligned with contingency planning to bridge any gaps in their abilities, knowledge, skills, and behaviours required for advancement within the organisation (George 2024). Organisations will strive to effectively handle unexpected situations and minimise potential risks by creating pools of talented individuals. By implementing effective planning strategies, organisations can enhance their preparedness for unforeseen circumstances and ensure they have a pool of skilled individuals to rely on (Clutterbuck 2012). 
The 9-box grid (shown below) is a workforce planning tool that categorises employees based on their performance and potential. 
 [image: ]
The matrix can be used with succession planning and talent pool development to analyse the current talent in the organisation with identified future leaders (Taylor 2022).

[bookmark: _Int_2Ov4vblC]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) 307
Recruitment methods:
Website Recruitment
Advantages: Technology helps manage openings, streamlines processes, has a global reach, permits fast applications, and advertises internal positions across sites and divisions. It promotes employer branding with workplace culture blogs and videos. It speeds up recruitment and administration. All these benefits come at a lower cost.
Disadvantages: Insufficient attention to detail when writing the job description and person specification, a badly designed careers website, or a difficult online application process can lead to a high volume of incorrect applications, damage your employer brand, and turn off candidates. Inaccessible websites may be discriminatory (Taylor 2021).
Internal Recruitment
Advantages: Cost-effective advertising and background checks exist. Promoting from within can improve the organisational culture by fostering staff development and internal advancement. Internal candidates may have an edge during induction days due to corporate familiarity (Taylor 2021).
Disadvantages: Internal resources limit an organisation to experienced candidates and training them may take longer than training external candidates. Employee tension may increase if an inside candidate is not hired. Internal hires may not always have the necessary expertise; thus, organisations may need to hire outsiders (Taylor 2022). 
Selection Methods:
Selection Interviews 
Advantages: Employers can evaluate the applicants' ability to perform the role, while candidates gain a better understanding of the job requirements. Additionally, both the candidate and employer have the chance to interact with each other before making a final employment decision (CIPD 2023).
Disadvantages: Interviews may be influenced by subjective factors, such as a candidate's appearance, leading to judgements being made that are unrelated to job requirements (CIPD 2023)
Psychometric Testing
Advantages: Utilises data that is both affordable and easily acquired by organisations (Jacobs 2018).
Disadvantages: There is a possibility that employees may manipulate their results to align with the selection criteria. Not compatible with other selection methods. Candidates may experience feelings of anxiety (Lucy et al 2023).



[bookmark: _Int_VmaDBup4]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) 263 
Voluntary turnover occurs when an employee chooses to depart from an organisation of their own accord. When an organisation decides to end an employee's employment due to reasons such as mediocre performance, inappropriate behaviour, or redundancies, it is referred to as involuntary turnover (Peters 2024). Functional turnover occurs when employees who are not performing well choose to leave on their own accord. This type of turnover can benefit an organisation, as it does not hinder their ability to effectively complete work. There are two types of turnover: avoidable and unavoidable (Taylor 2018). Avoidable turnover happens when an employee decides to leave because of problems within the organisation. On the other hand, unavoidable turnover occurs when an employee leaves due to external factors beyond the organisation's control. 
Organisations that lack an effective rewards and recognition system may experience high turnover rates. When employees do not feel satisfied at work, their motivation can decline, leading them to seek opportunities elsewhere (Norbury 2019). For employers to ensure employee satisfaction and motivation, it is crucial to prioritise ethical practices and thoughtful job design. 
Employees depart from businesses for a variety of reasons, both internal and external. Numerous factors can contribute to employees deciding to leave an organisation. These factors include low salary, a lack of work-life balance, an inadequate reward system, an unclear company culture, a lack of career progression, and a lack of professional development opportunities (Rigoni 2016). External factors that can influence an employee's decision to leave include relocation, desire for a career change, improved benefits, enticing job opportunities, and higher salary offers (Armstrong 2023). 

[bookmark: _Int_QRZL6KVH]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) 275 
Having talent means possessing a natural ability to excel in a particular area. There are numerous strategies that an organisation can employ to effectively nurture and retain talent, both at an individual and group level. Learning and development are a valuable strategy that helps enhance and retain employees, both on an individual and group level (Hayden 2023). Through upskilling, individuals can acquire new skills and abilities to further their professional growth. By focusing on learning and development, organisations can ensure that employees are equipped with the necessary skills and knowledge to succeed, leading to increased employee retention rates. One of the key benefits of utilising learning and development as a strategy for nurturing and retaining talent is its versatility (CIPD Nd). It allows for personalised skill enhancement for individuals and offers the option of group training. Both approaches contribute to the overall growth and success of the organisation. 
Utilising coaching and mentoring techniques can be an effective method for cultivating and retaining talent, both on an individual and group basis. Coaching is a valuable tool for equipping individuals and groups with new skills, while mentoring helps employees develop the capabilities needed to assume greater responsibilities (Hayden 2023). Coaching and mentoring play a crucial role in fostering talent retention within an organisation. By working closely together through mentorship, managers and employees can strengthen their relationships and enhance collaboration. Our talent development programme includes personalised coaching and group mentoring options. Employees can choose between one-on-one coaching or group sessions, both of which contribute to the long-term success of our business (Quilliam 2023). By offering these opportunities, we foster employee loyalty and a stronger commitment to supporting managers. 

[bookmark: _Int_Qufh4vGR]Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3) 233 
Talent pools are a curated selection of candidates who possess the skills and potential to meet the needs of your organisation (CIPD 2022). The candidates represent a diverse range of qualifications, specialised expertise, previous interest in the organisation, and past employees. Having talent pools in place can significantly expedite the sourcing and filling of positions, leading to enhanced business success and improved recruiting outcomes (CIPD 2022).
Resourcing is a crucial strategy that helps to build and maintain talent pools. Building a talent pool is an essential first step for organisations to proactively identify and attract candidates with the necessary skills and experience for future business needs (Taylor 2021). Organisations should also focus on internal development by utilising their existing employees. Attending face-to-face career fairs at universities is a valuable opportunity for organisations to highlight their brand and attract promising young talent directly from the academic world. Utilising employee referrals can be a valuable strategy for streamlining the hiring process, reducing expenses, and enhancing the calibre of new hires (Collings 2018). This is because candidates are recommended by current employees who are familiar with the organisation. 
It is important for organisations to regularly update their talent pool by considering employees' performance reviews and any additional learning and development initiatives they have undertaken (Hirsch 2018). This way, organisations can tap into the internal resources and skills of their employees, potentially saving costs on external recruitment. 

Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4) 299 
There are many advantages to having a diverse range of individuals in building and supporting talent pools. Embracing diversity can lead to a wealth of knowledge and understanding, while also minimising the risk of discrimination and enhancing the employer brand. One advantage is the boost in creativity (Ali 2022). With a diverse group of individuals from various backgrounds and beliefs, there is a greater potential for fresh ideas and innovative thinking within the talent pool. It is crucial to prioritise the development and maintenance of talent pools as it fosters a diverse range of perspectives and beliefs (Taylor 2022). 
Furthermore, fostering diversity in cultivating and nurturing talent pools can result in reduced employee turnover. When employees feel supported and accepted, they are more likely to stay with the organisation. This is advantageous for the company, as it minimises the need for extensive recruitment efforts and allows them to tap into a diverse talent pool already filled with potential candidates (Frost 2016). Having a diverse talent pool is crucial for organisations to minimise the risk of discrimination. When there is a variety of backgrounds and perspectives in the talent pool, it leaves little room for discriminatory practices. This is especially important for organisations that strive to maintain a positive employer brand image and avoid any perception of discrimination. By embracing diversity in the talent pool, organisations effectively eliminate this risk (McAndrew 2010). 
Having a diverse range of employees with unique skill sets can enhance decision-making within the workforce. By building and supporting talent pools that embrace diversity, organisations can tap into a wealth of perspectives and expertise, resulting in more informed and effective decision-making processes (Armstrong 2023). Efficient decision-making is crucial for any organisation, enabling quick and accurate choices that save time and free up resources for other business operations. 

[bookmark: _Int_9VyfABbX][bookmark: _Int_IbVluoM7]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) 274
When top-performing employees decide to leave the organisation, it is often due to factors such as seeking higher pay, a more favourable work environment, or better hours. This is known as dysfunctional turnover. This type of turnover can negatively impact organisations, as it necessitates the allocation of time and resources towards the recruitment and training of new employees (Peters 2024). When employees leave the organisation frequently, it can lead to additional costs for the company, both in terms of direct and indirect expenses. 
Direct costs encompass the various expenses tied to the process of recruiting and selecting candidates for the open position. Processing information about employees who leave the company and welcoming new employees, while also providing them with initial training, can significantly affect the costs of the business (Armstrong 2023). As a manager, it is crucial to consider the consequences of dysfunctional turnover on an organisation. 
A significant result of this is a decrease in productivity. When a position becomes available, there is a noticeable decline in productivity. Even after a new employee is hired, it takes time for them to grasp their role and responsibilities, which leads to ongoing low productivity. When employees who possess valuable skills decide to depart, it can result in a detrimental effect on the business (Norbury 2019). When their expertise is lost, it can lead to a decline in both knowledge and morale among the team. It is important to also think about the possible decrease in return on investment for the person who has departed from the company. According to Rigoni (2016), individuals may no longer be able to reap the rewards of their previous investments.

[bookmark: _Int_amfHY5Pw]Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1) 365
Fixed-term contracts are typically offered to employees for a specific duration, often to provide coverage for situations like maternity leave or sickness. Fixed-term contracts may be extended if both the employer and employee agree (Daniels 2022). Employees on a fixed-term contract enjoy the same statutory rights as those on a permanent contract, although there might be certain clauses that vary, such as holiday entitlement. 
A permanent contract is the most typical form of contract given to employees who will work regular hours and receive a salary or hourly rate. Employees prefer a permanent contract due to the stability it offers in terms of both finances and job security (Ayling 2023). Permanent contracts are a long-term commitment between the employer and employee and can be ended by either party. 
Part-time contracts are given to employees who will work less than 35 hours per week. The contract will specify the hours of work and any potential overtime. Part-time employees enjoy the same benefits as their full-time counterparts, while also having the advantage of a flexible schedule that accommodates their prior commitments (ACAS 2023). 
A temporary contract is a form of agreement that includes a specified start date but may not have a predetermined end date. This provides the advantage of quickly placing someone in a position without the need to determine the duration of the role (Armstrong 2023). Additionally, the position can be terminated with minimal notice, offering flexibility. Temporary contracts are frequently utilised to fill in for absences due to illness or to supplement the workforce during peak seasons like the holiday rush (Daniels 2022). 
Under zero-hour contracts, employers are not obligated to offer a minimum number of hours to employees. Similarly, employees have the freedom to decline work since they are not bound by any contractual obligations (Taylor 2022). Zero-hour contracts are typically utilised in situations where there is an unexpected occurrence or when employees are required to be available for work on short notice. This type of contract ensures that employees receive annual leave entitlement, minimum wage, and safety provisions (Ayling 2023). 
Contractual arrangements encompass various aspects such as several types of contracts, salary, benefit packages, attendance, sickness requirements, and reporting procedures (Daniels 2022). 

[bookmark: _Int_X1BrJBY4][bookmark: _Int_vH5gKWzq]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) 306
Contracts consist of both stated terms and implied terms. Terms must be documented in the form of a contract and provided to the employee prior to their start date. Some examples of terms that are typically included in an employment contract are the employee and employer names, start date, salary and payment terms, hours of work, holiday entitlement, notice period, job title, and sick pay entitlement (Daniels 2022). 
Implied terms are not dependent on a formal contract but are mutually agreed upon by the employer and employee due to their recognition as a well-established legal obligation. Implied terms play a crucial role in employment agreements. They encompass the employer's responsibility to ensure a safe working environment, the expectation of a relationship built on trust and confidence, the obligation for both parties to remain loyal to the organisation, and the requirement for employees to comply with reasonable and lawful orders (ACAS 2023). 
Expressed terms and implied terms have distinct differences. Expressed terms must adhere to the minimum legal standards, while implied terms can encompass either implied facts or implied laws. Due to customary practices, an event or benefit may be considered an implied term (Ayling 2023). 
If the custom and practice is firmly established within the organisation and consistently implemented and recognised by all employees, it may be incorporated into an employee's contract. Incorporate terms typically pertain to a company handbook or policy, as opposed to being based on custom and practice (TUC 2022). It is important to note that an incorporated term is when it is included as part of another document. In the case of an employee's contract, if it references a company handbook or policy, organisations must provide the specific details of what is being incorporated. For instance, they should send out the policy they are referring to along with the contract (ACAS 2023). 

Could you explain the components and two benefits of effective onboarding? (AC 4.3) 203
When an organisation brings new people on board, it provides them with the necessary tools for success right from the beginning. This process is crucial for their overall development. To facilitate a seamless transfer, it is essential to provide them with clear guidance on the relevant policies and procedures. A well-structured onboarding process can effectively address induction challenges, minimise turnover, and improve employee retention. The onboarding process can vary in duration, ranging from a few days to several months. 
An effective onboarding process involves comprehensive training, appropriate introductions, and ongoing follow-ups. By utilising follow-ups, individuals can engage in effective communication by exchanging questions and sharing information. The onboarding process helps individuals acclimatise to their new roles and working environment. It is important to note that onboarding is necessary for more than just new employees. Customised onboarding programmes are also needed for various groups, including newly promoted employees, remote workers, and transferred employees. Initial orientation, functional training, role clarification sessions, team absorption, and leadership assessment are all practical components of the onboarding process. 
There are numerous advantages and benefits to having a well-designed onboarding process: 
Employees seamlessly blend into their work teams or groups. 
The new employees quickly grasp the organisational values and culture.
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