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How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
The labour market is where employers find their employees and employees find their jobs’ (London, 2023) In every organisation there will come a time where the organisation will struggle to recruit and find the needed talent for a specific job role. This could be for many reasons; organisations need to ensure they are strategically placed in competitive labour markets. (Lincoln, 2021) 
Organisations need to ensure that they are completing a competitor analysis, this is when the organisation can discover what the competitors are doing to attract and recruit talent and to stand out as an employer of choice. The way which a competitor analysis is completed is by; identifying the products or services the organisation needs to evaluate. The organisation would then need to seek its direct competitors and the indirect competitors. The organisation would the need to determine which parts of their competitors’ businesses are worth investigating into. The organisation would then to conduct all this research and document it all. Lastly, the organisation would then need to identify the areas that they would need to improve, make these changes, and then track the results. (Fairlie, 2023)  
Organisational positioning, this is how the organisation positions themselves within the labour market. For a business to position themselves correctly would mean that they would then put themselves in the position of becoming an employer of choice. ‘An employer of choice is a employer that delivers a superior employee experience and whom workers choose to work for when presented with other employment choices’ (Earnipay, 2022)
Employer branding, this is when the organisation presents themselves in distinctive way, and in the best possible light to be able to attract new talent and retain their existing employees by providing them with job satisfaction.  (CIPD, 2023)
What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
Labour market conditions determine how people are recruited, retained, and developed. During the periods of relatively high demand the labour market is said to be tight, and the unemployment levels will be low, and a large amount of unfilled job vacancies. On the other hand, loose labour market conditions occur when there are more unemployed people than job openings.  (CIPD, 2023) 
A way which trends can be analysed is by using SWOT analysis, SWOT analysis is strengths, weaknesses, opportunities, and threats. This analysis method is used for identifying the strengths, weaknesses, opportunities, and threats that shape current and future opportunities and help develop strategic goals.  (Kenton, 2023) but also, the other analysis method which is used is PESTLE, which is, political, economic, social, technological, legal, and environmental. (CIPD, 2023) it’s important that people professionals are able to use the SWOT and PESTLE analysis to be able to assess the ever changing labour markets. 




What is the role of government, employers, and trade unions in ensuring future skills needs are met? (AC 1.3)
The Governments role in ensuring future skills needs are met are by having economic growth and prosperity. This is dependent on the country and how many people are working versus how many people are unemployed. The people who are in work this would also mean productive they are being in the workplace. The Government need to be able to offer growth opportunities for the employees of organisations as this will help with the skillsets of employees in the workforce and if there is investment in the skillsets and training then this will reduce turnover rates and improve productivity. (CIPD, 2023)
The employer’s role in ensuring that future skills needs are met is that the employers must understand the importance of investing and improving the skill levels of employees. To ensure that a business has sustainable and effective talent and succession planning then the organisations need to understand their current business needs but also the future of the business and what the needs may be then.  Employers also need to look at their in-house development programmes and coaching to make these a culture which makes learning encouraged across the organisation. (CIPD, 2023)
The Trade Unions role to ensuring future skills needs are met are a very important role as Trade unions facilitate access to learning and training for employees ensuring that every employee has access to multiple learning opportunities which would then lead to better outcomes for all employees these may look like promotions or just increased knowledge to be able to improve their skill sets.  
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 when there is process of, analysing, forecasting, and planning workforce supply and demand, assessing gaps and determining target talent management innervations to ensure that an organisation has the right people with the right skill sets. (Health, 2023)
‘Hard’ workforce planning is all about numbers, predicting how many people with what skills are needed. But there is also ‘soft’ workforce planning which is when a business is defining their strategy or developing a strategic framework within which information can then be assessed. A good management team can he drive maximising performance of the team. (CIPD, 2023)   
If workforce planning forecasting is done correctly then the organisation would then be able to be prepared for spikes in demand and avoid overstaffing in the quieter periods for the year. If the organisation forecasts correctly then they would be able to save money as they would have control on labour costs as they will be aware of how many employees are needed during the different periods of the year. (Shopworks, 2022)
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 is when there is a process in place to be able to determine how many employees are needed during periods of the year. There are a number of techniques which can be used to forecast demand.
Managerial judgement, this is when management of the organisation forecast the workforce requirement for the service, directors, and head of service these managers would also decide about the future of the workforce. (Council, 2022) 
Working back from costs, this begins when the financial budget is looked at and then determines how many workers can be afford for that financial year from those workings out. (Bahakim, 2019) 
Systemic approaches, this is about understanding whether the systems which the organisation has in place can cause a positive influence on the system rather than simply filling a role in the organisation if a system is capable of doing the tasks needed. (Sherman, 2023)
Employee turnover rate, this technique reflects the number of employees who were hired to replace the number of employees who left the organisation of a certain period. These figures are usually presented in a key performance indicators (KPI’s) spreadsheet and reflects the overall health and stability of the organisation. (Nikoloska, 2024)
Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
Succession planning is to be able to fill key roles effectively if a current post holder leaves the organisation or changes roles within the organisation. But then, contingency planning is when the organisation needs to respond effectively through common challenges such as limits on staff capacity and business continuity. (CIPD, 2023)
When it comes to succession workforce planning the organisation needs to ensure that if the post holder was to leave their post in the organisation, then they would be confident with who was naturally go into that person’s position. To ensure this happens smoothly the organisation needs to identify individual’s talents and who could step into post if the post holder was to leave. A proactive way of doing this would be through job moves around the organisation these haven’t got to be permanent moves but just a proactive way of preparation. (CIPD, 2024) 
When it comes to contingency workforce planning this looks different for every organisation, in some organisations is when workers are employed on a temporary basis or hired as part of an agency. These workers are needed to fulfil the organisations needs during certain periods of year. (CIPD, 2024) 
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)
Recruitment and Selection methods can be so varied depending on the target market of your organisation. When it comes to only advertising on the organisation website is that some potential candidates may be searching for their next role through recruitment agencies or on job boards and may not think to look on the organisation’s website as the majority of organisations advertise their roles there, candidates may think that you are not looking for new recruits to join your workforce. But a strength to this is that people who are genuinely interested in the role and in the organisation will go onto the company’s website to look for the next role. (CIPD, 2024) 

A recruitment method which is most common is a lot of organisations is the internal and external methods. Internal recruitment saves the organisation time and money by advertising the role to existing employees only it saves time and having to advertise externally and find new talent when you can recruit from within the organisation. This will also boost employee’s motivation as they will start to believe that they can be successful and gain promotions which will strive people to work harder. A negative to promoting a role only internally to your organisation is that the workforce may not have the skillset to be able to take on the new role meaning that they may be need a lot more training than if you were to recruit externally. But also, if someone was to gain the promotion then this may cause upset in the current team. But external recruitment opens more options for recruitment of course this would cost the business more money and time but if someone external was to be successful for the job role then they would be able to bring fresh innovative ideas to the organisation and also the new external recruit may have the needed skill set and more to strive in the role. The downfall of external recruitment would be the organisation runs the risk of making a bad hiring decision and potentially hiring the wrong candidate for the role. (Factorial, 2023)
A selection process which is commonly used during in management positions is psychometric testing and skill-based assessments These are usually completed by the candidate after their first interview. These tests help the interview panel understand more about the applicant and if they feel that the applicant would be successful in the role. But a negative to this is that the applicant may be a really strong candidate, but they may not be very good with their answers or on the other hand, the applicant may be weak, but their answers may be very strong. (CIPD, 2023)
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)
Employee turnover rates do vary from one organisation to another organisation. Employee turnover refers to the proportion of employees who leave an organisation over a set period. This is a broadly used term which covers all leavers of the organisation. Employment turnover doesn’t become an instant problem when there are leavers in an organisation, the main issue comes when someone who’s skill set is relatively scarce or the recruitment to replace a leaver becomes expensive. This could be down to the knowledge the employee has on the organisation and the relationships they have built. Something for employers to look out for when it comes to staff turnover is when patterns begin to appear, this could be staffing issues, dissatisfaction in the role, or all over all experience at the organisation. (CIPD, 2023) Measuring the employee turnover would be simple calculations such as: total number of leavers over period X 100. That will then give you the average total number employed over period. It is useful for the organisation to include all leavers in this calculation. (CIPD, 2023)
Employee retention is defined as an organisations ability to prevent employee turnover. Employee retention relates to the number of retained employees, measured as the proportion of employees with a specific length of service. Measuring the employee retention would be a simple calculation of total number of staff with service of one year or more X 100, which totals number of staff in post one year ago. (CIPD, 2023) 


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)
‘Talent refers to individuals who can make a significant difference to organisational performance either through their immediate contribution or by reaching their potential’ (CIPD, 2023) 
Retention of employees looks different for every organisation but also every employer. Retaining employees is continuous cycle and not something that employers can focus on once a year. As well as basic pay and benefits organisations should be looking into different ways to retain their employees. (CIPD, 2023) 
Flexible working, an organisation strives to be as flexible as possible to help accommodate individuals on their working hours and also their work load. If some submits a flexible working request to lower their hours the employer cannot expect them to get all the current tasks completed in less hours. (CIPD, 2023)
Career development, some employees are happy staying in the role they were recruited to do and sticking to it until their retire. But others feel that they was to have career progression and development opportunities to allow them to gain new experiences. (CIPD, 2023)
By keep employees happy will ensure that your organisation will go from strength to strength. It will help improve productivity, engagement, and employees overall job satisfaction. By retaining employees new and existing staff can all benefit from the experienced employee’s knowledge and expertise. (Condor, 2023)
Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
A talent pool is a database of job candidates who have the potential to meet an organisation immediate and long-term needs. (Thibodeau, 2024) There are many ways which an organisation can build and support different talent pools this could be to contact local job centres, schools/colleges or even just handing out leaflets in the local supermarket.
Another way which organisations can increase their talent pool is by having an inclusive recruitment and selection process this is when an employer implements processes and practises that will attract all candidates but also by an employer being transparent with all applicants. When an organisation makes their recruitment process inclusive to all then this will travel by word of mouth and more applicants will apply to that organisation. (CIPD, 2022)
Another way for an employer to be inclusive to all applicant is by being diverse from application right through to becoming an employee. By being diverse this will increase the talent pool of potential candidates. The way which the organisation can successfully do this is by opening the vacancies up to a larger amount of people to be able to capture different skill sets, backgrounds, and all-round experiences of life. (CIPD, 2022)
Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
One benefit of diversity in building and supporting talent pools is that diversity drives employment engagement. This is because diversity in recent years has become a part of a culture in a lot of companies. Some individuals may feel that being diverse may be towards being neurodiversity, but it doesn’t stop there, it could be the gender or religion of the employee too. An example of this would be offering female employees the opportunity to express breast milk when they return from maternity leave. By organisations being able to offer these facilities to their employees will show that they are inclusive to everyone. (Wessinger, 2017)
A second benefit of being diverse when it comes to building and supporting talent pools is that this will continue to improve an employer’s brand and make it more attractive for applicants to apply for the roles in the business. But also, by the organisation being more inclusive and diverse it means that it will increase employee retention rates. (Cumming, 2023)As employees who feel valued and supported are more likely to be committed, engaged and proud to work for the organisation. (UK, 2023)
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)
Dysfunctional turnover is when the best employees leave the organisation. With strong employees leaving organisations this will cost the organisation they have left not only money but also time. As usually strong employees have direct impact on the organisation’s strategy, culture, and the profits of the business. These types of employees who have these skills sets are very hard to find. (Onoufriou, 20221) 
The way to measure employee turnover is as a percentage. This is calculated by, dividing the number of employees who leave in a year, (or a set period) by the average number of employees at the organisation during the same period. (Luther, 2023) 
Another way that dysfunctional employee turnover can have an impact on the organisation is by the hiring costs of replacing the strong employee. The direct costs of employment would be the following.  Salaries, wages, and benefits this is what the organisation pay their employees in money and befits. It would also involve bonuses and taxes. The indirect employment costs would include training and developing the new employees, boosting employee morale starting in a new company needs to go as smoothly as possible to welcome the recruit. Then the HR personnel administration on onboarding, employee records and remaining compliant with employment law. (Cooper, 2023)
Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
A contract of employment is a legally binding agreement between and employer and employee which are a mixture of express and implied terms. The types of employment status in the UK is that there are three main types of employment status. (ACAS, 2024)
Firstly, the employee this is when someone Is required to work regularly unless they are on leave. The employee can also expect work to be consistently available. They cannot unreasonably refuse to fulfil the tasks expected of them. Employees are also subject to the employer’s discipline and grievance procedure. Employees are entitled to national minimum wage job descriptions, paid holiday, and legal documents such as a contract and payslip. (ACAS, 2024)
The next type of employment status is a worker. Someone is legally classed as a worker if the work they carry out for an organisation is less structured or they do not have a working pattern. The worker themselves does not have to carry about the work and thy are also not guaranteed hours by the employer. The employment rights that workers are entitled are similar to the employee’s employment rights, national minimum wage, paid holidays, and legal documents of contract and payslips. (ACAS, 2024)
Lastly the other employment status is self-employment, someone is likely to be self-employed in they are solely responsible for how and when they work, they send the organisation invoices instead of getting paid a wage, they are also in the position to charge different rates to different clients they do not need to charge one flat rate. If they are self-employed, they are also able to send someone else to do the work for them. The employment rights of self-employed people are limited compared to workers and employees. They will receive protection for their health and safety and protection against discrimination. (ACAS, 2024)
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)
Expressed terms, is specific terms which are usually put in writing in a contract. An example of an express term would be the employees pay or their working hours. Express terms can also be agreed verbally, those that are agreed verbally are just as legally binding as the terms which are written down. 
Implied terms are when something is obvious that they do not need to be written in contact, these terms come from employment law. An example of implied term would be, do not steal from the employer. This is something that is obvious to employees/workers so does not need to be written down. 
There could be misunderstandings through the terms so the employer must make it obvious to their employees/workers what is acceptable and what isn’t acceptable within the workplace. For good practise, these should be written in a employee handbook for reference. (ACAS, 2024)
Could you explain the components and two benefits of effective onboarding? (AC 4.3)
It’s really important when recruiting new employees that they are effectively onboarded, this is how a new recruit is set up in their new organisation to enable them to become a strong member of the team. There are multiple steps to ensure that the onboarding goes well for both the new employee and the organisation:
Welcome and introduction, this is when the new employee is welcomed into the organisation and introduced to others this would be a good time to discuss the company culture. The new employee will need to receive their role specific training this will usually be carried about by someone in their departmental team this is also where a buddying up system could happen too. The environment that the new employee will be in should be set up upon their arrival. Lastly, set the new employee goals which can be reached and tracked during their probation. If all of these steps are followed, then this will set a good tone for the employees’ relationship with the organisation. (Saleem, 2023)
The benefits of having an effective onboarding process would be that this helps with employee retention as if people feel welcomed and settled in a workplace them, they will want to stay which will also decrease the companies turnover. If employees feel appreciated, then they will also want to do good for the organisation do this will equal in a stronger company culture and increased productivity by employees. (Indeed, 2024)
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