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1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1) 
Competitor analysis is just one of the ways organisations can identify where they sit within the labour market. Through obtaining competitor information, businesses assess their employer brand, strengths and weaknesses, and what they offer to prospective employees in comparison to others Qaisi (2022) Particulars such as base pay and recognition strategies, development opportunities, and working patterns and environments are all factors that are considered. 
As spoken about by Peters (2023b), employer brand plays a huge role in an organisation being able to strategically position themselves well within the market. Organisations are progressively recognising that through creating an inclusive and an engaged workforce, they can enhance their credibility and reputation as a positive employer, and an employer of choice.
By promoting organisational values through the organisations’ image, they can evidence that they do good, ethical work. This is essential to not only achieving a good reputation, and attracting talent, but ethical practice also helps to reduce financial liabilities and mitigate risks for employers Bosley (2023)
Applying focus to the employee experience and supporting employee voice can lead to a good organisational reputation, and attract talent as mentioned by Kieckhaefer (2024) Investing in employee experience through staff surveys and focus groups, also helps to cement good working relationships with existing staff leading to increased staff retention and reduces costs associated with new hires and training. Employee experience is important during all stages of the employee lifecycle, from the initial recruitment episode right up to, and including, the employees exit from the organisation Kieckhaefer (2024)
Employee voice allows individuals to feel valued and creates a positive working culture, resulting in increased job satisfaction, productivity and overall organisational improvement Young (2024)

2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)  
The way in which organisations advertise and recruit into their vacancies can change due to how the labour market is developing. Organisations often react to figures released by both the Office for National Statistics ONS (2021) and CIPD quarterly reports Cockett (2024). Organisations will then change various factors in relation to their recruitment intentions and processes in order to remain sufficient and relevant. 
A tight labour market occurs where there are more vacancies to fill than there are people looking and applying for jobs. This increases pressure for organisations to increase salaries and attract people to apply for their roles CIPD (2022)
A slack labour market has the opposite effect. A slack labour market occurs where there are many more people looking for work than there are vacancies that require filling. In this situation, as explained by Pettinger (2019), employers are under no pressure to react and therefore average salaries can often reduce as a consequence. 
There are many contributing factors that provoke changes to labour market trends such as global pandemics and an employer’s ability to trade, critical incidents and major disasters, and economical factors such as the cost of living, forcing people back into work as they need more money to survive.
The way employees look for work is also changing, perhaps off the back of the Covid 19 pandemic, as suggested by Goff (2023), employees are not solely focussed on salary. Employees are looking at the whole employment package, including flexible working, mental health support offered, and career progression, therefore, organisations and resourcing departments are forced to consider various new policy implementations to remain competitive and attractive. 


3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3) 

The Government fund learning programs with schemes such as apprenticeships. Through these learning programs, they can provide opportunities for people to learn new skills, matched to the economic requirements such as literacy and numeracy, digital and data, and technical skills Gov.uk (2022a)
Through these opportunities, the government offer increased resilience to future labour market changes by allowing workers the skills required to change jobs with ease, whilst also reducing unemployment rates as more people develop transferable skills Gov.uk (2022b) This also promotes economic growth in the UK and allows us to compete within the labour market on an international level. 
Employers, in our ever-changing world, require a workforce with widely transferrable skills, to enable financial stability and growth Crowley (2023). Through upskilling their existing workforce and providing grow your own opportunities, they can reduce costs associated with the recruitment of new hires, whilst developing highly experienced employees within the business. 
It is essential employers understand their future business needs, identifying roles at risk of automation and AI. Those employees could develop new skills that enable them to move into other roles within the business, avoiding job losses and associated costs Faragher (2022)
Trade Unions have learning representatives that work closely with employers to support members through training, and raise awareness of the opportunities available TUC (2021) Union Learning Funds (ULF’s) and Collective Learning Funds (CLF’s) are available, allowing employees to access projects that can increase their knowledge and skills, and encourage further learning and development. Working in partnership with employers, the union learning opportunities have increased the number of employees accessing additional learning by 83%, and employee awareness levels of accessible training by 92%, according to a recent survey TUC (2021) Research also shows that ULF’s alone contribute £1.65bn to the economy from a boost to jobs, from each annual round of ULF that is completed 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 fundamental process for organisations that if effectively carried out, can allow sustainable organisational performance through better decision making. It involves the analysis and planning of the current workforce and future labour and supply requirements, and establishing the gap and the response required, in order to continue to achieve the organisational objectives George (2023b)
Organisations can plan for both long term strategic supply and demand, and for the more short term, operational changes. Effective operational planning, enables organisations to be much more time efficient when responding to both unpredictable and anticipated changes as they are more prepared, protecting employee wellbeing and work-life balance, whilst also reducing the associated response costs Dixit (2023) 
Effective hard workforce planning will see an organisation with the right number of people, when they are required, protecting the organisational labour costs from unnecessary over staffing. 
As discussed by Organ (2023), effective soft workforce planning will result in organisations seeing improved employee engagement and retention levels. For example, addressing talent gaps through learning and development programmes for existing staff, employees feel more satisfied within their roles, and with opportunity for promotion, employees will be more motivated and more likely to stay within the organisation, further reducing reactive rehiring costs Dixit (2023) 
However, workforce planning is not without its challenges as mentioned by George (2023a), and to be effective, relies on good quality data for analysis. Without accurate data, the statistics become irrelevant. 
Analysis and planning must take an organisation wide approach and requires effective communication between HR and the rest of the business, with input also required from key stakeholders. Workforce planning will only be fully effective with the understanding and buy in from all facets of the organisation Organ (2023)


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) 

Multiple techniques can be used throughout various stages of workforce planning to effectively support the process. 

[image: ]George (2023b)
The initial stage of understanding the organisation and its environment, will help to identify how the organisational structure currently looks, and what are the likely future requirements. 
Analysing the workforce, both in numbers, but also the current skillsets and abilities whilst also assessing employee job satisfaction levels and intentions to leave, will all play a huge part in being able to then effectively identify and plan for potential future workforce gaps George (2023b)
Failure to assess the business needs and identify skills gaps accordingly could result in staff members in roles the do not enjoy resulting in decreased staff retention levels Buckner (2022) However, if the supply and demand and gap analysis is carried out effectively, the organisation can strategically plan, reducing staff turnover rates and reducing associated hiring times and costs Buckner (2022)
Following the assessment of the organisation, an action plan will need to be created and implemented. Using data to make and justify informed decisions can be really useful Organ (2023c), however, the outcomes and recommendations will only be as reliable as the data used so ensuring you are using accurate and reliable data is essential. Monitoring the action plan and reviewing it regularly will ensure any challenges can be addressed to enable organisational goals to be achieved George (2023b) Regular evaluation can also highlight organisational strengths and successes.
Engagement from a wide range of stakeholders and experienced employees during the workforce planning process will determine the employee understanding of the business goals, therefore limiting those involved would definitely not be beneficial. As mentioned by Organ (2023c), workforce planning works best when there is buy-in across all facets of the business.


6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3) 
Succession planning aims to allow key business roles to be filled effectively and with a smooth transition, should the current post holder leave the organisation George (2024)
Through the identifying of key roles and skills, and developing of knowledge and abilities, organisations can ensure that workforce risks are reduced.
One approach to succession planning can be through the use of talent pools. Existing staff have the required knowledge and experience of the business, whilst nurturing them to adapt and develop new key skills required for the future, business-critical roles George (2024) As explained by Lattimer (2023), effective succession planning through talent pools, promotes the retention of existing talented employees. It is crucial to have open communication with employees regarding potential advancement, perhaps through appraisals or performance reviews, in order to identify employees that would be interested in progression. Also, this enables organisations to plan for the necessary training, mentoring and shadowing opportunities Lattimer (2023)
Internal progression via talent pools is a natural, cost-effective solution, however, as identified by George (2024) hiring externally provides a gateway to new and fresh ideas therefore should also be considered. 
Contingency planning is also vital as this involves the planning for unexpected events to minimise the impact and disruption from such emergencies Lattimer (2023)
Developing contingency plans through brainstorming and seeking views from multiple employees, such as department leads, can help to identify potential risks over a wider scope of the organisation, taking into account the predicted disruption and impact such events would have on the business, and also the likelihood of them happening Indeed (2022a)
Ensuring the plan is revised regularly and kept up to date, will ensure that the contingency plans put in place would remain relevant and most effective should an emergency occur. 

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) 

Advertising on your organisation’s website is a fast and cost-effective way to advertise vacancies, allowing flexibility for adverts to be made live and likewise removed, when required Fraser (2021) 
That being said, only advertising on your organisation’s website you are potentially limiting your audience as discussed by Indeed (2023), therefore, advertising via a job board, a larger audience can be reached. IT advances in our ever-changing world has also led to many individuals searching for jobs online exclusively through job boards, as it saves them time accessing each, individual company website. 
Centralised recruitment events provide a more personal and informal approach, which online advertising does not, whilst also allowing full accessibility to those unfamiliar or unable to access IT and online services Fraser (2021). However, thought must go into planning the day and time the event is held, as holding an event during normal office hours could potentially limit those able to attend, as they may still be working at their current place of employment. 
Managers interviewing applicants allows your organisation to formally assess candidates in the same way, scoring them against the same, set criteria. This provides a well-structured and fair selection process McCartney (2023) The disadvantage of interviews, however, is that nervous candidates, may not answer and perform to the best of their abilities, giving a false impression of their capabilities. This could result in missing out on a talented candidate. 
Completing skill-based assessments as a selection method, organisations can directly assess the candidates’ skills and abilities relevant to the role they have applied for. As mentioned by McCartney (2023), skill-based assessments provide a better insight to how the individual will actually perform when in the role, however, they can be more time consuming to complete. 


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) 

What employees want from a job has changed. The focus shifting from not only pay and benefits, which is clearly important to people, but now, as research has shown Rigoni and Adkins (2017), millennials are also seeking progression and career prospects. Development opportunities are now a crucial factor when people are deciding to apply for roles or when choosing to stay with organisations. Therefore, organisations that limit progression opportunities and don’t invest in their own employees, will see increased turnover rates. 
People are also now much more comfortable job hopping. Research shows that employees are seeking emotional intelligence and sympathy from employers Norbury (2019). With life generally becoming busier and time becoming more precious, employees that do not feel valued and supported in general, will leave. The psychological contract further evidences that people now want to work for employers with good and fair employment practises Peters (2024)
Factors that can influence people to stay are fair pay and rewards, attractive employee benefits, and flexible working arrangements Norbury (2019) 
A ‘total reward’ approach, reward that covers all elements of work that people value, will improve employee motivation and lead to increased staff retention levels Cotton (2024) Total reward can also positively impact on the overall organisational culture, and as mentioned by Camberato (2022), good culture within an organisation is key to achieving increased employee retention.  
Involvement in decision making and having autonomy over one’s own work, also leads to employees being less likely to voluntarily leave. Employees that have a sense of empowerment, increased job satisfaction, and a feeling of being valued and appreciated will be much less likely to leave an organisation Cotton (2024) 
Conducting stay interviews with existing employees highlights what employers are doing well, however, also highlights if there are any common causes for concern so employers can act and make changes to potentially prevent people leaving Cieslinski (n.d.)



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) 

Talent, as explained by Gamba Quilliam (2023) is the term used for individuals that make a considerable impact on an organisations’ performance, through either their existing contributions, or by reaching their full potential.
Various approaches can be adopted in order to develop and retain talent, on both individual and group levels.
Effective techniques that can be used on an individual level include appraisals and performance reviews, although these would need to be carried out on a regular basis to ensure the feedback received is accurate and remains valid. Identifying talent through past performance can highlight potential individuals for future business-critical roles Gamba Quilliam (2023)
By providing learning and development opportunities for employees, organisations can develop their skills to include those required for potential future organisational needs, however, this can be expensive. That being said, investing in development activities reduces employee turnover, and improves talent retention resulting in lower rehiring costs and greater employee job satisfaction Gamba Quilliam (2023)
Group approaches to retaining talent include the development and implementation of a range of benefits and rewards Gamba Quilliam (2023). A reward strategy should offer a varied range of rewards. These could include for example flexible working agreements, allowance of career breaks, and annual retention bonuses. Through rewards such flexible working arrangements, a healthy work-life balance can be achieved, and with talented employees feeling engaged and content within their work, talent retention will improve. 
Coaching and mentoring are also approaches used to develop and retain talent. Whilst coaching provides effective skills sharing and knowledge building, mentoring prepares employees for increased responsibilities, and builds relationships and understanding with managers, which is essential for effective organisational performance Linkedin (2024)


10. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)  

A talent pool describes a group of talented people that contain the resources required by an organisation to ensure that vacancies for those in pivotal roles can be filled readily Armstrong and Taylor (2020, p.340) Individuals within a talent pool are often high performers with vital skills, and embody organisational culture and values. 
Creating an assessment process that continually analyses the organisational need and skills gaps will ensure your talent pool remains up to date. Tasks such as performance evaluations, personnel analysis and interviews will all help to identify these needs Indeed (2022a) 
Entering key information for individuals can also allow talent pool data to be monitored on fast and effective databases saving time and money on traditional advertising Indeed (2022a). Tailoring vacancy communications to those talent pool individuals that hold the required skills also then reduces associated recruitment costs and time wasted reviewing numerous applications, of which candidates may not have the right skills needed Indeed Career Guide (2023) 
Open communication and collaborative working internally allows existing employees the opportunity to join the talent pool as potential future talent. Learning and development initiatives, as spoken about by Gabriel (2023), fosters a culture of continuous improvement and ownership, increasing motivation and productivity. Retention of talented staff not only benefits an organisation through the retention of their skills, it again, reduces recruitment costs and saves valuable time. 
Networking externally will also benefit an organisation as you can create a more inclusive and diverse workforce, which as spoken about by Ali (2022), benefits organisations by creating that sense of belonging and empowerment to achieve their full potential. Through social media campaigns, you can reach a wider audience enhancing your opportunity to attract talent from all areas and backgrounds. 


11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).  

Aside from being the right thing to do from an ethical and moral perspective, there are multiple benefits for an organisation in creating a diverse talent pool and workforce. 
Creating diverse talent pools will naturally lead to open and inclusive workplace cultures, where people feel valued and respected. Diversity recognises that everyone is different and works in different ways, thus having different knowledge and experiences. Therefore, creating a diverse talent pool is essential to bringing a variety of required skills and increased innovation to an organisation Ali (2022b)
When organisations and their managers display and embrace diversity and organisational values, candidates are more compelled and motivated to stay and work to their full potential Ali (2022b) This also leads to increased staff engagement and improved job satisfaction, resulting in retention of talented employees and lower recruitment costs. 
The reputation of an organisation and its overall image can also benefit greatly through diverse talent pools. Organisations that promote and support a diverse and inclusive workforce, become an employer of choice as they create a positive impression for potential employees. A recent study by Great Place to work revealed that diversity and inclusion ranked in the top 5 things millennials look for in an employer The Recruitment Consultancy (2022)
Recognising diversity within an organisation boosts the employer brand and reputation, allowing them to compete on an international level at attracting new talent. As highlighted again, by The Recruitment Consultancy (2022), both business ethics and social responsibility are becoming increasingly important topics, therefore, organisations that demonstrate they are committed to equality and diversity, rapidly become more attractive places to work. 


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) 

Dysfunctional employee turnover is the term used where high performing employees voluntarily leave an organisation at an increased rate. 
A number of factors could contribute to increased employee turnover such as unmanageable workload, limited opportunity to progress professionally, and a lack of support from management/colleagues that ‘push’ employees to leave. Other factors such as attractive new jobs outside their current organisation, as mentioned by Peters (2023a) will ‘pull’ employees away from their current roles. 
Dysfunctional turnover negatively impacts organisations financially due to the costs associated with recruiting, selecting, and training new staff. Recruitment and selection can be particularly costly and time consuming for roles that require specialist skills or for roles that are generally harder to fill Peters (2023a) Furthermore, the time that it does take to backfill a vacancy will result in reduced productivity until that position is successfully backfilled. 
The overall organisational performance can also reduce due to dysfunctional turnover, as remaining employees may notice a negative shift in workplace culture as a result of talented employees leaving Cholteeva (2022) 
The impact of dysfunctional turnover can evidently affect an organisation both financially and non-financially, therefore, it is imperative that organisations monitor and manage dysfunctional turnover effectively by calculating voluntary turnover figures and costs Peters (2023a) Reviewing and improving practices such as pay and benefits, flexibility, development opportunities, and fair treatment and wellbeing can contribute to improved employee retention levels Peters (2023a)


13. Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)  

Employers issue employment contracts which are legally binding agreements Ayling and Suff (2023), and these agreements can vary, dependent on the organisational need. 
Permanent contracts areissued when an organisation has guaranteed continuous labour that requires cover. As stated by Indeed (2022b), permanent contracts create an impression of loyalty, and long-term relationships can be established, leading to increased job satisfaction and workforce stability. Both full time and part time contracts can be issued, with employers allocating part time contracts if limited funding is available or if the specific work required doesn’t allow for a full-time worker. 
Organisations, however, may not require permanent employees for a number of reasons. Reasons such as maternity cover, a time scaled project, or a limited amount of funding available. These variables could result in a fixed term contract being issued.
Fixed term contracts provide employees with the same rights, pay, and benefits as those detailed within a permanent contract, the only difference being, fixed term contracts state a start and end date of employment GOV.UK (n.d. b) They are protected from being treated any less favourably than permanent employees by the The Fixed-term Employees (Prevention of Less Favourable Treatment) Regulations 2002, GOV.UK (2011)
Following 2 years continuous service, fixed term employees become eligible for redundancy payments and after 4 years continuous service, they have the right to become a permanent employee gov.uk (n.d. a)
Zero-hour contracts allow enhanced flexibility for employers as work can be allocated as and when it becomes available, but also for employees as they can choose to pick up work as when they are able to. Employment rights are based on your employment status rather than your contract type ACAS (2022) and include rights and conditions such as pay, holiday pay, breaks and protection from discrimination. 


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)  

The keys terms of contractual terms within an employment contract include the expressed terms and the implied terms. 
Below summarises how the terms differ as described by Ayling and Suff (2023a)
	Expressed Terms
	Implied Terms

	· These terms and conditions are clarified within the contract either verbally or in writing.
· Compliant with the relevant, minimum legal standards

	· Terms not explicitly written down or verbalised as they are deemed obvious – such as duty of care towards employees or conduct such as to not steal from the employer etc. 
· Statutory terms (meaning they stem from employment law and are applicable to everyone)



Expressed terms should be compliant with relevant law and should be written within the contract. They can also be included within other organisational documentation such as staff handbooks, and must be given to the employee on or before their start of work TUC (2022)
Terms can be implied if they are essential for business efficacy or are required in order to maintain an effective working relationship, and these are not usually written down. Employers should, however, set out clear conduct and behaviour expectations in writing, and the consequences if not followed. This can be detailed within the staff handbook Acas (2023b)
Implied terms can include terms that are incorporated by statute, incorporated by whole workforce agreements, and also by collective agreements with recognised trade unions Acas (2023b)
Custom and Practice terms are also generally left unwritten, unless the terms are deemed a certain, or known over a long period of time, at which point they can then be added to the contract Acas (2023a)


15. Could you explain the components and two benefits of effective onboarding? (AC 4.3)  

There are a number of components that contribute to the effective onboarding of both new to business employees, and also existing employees that may have secured a promotion or those having been transferred between departments. 
Tailored training plans provide structure for individuals. Access to various learning materials and resources, again, ensures the individual feels supported and informed of their learning objectives, allowing them also, a sense of empowerment and control over their learning and development needs Gray (2023)
Providing accurate information regarding the employees’ role, can ensure the individual is fully informed of what is required of them, setting out the expectations early and the standards that must be met, this enabling the individual to understand and make meaningful contributions Phelan (2024). 
By providing knowledge and information, the employee will feel supported in starting their new role Gray (2023) This can lead to improved staff engagement and increased motivation, as employees that feel engaged and supported are far more likely to perform well and can be productive and work effectively from the start. 
The benefits of effective onboarding, however, are not only seen by the employees. Organisations will often see an increase in staff retention rates as supported employees as discussed by Lumsden (2020) are far more likely to remain in their roles for longer, thus reducing financial costs to repeatedly rehire and train new staff.
Good employer branding can also impact on an organisation positively. Organisations that spend the time and resources, investing in the candidate journey from the start, are far more likely to become an employer of choice and create a good reputation, also leading to the attraction of good staff Edwards (2018)
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