5HR02 Talent Management and Workforce Planning Assignment – Beth Stowe


1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
A labour market is essentially made up of employed people with the hours that are worked alongside unfilled vacancies and the number of unemployed people. When the labour market is comprised of a high level of quality, available workers, the labour market experiences a higher potential level of GDP (Boys, 2024).  For organisations to attract these high-quality workers, they have to battle competitively to not only attract but to retain these employees.  One way that this is done is through relaying a strong sense of employer brand through effective marketing strategies and recruitment and selection processes.  The brand of an organisation should be distinct and align with its’ values, policies and its’ approach to people management with a clear message to prospective employees of the type of employment experience they can enjoy with them within that organisational culture (Peters, 2024). This is done through offering the ‘employee value proposition’ (EVP) which the basis for a psychological contract between employers and employees, establishing the basis for what the employment relationship will be maintained on, expectations, culture and beliefs.
There isn’t a one size fits all approach when considering the employee value proposition, organisations need to approach new employees as individuals with an array of needs and desires, personalising the employee experience to each group respectively, emphasising different elements of the value proposition as appropriate to each groups’ need.  Examples of tailoring the EVP, can be through providing benefits packages that support employee’s financial welfare, or emphasising the benefits and accessibility to flexible working practices.  


2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
The impact of fluctuating labour market conditions impacts upon the everyday workings of organisational recruitment.  Economic conditions influence how organisations approach recruitment to meet customer demand.  It also impacts upon retention and career development for internal employees and will in turn affect wage levels and opportunities for the internal workforce. 
Where demand of labour is high in relation to supply, the wage level will rise. This then means that the cost of employing prospective employees increases impacting upon the demand for human resources to decrease and simultaneously subduing the upward increase on wage levels.  In contrast, where there is an over-supply of labour in relation to demand, employment costs would be low and so labour demand would increase.  Through periods of high demand of labour, organisations experience ‘tight’ labour markets where unfilled job vacancies are plentiful and unemployment rates are low.  In periods of high supply of labour, the ‘slack’ labour market will reflect few vacancies and a large pool of job hunters, (Boys, 2024).
Changes such as technological advancements, namely AI advancements on the horizon for many employers, will impact upon decisions to hire or retain and retrain say the CIPDa (2024).  Through the utilisation of tools such as PESTLE, market analysis can provide an insight into the landscape of recruitment and direct the decision-making process in recruitment strategy.
3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3)
Looking forward to the new world of work, all 3 parties play a part in how future skills will be met in the new world of work. With AI and technological advancements replacing a quarter of current jobs, there is a need to identify what the future way of working looks like and how the current workforce meets that expectation There is a real need to develop skillsets of current employee’s now to avoid slack labour market conditions.
Employers play a key role in undertaking workforce planning to future proof not only their organisational capabilities but safeguarding the value of their brand for the future.  Identifying skills for the future enables employers to plan for how these skills will be incorporated into the current workforce increasing job quality and longevity of service for current employee.  It also allows them to decipher how skills gaps will be filled in the future that will enable a competitive edge in the marketplace and provide positively for the economy (CIPDa, 2022).
Trade Unions play their part in continuing to support employees in upskilling or retraining and maintaining their role as a protector of the employee.  Where AI and automation are increasingly present, Trade Unions are keen to ensure that employees maintain their ability to be heard through employee voice and do not lose their capacity to challenge where automation devalues the human need. Trade Unions will strive to ensure that the fallout of automation does not overtly impact upon factors of power, control, discrimination and fair reward practices within the employment relationship (TUC, 2022).
The Governments role in ensuring future skills are met is to ensure that the economy remains active and contributes positively to the GDP by having the right skills for the labour market (Gov.UK, 2023).  A skilled labour force will ensure sustainable growth and by identifying the pools of individuals who need help the most, the government aims to support communities where the need for help is strongest, establishing resources and implementing policies and legislation to remove barriers.


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 ever more critical a practice in the modern world of work. Through careful analytics of the organisation’s workforce data, workforce planning can highlight strengths, opportunities and trends that will not only offer insightful information on how its human component operates within the organisation now but how the organisation can best manage its people needs going forward (People Management, 2022).
On a day-to day basis, effective planning ensures optimum staffing levels meeting the current organisational and customer need in the right roles and at the right time (Link, 2024).  From this perspective HR professionals have a snapshot of employee’s working preferences, their working patterns, skills, and experience. This snapshot can feedback employee profiles for employers to understand their people with their drivers and motivations enabling the employer to capture engagement insight and impact upon retention of current employees as well as instigate future opportunities (Organ, 2024).
Bridging the gap between an organisation’s current capabilities through its’ employee skillset and what it endeavours to deliver in the future can be achieved through planning.  Planning identifies how the workforce are affected by the organisations strategic direction and inflicts organisational design which is structured around future workforce needs and is based upon evidence-based practice.  By aligning an organisations strategy with the capabilities of the workforce, this gap will be minimised and ensure a smooth workforce transition to the next level of technological demand.
Analysing the organisations human resources using technological software can embed a nature of timely workforce management in scheduling, managing time off providing cost insights and pick out opportunities for employee engagement, thus fostering communication and improvement.


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)  add 36
Workforce planning can be a complex and often overwhelming concept and so it is important to break it down into manageable constructs, in order to be able to manage and analyse and therefore manage it effectively.
The CIPD offers a Six-stage approach to workplace planning which is based around seven interconnecting ‘rights’:
              Right capability
Right risk
Right shape

Right location
Right time
Right size
Right Cost



Figure 1: Six-stage workforce planning methodology

These rights form the basis for establishing the baseline of recruitment need. In layman’s terms, the baseline is the organisations workforce, its strategy and operating model.  To ascertain the baseline, PESTLE analysis is one technique used to highlight how external pressures intertwine with internal and by carrying this out, a strategy can be drawn to protect key roles.  Being aware of what roles are instrumental to the business and where opportunities lie, will establish a good starting point for planning (CIPDb, 2024). 
Skills gap analysis is a second approach which involves considering what the organisations supply and demand of workers is within the current environment, as well as forecasting for the future.  Doing this focuses an employer on what is needed to be able to meet organisational performance objectives on both a short- and long-term basis (CIPD, 2024).  It lets you analyse what and where the gaps are and strategize how this gap will be reduced to meet peak organisational performance. Gap analysis needs to be conducted regularly in order to review changes within the business environment and maintain optimum staffing levels and control resourcing needs.
Approaches to workforce planning centres around four main stages. Primarily, the organisations demand for skills in the future. Secondly, the actual skills the organisation will have within that timeframe. Thirdly, the gap between what the organisation’s current skillset and the skillset it seeks to achieve and lastly the actions that are required to remove or minimise that gap (Wilkinson and Taylor, 2022).
Organisations should approach using both quantitative and qualitative techniques and in the forecasting element of the process, pay attention to what skills are identified as required for future and how these skills link to job roles.  Techniques include data analysis of past trends to gather insight into future needs, cost-based analysis and utilising managerial judgement as a softer approach to get qualitative insight into what the organisation requires with regards to its external factors (Wilkinson and Taylor, 2022).
When considering the skills gap between demand and supply of labour, employers need to ensure they critically evaluate which skills (or advancing technologies) are worth acknowledging and accounting for in future workforce planning strategies. The Pissarides Review into the Future of Work and Wellbeing, found that IT skills were the fastest growing but equally the fastest declining areas of skills (Christopher Pissarides et al, 2024). Employers should utilise both internal skills available as well as external sources and collate employment data that reports on information such as retirement, skills gaps and trends to drive how they will tale action to succession plan and strategise for the future workforce.


6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3) 
Succession planning endeavours to smoothly transition workers into key roles, should the current post holder move employment or leave the business. Historically, it was reserved for senior roles for which a successor would be business critical, but nowadays tends to incorporate the whole organisation.  The focus now is on being competitive in retaining the best people at all levels and ensuring that at any time, the organisation has the right people with the right skills, knowledge and personal attributes to step up (Wilkinson & Taylor, 2022).  
The very nature of succession planning is down to ensuring that there is an array of role ready candidates for a position and thus requires there to be more candidate’s role ready than job vacancies. This is where talent management comes into play as a valid approach to succession planning.   It involves attracting talented internal and external candidates, recruiting, engaging and developing and retention practices.  Through an array of activities, strategic management of the highest performing individuals or those with potential to succeed long term within the organisation is attained. Benefits of this approach include fostering a learning culture, building high performing teams and impacting productivity levels positively (CIPDc, 2024).
A second approach to mitigating business risk is to focus on career pathways. Opening a conversation through an appraisal approach identifies career aspirations in employees who are set on career progression.  
Contingency planning is where resourcing risks are highlighted, and plans are implemented to mitigate these risks.  Techniques include performance appraisal conversations where outlining career pathways are communicated to current employees to focus their engagement and stimulate high performance and organisational loyalty and by offering work experience and secondment opportunities, vital experience is gleaned and competence and knowledge builds in readiness for future opportunities (George, 2024).  In addition, expanding talent pools can assist in the preparation of candidates for prospective roles (CIPDc, 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)
Using company websites to advertise job vacancies can be perceived as an old-fashioned approach to attracting new talent.  But supporters of this method, appreciate the fact that only individuals who already have an affinity with the brand and corporate culture are likely to apply via this route (McCartney, 2023). This approach attracts externally and by doing this, it can be seen to ignore the efforts of internal prospects keen to progress, be loyal and offer the company longevity of service.  This approach leads to a smaller pool of less diverse candidates than by using other more popular methods, such as via social media platforms.  Using it alongside and not as a standalone method is advisable due to minimal cost impact.  
A second attraction approach are through recruitment events. These organised affairs are usually surrounded by the buzz of new opportunity and are managed by a host that will also invite a host of other organisations, some of whom may be competitors. Prospective candidates get the benefit of being able to pose questions and seek information about organisational culture in an informal setting, with no time constraints or pressure to perform or obligation to apply.  It allows the recruiters to really sell who the organisation is and fill in the gaps on what working with the organisation involves as well as sell the EVP prior to potential recruits applying. Only really interested parties will tend to apply, reducing the task of application rejection 
Negatives to this approach include the high cost of attending these events as both employer and new recruit and not all prospective employees are receptive to the atmosphere of recruitment events. They can be perceived as quite niche and very sales oriented which can be overbearing. Events can also be perceived as only attracting younger talent and this can be off putting if prospective applicants don’t fall within that demographic.
Selection methods involving manager interviews are historically the most prominent way of recruiting.  A controlled environment, the interviewer gets to pose pre-selected questions and control the pace of questioning. It can form a pressured environment for any potential new recruit and many managers can find this method boring, losing engagement in the process after the first few applicants so there risks inconsistency in the interview experience and assessment. There is also a lean towards interviewer bias, where the ability to think objectively can be lost as interviewers are drawn to individuals who are similar to them, over scoring against the best skills or experience.
An alternative approach is the use of Assessment Centres which involves potential applicants undertaking a variety of tasks of which they are scored against others. Tasks including presentation work, problem solving, creativity tasks and role plays may form the basis for activities set, testing the actions and behaviours of individuals themselves as well as within a group consideration (McCartney, 2023).  By attaining the top scores in this approach, they will be successfully appointed to post.  Benefits to the organisation, are that a vast number of applicants are reviewed at the same time, and they are an often fun and interactive way to network with others.  For the prospect, they are a long day of relentless test situations, where they may feel their best skills and abilities are not always adequately showcased. And this is a risk if the Centre isn’t adequately managed by experienced Managers.  Other drawbacks include the costly nature and the lengthy process it takes to organise for numbers to attend. Potentially losing ideal candidates due to the wait for a Centre to be held.


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)
Evaluating employee turnover is a critical component of people management.  Turnover reflects what an organisation is doing well and where there are focus areas for strategic improvement.  Whilst both turnover and retention levels in the UK will differ greatly from one industry to another, other factors such as the state of the labour market and regional variances will also impact upon high turnover rates (Peters, 2024). 
The CIPD’s annual Spring Labour Market Outlook report (Cockett, 2024), sheds light on employment market trends and contributes to UK government statistics and guides policy creation. This Spring’s report found that more and more employees are looking to stay put as the post-Covid labour environment settles and so Organisations who look to manage attrition naturally, may find this more difficult this year because of this factor. 
Other organisational trends to influence turnover are to increase pay or place a freeze on pay over a time period or to implement pay decreases. Doing this contributes towards whether employees stay or decide to move on and can assist in natural attrition as above (Peters, 2024).
Factors that encourage an employee to stay put apart from monetary rewards, include attractive benefits packages and working practices that will benefit the work life balance of the employee.  Whilst we remain in a cost-of-living crisis in the UK, offering rewards to employees that provide discounts and support in times of need really add to the EVP.  Ensuring employees are aware of and utilise the benefit of flexible working options also contributes to employee wellbeing and can positively impact the employee’s financial health as they require fewer childcare options with an approach that better suits their personal life. Using these options as a competitive edge is a key factor in retention strategy, especially where there is little financial remuneration room to budge as an organisation.  Likewise, refusing to meet employee needs in respect of flexible working or ignoring offering the provision of attractive benefits that support financial distress, for example, will drive employees to competitors that do offer this.



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 Management is gathering informed data from workforce, succession and contingency planning resources to analyse what talent exists within the organisation and what is needed, specifically identifying individuals or groups, who need to be developed and retained in order to fill the pipeline of future roles (CIPDc, 2024). In order to do this, clear objectives in training and development need to be laid out for individuals to see their personal career pathway, as well as for learning and development professionals to see where their talent currently lies within the organisation and plan out where they can guide them to go.
Incorporating Lateral moves into career pathways through secondment opportunities, can provide valuable additional skills in unexplored areas for employees (George, 2024). They can enhance an employee’s perception of the organisation making them a more rounded and knowledgeable individual through exposure to other areas of the business. This approach appeals to an employee’s intrinsic values and is an increasingly popular approach to broadening experience in the workplace.
Other ways to assist with retention can be meeting the employees need for better work life balance.  By considering flexible working requests and acknowledging career breaks, organisations can meet the needs employees have for temporary changes/breaks in employment which add real intangible benefits to an employee’s working experience and the relationship they have with the organisation through their psychological contract (Peters, 2024).


10. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
Building talent pools and supporting their effectiveness is done through numerous means. To start, employers need to ensure they have the right recruitment practices in place to ensure inclusive attraction and selection methods from the very onset through marketing activities. Recruiting an inclusive and diverse workforce requires a sensitivity to all cultures that must be transparent at attraction stage. Championing inclusivity will benefit brand reputation as well as ensuring the organisation reaps the benefits a diverse workforce brings.

Flexible working is proven to aid in recruitment activity and attract new talent The CIPD’s 2022 Resourcing and Talent management planning report, created alongside Omni RMS, found that 68% of organisations offering flexible working opportunities reported their organisation successfully retained and also attracted new talent (CIPDb 2022). 

The role of performance reviews in supporting strong talent pools are that they are an ideal opportunity for 1-2-1 conversations on individual performance and can set the tone for where the employee sees themselves in the future. These conversations can highlight opportunities, uncover difficult truths and encourage openness in career direction for both parties. 

Coaching and mentoring can offer valuable opportunities for insider expertise and top tips on how to progress and develop (Hayden, 2023).  This process aids in individual employee engagement by supporting the employee’s potential and instigating individual empowerment. It helps the individual gain a broader perspective of organisational strategy, where a promotion has occurred and helps provide the missing skills that some specialist area’s lack due to their job role, for example, learning softer skills such as interpersonal skills and relationship building in analytical or technical roles.  It also builds relationships across the organisation and enhances collaboration.


11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
The undeniable benefit a diverse workforce contributes to organisational creativity and productivity is evident. Having a workforce that is representative of the communities within which organisations operate, ensures an array of different perspectives, experiences and thought processes are incorporated into organisational culture.  This impacts how decision making is approached, incites creative insight and moulds problem solving processes, which leads to organisations making more informed decisions and ultimately impacting on levels of productivity (Young, 2024).
Company reputation and brand image are positively impacted by diversity within the workplace.   Organisations who positively champion diversity, ethnicity and inclusion are considered to be more forward thinking and inclusive by external customers as well as prospective employees. For employees, seeing diversity represented and supported to succeed within workplace talent pools, enables them to visualise their own career path and leads them to consider their own progression with a company that emulates their values and represents a similar ethos. To external customers, organisations who value EDI and have good employment practices are attractive as employers (CIPDd, 2024).

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)
We have been experiencing turbulent times within the labour market over the last few years. Covid brought about a period of enlightenment for many workers who were initially pressed into but later relished the reality of remote/hybrid working practices and the whole era of work-life balance and employee wellbeing focus that this point of time afforded them. This brought about ‘the Great resignation’ where 2022 employees left organisations in droves seeking better working lives, benefits, and remuneration elsewhere.  Cendex data reported 16.4% of employee resignations in this period, which reflected a 9.6% increase on the previous year’s resignation rates in 2021 and contributed to the total labour turnover rate hitting 22.5%, up from 14.6% in 2021 (Attwood, 2023). 
Dysfunctional employee turnover causes low morale and impacts on employee happiness when they lose fellow colleagues that they have built strong relationships with.  This can impact on how productive employees are and how secure they feel within their roles.  Within an already volatile economic state, the risk of losing employees to the more attractive offerings of their competitors, is high.
Thiel (2023) cites turnover as a key performance metric for organisations for a multitude of reasons, namely gauging employee engagement, productivity levels and sizing cost impacts. In the current economic climate, this is especially prudent to recognise, because organisations face financial pressures to cut costs but maintain their best people.  Losing valuable experienced workers, means increased costs and lower productivity levels whilst replacements are secured, onboarded and established within the business as well as lost productivity.
With Employee turnover recognised as being highest within the initial 6 months of employment, employers should actively ensure that recruitment and specifically onboarding practices are an organisational priority to minimise the likelihood of a costly vicious circle of recruitment (HR-inform, 2023).


13. Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
The variation of contractual arrangements available to both workers and organisations have stemmed from an increase in a need to meet the ever-changing demands of the working world within which we live.  As the traditional 9-5 becomes less of ‘the norm’, more and more organisations and workers alike are searching for working lives that meet the requirements of a 24/7 lifestyle (Daniels, 2022).  Part time, zero-hour contracts, agency working, and flexible working requests have become the desirable for today’s modern workforce.
Whilst part time contracts remain standard practice through organisations, the increase in flexible working requests have increased considerably since the introduction of 2003 legislation and since 6th April 2024, employees are able to apply for 2 flexible working requests per year from day 1 of employment making this type of working more attractive.  Flexible working is more appealing to women as demographically speaking, more working mothers return to work after having a child seeking reduced hours or specific working patterns to juggle childcare. Flexible working alongside part time working contracts, are a good way for the employer to meet organisational demands of good/services whilst meeting the demands of variable working hours and patterns. 
Fixed term contracts are aimed at meeting an employment need but over a fixed amount of time. They are ideal in situations of project work, maternity cover or in cases where work fluctuations are expected to subside once the fixed contract period is over.  Fixed term contract employees are subject to the same favourable terms as their counterparts on other contracts, with legislation protecting their rights as employees under The Fixed-term employees (Prevention of Less Favourable Treatment) Regulations 2002.
Agency workers are slightly different in that their employment status can be questioned as belonging to neither the organisation that they are providing work for, nor the agency itself who often claim the workers are employees of the organisation. ACASa (2024), states that when working through an employment agency, it’s important to know whether you are classed as a worker or an employee as this can affect your rights as well as your obligations.  




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 of employment is a legal document that details the foundations of the employment relationship between the employer and employee and relays how the parties working relationship will operate. The contract will contain both implied and express terms.  Express terms are agreements discussed between the employer and employee which distinctly agree a case in point, such as a salary or working hours.  Express terms cannot override the law, as statutory rights will always apply. For example, should an employee accept a salary less than national minimum wage which is expressly defined within their contract, they can raise a case against this wage in court, to which the employer would be unable to claim is fair, as the law lays down the national minimum wage level at which employers must comply to ensure employee rights are upheld (Daniels, 2022).
Implied terms within a contract of employment are those which expected to be adhered to and are mostly derived from the law, collective agreements such as that between the employer and trade union and general custom and working practice.  Implied terms are perceived as being too obvious to be included in an already extensive employment contract and can be deemed unnecessary to write down. A Court of law would apply ‘an officious bystander’ test to this point, if such a case was raised in a point of law.  Examples of implied terms are not to engage in workplace theft and to be professional and friendly.
Should employers want to avoid any uncertainty surrounding certain implied terms, such as a yearly payable bonus for all employees of £500, they will need to be clear and communicate that payment is paid dependent on a set of criteria or is paid at discretion (ACASb, 2024).


15. Could you explain the components and two benefits of effective onboarding? (AC 4.3)
Effective Onboarding practices involve incorporating an array of essential attributes to ensure that optimum recruitment practices are upheld, and the best people are hired and retained within the business.
Initially welcoming any potential prospective employee will involve building a relationship between the employer and employee, setting the tone of their employment story and establishing the image of corporate culture to the individual.  As part of the onboarding process, new employee’s will be introduced in a timely manner to organisational practices, systems and provided with equipment which enable them to perform their roles fully.  They will also have clear direction to organisational policies and guidelines as well as operational standards and an introduction to where further assistance is sought.
The new employee’s role at point of onboarding will be clearly laid out with the expectation of how they should perform that role and to what outcome (Peterson, 2024). Performance is measured via key performance indicators which outline daily tasks, specific responsibilities, business priorities and organisational goals.  Performance is built around a settling in period and allows the new employee to understand their place within the organisation and how their work integrates with that of others.
Effective onboarding will reap rewards in a well-oiled recruitment team.  As well as ensuring the warmest of welcomes to any new hire and ensuring they are set up to succeed with all of the knowledge, resources and tools they need to thrive, benefits to effective onboarding ensure that each new employee is given the optimum chance of maximising their employment experience (Sundaram & Patel, 2019).  They will quickly get up to speed with what is expected of them and will fulfil their potential giving back to their employer the time and effort initially put in.
Employees who experience good onboarding practices are more likely to embrace company culture and feel a part of the organisation which leads to longevity of service and increased retention.
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