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1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1)

Organisations can strategically position themselves in competitive labour markets through various approaches to attract and retain talented employees.  These strategies are designed to gain a competitive advantage in the recruitment and retention of skilled workers, ensuring the organisation’s long-term success (Boys, 2022).
A common strategy is offering competitive financial packages. Organisations strive to provide attractive salary and benefit packages that align with industry standards to attract high quality candidates.  This could include competitive wages, performance based incentives, comprehensive health and pension benefits along with opportunities for career advancements (Taylor and Woodhams, 2022).
Additionally, Taylor and Woodhams (2022) suggest that organisations focus on building a positive employer brand.  They invest in creating a strong corporate culture, emphasising values such as diversity, inclusion, and work life balance.  By promoting a desirable work environment, organisations can differentiate themselves from competitors and appeal to a wider pool of talented individuals.
Furthermore, organisations strategically invest in employee development and training programs. By offering opportunities for professional growth, such as mentorship programs, training including skill building workshops, and paying fees for education, an organisation can demonstrate their commitment to employee development, attracting individuals seeking long-term career progression (CIPD, 2022).
Moreover, for an organisation to effectively position themselves in the labour market, they can also leverage technology and digital platforms.  They utilise online recruitment platforms, social media channels, and professional networking sites to reach a broader audience and engage with potential candidates effectively (Brinkley, 2015).
Taylor and Woodhams (2022) further suggest that organisations who actively engage in employer branding and recruitment campaigns to highlight their unique selling points potentially attract top talent.  These campaigns may include employer-sponsored events, participation in job fairs, and collaboration with educational institutes. 

2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)

According to CIPD (2022b), the concept of tight and loose labour markets can be used to examine the evolving labour market. In tight labour markets, where unemployment rates are low, organisations often face challenges in attracting and retaining skilled workers.  This can necessitate the use of competitive employers branding strategies to differentiate themselves and attract top talent.  Additionally it has been suggested that recruitment methods may need to be adjusted to target passive job seekers and explore alternative talent pools.

Furthermore, CIPD (2022b) suggest that in loose labour markets with high unemployment rates, organisations have a wider pool of job seekers to choose from.  This can result in cost advantages and decreased competition for talent.  In such situations, resourcing decisions may focus on optimising recruitment methods to efficiently screen and select candidates, ensuring the right fit for the organisation.
Moreover, analytical models like PESTLE (Political, Economic, Social, Technological, Legal and Environmental) can aid in understanding labour market trends.  For instance, economic factors such as GDP growth or changes in minimum wage legislation can influence resourcing decisions.  Social factors, such as demographic shifts or changing workforce expectations, may require adjustments to employer branding and retention strategies (Battista, 2023).
Further impacts could include resourcing decisions related to employer branding that aims to create a compelling image of an organisation as an employer of choice.  Recruitment methods can include traditional methods like job boards and recruitment agencies, as well as utilising technology driven approaches such as social media and online platforms.  Retention strategies focus on creating an engaging work environment, offering competitive benefits, and providing opportunities for career development to retain valuable employees Peters (2022).

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

According to the research (UK Government, 2021), ensuring future skills needs are met requires collaboration between the government, employers, and trade unions.  The government plays a crucial role in promoting skills development by implementing policies that address literacy, numeracy, and IT skills.  It provides funding and support for education and training initiatives, such as apprenticeship programs, to bridge the gap and meet the evolving demands of the labour market.
Employers have a responsibility to identify their skills needs and development programs.  They play a pivotal role in providing training opportunities and upskilling their workforce to meet future demands.  By offering training programs and professional development opportunities, employers can enhance skills and competencies of their employees, thereby ensuring their organisation remain competitive (Crowley, 2022).
Furthermore, trade unions also play a significant role in advocating for the improvement and access to learning and training.  They negotiate with employers on behalf of workers to ensure fair and adequate training provisions.  Trade unions often include learning and development agendas in their collective bargaining agreements, ensuring that employees have opportunities for continuous skill enhancement and career progression (TUC, 2021).
Moreover and according to UK Government (2010), the collaboration with the government, employers and trade unions contribute to the development of policies and programs that address the needs of workers, promote lifelong learning, and improve access to training initiatives.  They advocate for workers’ rights to training and ensure that employers fulfil their obligations in providing opportunities for skill development.

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)

According to Armstrong and Taylor (2020), effective workforce planning has a significant impact on organisations, helping to align their workforce with future demands and achieve strategic objectives.  Strategic objectives refer to the long-term goals and outcomes that organisations aim to achieve to fulfil the mission and vision, examples of this could be 
1. Business Growth, anticipating and preparing future growth by ensuring they have the right talent in the right positions
2. Cost optimisation, accurately forecasting labour demand, avoiding over or under staffing situations and reducing unnecessary recruitment or termination costs
3. Talent Development, identify skill gaps and develop appropriate training and development programs.
According to George (2022b), forecast demand for labour is crucial for organisations to anticipate their future workforce needs.  By considering factors such as business growth, market trends, and technological advancements, organisations can estimate the quantity and types of skills required.  This would then enable them to plan recruitment, training, and talent acquisition strategies accordingly.
Furthermore, George (2022b) states that by forecasting the internal and external supply of labour involves assessing the existing workforce and analysing the availability of talent in the external labour market.  This includes evaluating factors like employee turnover, retirements, promotions, and external hiring trends. By understanding the internal talent pool and external labour market conditions, organisations can determine the feasibility of filling future workforce requirements. 
Identifying and analysing gaps between supply and demand of labour is essential for effective workforce planning.  It helps organisations identify potential skills shortage or surpluses and take proactive measures to address them.  This could involve implementing training and development programs, adjusting recruitment strategies, or exploring alternative talent sources (Solano and Seto, 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)
According to George (2022), forecasting demand is a common technique used to estimate future labour requirements.  It involves analysing historical data trends, market conditions, business projections, and anticipated changes to determine the quantity and types of skills needed.  By considering internal and external factors, organisations can make accurate predictions about their future workforce needs.  Working back from costs is another approach used in workforce planning.  It involves determining the desired level of investment in the workforce and then developing a plan to meet that target within allocated budget constraints.  This technique helps organisations to align their workforce plans with financial considerations while ensuring they have the resources necessary to achieve strategic objectives.
Furthermore and according to Taylor and Woodhams (2022), systematic approaches, such as scenario planning and workforce modelling, are employed to support workforce planning.  Scenario planning allows organisations to explore various future scenarios and their potential impact on labour requirements.  Workforce modelling involves using mathematical models and simulations to analyse different workforce scenarios and optimise workforce composition and deployment.
Data analysis plays a crucial role in forecasting labour supply.  Organisations use historical data, employee records, talent management systems, and external labour market data to assess the availability of skills both internally and externally.  Data driven approaches enable organisations to identify talent gaps, predict attrition rates, and develop targeted strategies for target acquisitions and development (PWC, 2016).
According to Peters (2023) employment turnover rate analysis helps organisations understand the rate at which the employees leave the organisation and the reasons behind their departures.  Critical incident analysis involves examining significant workforce events or incidents to identify patterns and trends that can inform workforce planning decisions.

6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)

One approach to succession planning is the development of talent pools.  This involves identifying high potential employees within an organisation and nurturing their skills and capabilities for future leadership positions. Talent pools can be created through various methods such as identifying individuals through performance appraisals, assessing their interest in progression, and evaluating their current abilities whilst having the potential to take on higher-level roles.  Moving forward the organisation could assess their current abilities and providing them with development plans tailored to their needs can help prepare them for future leadership positions, reducing the risk of talent gaps.  In addition to this building individual development plans that focus on enhancing knowledge, skills, and behaviour, organisations can ensure a pipeline of qualified internal candidates to fill key roles when needed (George, 2022a).
Furthermore, balancing internal progression with external candidates brings fresh perspectives and ideas into the organisation.  While internal candidates have a deep understanding of the company culture and operations, external candidates may bring diverse experiences and innovative thinking.  Organisations can leverage external recruitment strategies, such as targeted job advertisements, talent acquisition agencies, and industry networking, to attract external candidates who can contribute new ideas and skills to the organisation.  This approach helps to mitigate risks associated with potential skill gaps and limited internal talent availability (Armstrong and Taylor, 2020).
Moreover, if the organisation were to adopt both approaches, they can create a comprehensive succession and contingency plan that mitigates workforce risks.  It also ensures a continuous talent pipeline from with the organisation while also considering the need for fresh perspective and skills from external sources (SHRM, 2019).

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)

According to SHRM (n.d.) one commonly used recruitment method is advertising vacancies on an organisations website.  The strengths of this method include cost effectiveness, wide reach, and the ability to attract candidates who are specifically interested in working for the organisation.  However, it may limit the diversity and number of applicants, as it relies on individuals actively seeking job opportunities on the company’s website.
In addition to this and according to (McCartney, 2022) an alternative recruitment method is using job boards or online job portal.  This approach expands the reach to a larger pool of potential candidates who actively search for job opportunities.  It offers a wider geographical coverage and increases the chances of attracting diverse talent.  However, it can time-consuming to sort through a large number of applications, and there is a risk of receiving applications from unqualified candidates.
An alternative selection method is the use of psychometric assessments.  These assessments provide objective data on a candidate’s cognitive abilities, personality traits, and skills.  They can be tailored to specific job requirements and provide a standardised evaluation process.  However, psychometric assessments should be used in conjunction with other selection methods, as they not capture all aspects of the candidate’s suitability for the role (Pulakos, 2005).  Moreover, psychometric assessments as a strength could help make an decision based on fact rather than judgement, however the weakness to this could be that if the data was incorrect applied then the data could be inaccurate (Zielinski, 2020).
According to Taylor and Woodhams (2022) by considering alternative recruitment, methods such as job boards and leveraging selection methods link psychometric assessments, organisations can enhance the effectiveness and objectivity of their recruitment and selection processes.
Furthermore, it has been suggested that considering the strengths and weaknesses of alternative methods and using and tailoring of the recruitment selection processes, this could enhance and build effective workforces that align with their organisational goals and core values and this can help create a positive workplace (McCartney, 2022).

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)

According to Allen, Bryant and Vardaman (2010) turnover trends indicate that voluntary turnover (employee leaving by choice) tends to be more prevalent than involuntary turnover (employees leaving due to circumstances beyond their control).  Voluntary turnover can be influenced by push and pull factors.  Push factors are internal to the individual, such as job dissatisfaction or lack of career growth, while pull factors are external, such as better job opportunities or higher pay elsewhere.  In contrast, involuntary turnover may result from factors like organisational restructuring, layoffs, or job redundancy.
Furthermore, Peters (2023) states that ethical issues and cultural expectations also impact the turnover rates.  Employees are more likely to leave organisations that exhibit unethical practices or do not align with their personal values. Similarly, cultural expectations, such as inclusivity, diversity, and work life balance, can influence employees’ decisions to stay or leave. According to research (Deci and Ryan, 2000) state that motivational issues play a crucial role in turnover.  Employees who lack intrinsic motivation or feel disconnected from their work are more likely to seek alternative employment.  Providing meaningful work, opportunities for growth, and a positive work environment can enhance motivation and reduce turnover. 
Moreover, Peters (2023) states that management style as another critical factor.  Employees are more likely to stay in organisations where they have supportive managers who provide guidance, recognition, and opportunities for development.  Alternatively, poor management can lead to increased turnover.
Analysing stability and cohort trends is essential for understanding turnover patterns.  Stability analysis examines turnover rates over time, identifying trends and patterns.  Cohort analysis helps identify factors that influence turnover with specific groups, such as age cohorts or job roles.  This analysis can provide valuable insights for organisations aiming to reduce turnover and retain talent (Armstrong and Taylor, 2020).

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)

According to Peters (2023), talent can be defined as individuals who possess exceptional skills, capabilities, and potential to make significant contributions to an organisation.  On an individual level, performance appraisal plays a crucial role.  Regular feedback and performance discussions help identify individual strengths and areas of development.  This enables targeted training and development interventions to enhance skills and competencies.  Training and development programmes provide employees with opportunities to acquire new skills, enhance their knowledge and grow in their roles.  This can be done through formal training sessions, coaching, mentoring, or job rotation (Allen, Bryant and Vardaman, 2018).
Lateral moves or job rotations are effective approaches to talent development and retention.  By providing employees with opportunities to work in different roles or departments, organisations can broaden their skills, knowledge, and perspectives.  Lateral moves also help retain talent by offering career progression without requiring employees to leave the organisation (Gamba Quilliam, 2023).  Flexible working arrangements and work-life balance initiatives are increasingly import in talent retention.  Offering flexible schedules, remote work options, and policies that support work life balance can improve employee satisfaction, well-being, and loyalty (Allen, Bryant and Vardaman, 2018).  Organisations that prioritise workplace characteristics such as positive cultures, supportive environment, and opportunities for autonomy and collaboration tend to attract and retain talented individuals (CIPD, 2021).
Furthermore, it has been suggested that fair and equitable reward systems are critical for talent retention.  Providing competitive salaries, benefits, and recognition programs helps ensure that employees feel valued and fairly compensated for their contribution.  Career breaks or sabbaticals can also be offered to retain talent by providing opportunities for personal growth, rejuvenation, and avoiding burnout (Kumar, 2021).
Moreover, (Taylor, 2018) suggests that job enrichment is another approach to talent development and retention.  By expanding the scope of employees’ roles and responsibilities, organisations can provide challenging and meaningful work experiences, which in turn can enhance job satisfaction, engagement and retention.

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

According to Gamba Quilliam (2023), talent pools refer to groups of individuals with specific skills, competencies, or potential for future roles within an organisation.
Inclusive recruitment and selection practices are crucial for building diverse talent pools.  Organisations can implement strategies to attract candidates from diverse backgrounds, ensure unbiased selection processes, and promote equal opportunities.  This can include diverse sourcing channels, implementing blind recruitment techniques, and establishing clear diversity and inclusion goals (ACAS, 2021).
Learning and development initiatives are seen to play a significant role in building talent pools.  Coaching and mentoring programs can be established to provide guidance, support and skill development opportunities for high potential individuals.  These programs help nurture and develop talent, preparing them for future leadership roles within an organisation (Gamba Quilliam, 2023). 
Furthermore, (ACAS, 2021) state that performance reviews are valuable for identifying and assessing talent within an organisation.  Regular performance discussions and evaluations enable organisations to identify high performing individuals and determine their potential for future roles.  Performance reviews can inform decisions related to talent development, succession planning, and career progression. 
 Analytical tools and data driven approaches are increasingly utilised to build and support talent pools.  Organisations can leverage talent analytics to identify skills gaps, succession planning needs, and areas where talent development efforts should be focussed.  These tools help inform talent management strategies and enable evidence-based decision-making. By using and evaluating these approaches, organisations can identify, nurture and develop talent, ensuring a strong pipeline of individuals ready to take on key roles and contribute to the success of the organisation (Gamba Quilliam, 2023).

11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
According to Miller (2022), diversity in talent pools brings together individuals with varied backgrounds, experiences and perspectives.  This diversity of thought fosters innovation and creativity with an organisation.  When people from different backgrounds collaborate, they bring unique insights and ideas, leading to more innovative solutions and approaches, creativity which could drive organisational growth, problem solving, and competitive advantage. Furthermore, Kochan et al. (2003) suggests that a diverse talent pool enhances decision-making processes within an organisation.  Multiple perspectives provide a broader range of viewpoints, which can lead to more well-rounded and informed decisions.  Research shows that diverse groups tend to be more effective at problem solving and decision-making compared to undiverse groups.  Diverse teams are more likely to consider alternative viewpoints, challenge assumptions, and identify potential pitfall and blind spots.  This diversity of perspective leads to more robust and comprehensive decision making processes.
Moreover, diversity in talent pools can have a positive impact on employee brand and reduce turnover.  Organisations that prioritise diversity and inclusion in their talent management practices tend to attract a wider range of candidates.  This can enhance the organisations reputation and appeal to individuals who value diversity and inclusion (Miller, 2022).
 In addition, Herring (2009) suggests that diverse and inclusive environments have been shown to foster a sense of belonging and engagement, leading to higher employee satisfaction and lower turnover rates.
Diversity in talent pools brings enriched perspectives, increased creativity, improved decision-making and reduced turnover.  By actively building and supporting diverse talent pools, organisations can harness the benefits of diversity to drive innovation, improve organisational performance, and create a positive and inclusive work environment (Herring, 2009).

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)

According to Cascio (2018), dysfunctional employee turnover incurs various costs for businessesses.  Direct costs include recruitment and selection expenses, such as advertising, interviewing, and background checks.  Additionally, there are costs associated with the time it takes to process the departure of a leaver and on-board a new starter.  This involves administrative tasks, paperwork, along with coordinating the transition process.  Induction and training costs for new employees are also significant, as they require time and resources to get up to speed with their roles.
Moreover, Schwepker et al. (2020) suggest that indirect costs arise from the loss of productivity and skills when a dysfunctional employee leaves.  The departure may disrupt the workflow, leading to decreased efficiency and potentially affecting customer satisfaction.  The loss of skills and experience can have long-term consequences, especially if specialised knowledge is involved.  Furthermore, the departure of an employee may negatively affect team morale and cohesion, potentially leading to decreased productivity and employee engagement.
In addition measuring employee turnover can be done using various methods.  It has been suggested that a common approach is the separation rate, which calculates the percentages of employees who leave the organisation within a specific timeframe.  Other metrics include the stability index, which measures the average tenure of employees, and the replacement costs, which estimates the expenses associated with replacing an employee (Jacobs, Willmott and Brown, 2023).
To mitigate the impact of dysfunctional employee turnover, organisations can implement strategies such as improving recruitment and selection processes to ensure better fit between candidates and roles.  Investing in employee development and training programs can enhance job satisfaction and reduce turnover.  Additionally, fostering a positive work environment, implementing fair policies, and promoting employee engagement can contribute to higher retention rates (Jacobs, Willmott and Brown, 2023).

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

Different types of contracts can be tailored to meet the requirements of both employers and employees, with various factors to consider such as the nature of work, duration, flexibility, and worker preferences play a significant role in determining appropriate contractual arrangements (Government of UK, 2023).
Some popular contractual options are (Government of UK, 2023)
1. Permanent Contracts: These provide long-term employment with regular hours and benefits, offering stability to employees.  Permanent contracts are suitable for roles requiring consistent presence and commitment to an organisation.
2. Temporary Contracts: These are ideal for short-term or seasonal work.  Temporary contracts allow employers to meet fluctuating demand while offering employees flexibility.  They can be full-time or part-time, depending on the workload.
3. Full-Time Contracts:  This type of contract generally requires employees to work around 35-40 hours per week.  It provides a stable income and benefits, and employees are entitled to various employment rights.
4. Part-Time Contracts: This type of contract involves working fewer hours than full time employees, often by mutual agreement between the employer and employee.  This arrangement suits individuals seeking flexibility, such as students, parents, or those with multiple jobs.
5. Zero-Hour Contracts: This type does provide flexibility for both employee and employer.  They offer no guaranteed hours of work, and employees are called in as and when needed.  While it does suit some individuals, concerns have been raised regarding job insecurity and lack of benefits.
Additionally, the gig economy has gained prominence, where independent contractors undertake short-term projects or tasks.  This arrangement offers flexibility in terms of work, hours and location.  However, it has been suggested that it can present some challenges related to employment rights, social security and access to benefits (GOV.uk, 2023).
According to ACAS (2021a) financial terms, such as payment frequency should be clearly defined in contractual arrangements.  Work practice terms encompass the expectations and responsibility of both parties, including performance standards, which in behavioural terms would outline the expected conduct of employees, including adherence to company policies, professional behaviour, and confidentiality agreements. In addition to this, attendance and sickness policies define procedures for reporting absences and managing sickness-related issues.

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)
CIPD (2022a) states that express terms are those specifically agreed upon by parties and are explicitly stated, either orally or in writing.  These terms are the foundation of the contract and form the basis of the parties’ agreement.  Express terms can be found in various forms, such as written contracts, verbal agreements, or even through conduct.  They are crucial in determining the rights and obligations of each party. For instance, in a contract for the sale of goods, the price, quantity, and delivery terms are often express terms (Government of UK, 1996).
 Implied terms are not expressly stated but are considered part of the contract.  These terms are either implied by statute, common law, or through custom and practice.  Implied terms are necessary to give business effectiveness to a contract or could be presumed to be part of the contract as a matter of law.  For example, terms may be implied to reflect the presumed intentions of the parties, to fill gaps left in the express terms, or to reflect industry standards (CIPD, 2022a).
Furthermore, terms included in employment handbooks or manuals can be classified as express terms if they are explicitly incorporated into an employment contract.  These terms are typically communicated to employees and are considered part of the contractual agreement.  They may cover various aspects of the employment relationship, including working hours, code of conduct, disciplinary procedures, and benefits.  Terms can be incorporated into individual contracts of employment through collective agreements negotiated between trade unions and employers.  Collective agreements often contain express terms of an individual’s employment contract, outlining terms and conditions of employment, such as wages, working hours, and benefits (Daniels, 2022).
15. Could you explain the components and two benefits of effective onboarding? (AC 4.3)
According to Howlett (2020), effective onboarding is crucial for integrating new employees into an organisation.  Pre-employment information involves providing necessary paperwork, such as contracts and documents before their start date.  Organisational and departmental information familiarise employees with the company structure, policies, and procedures, ensuring they understand how the role fits into the broader organisation.  Role information clarifies the specific responsibilities, goals, and expectations associated with the new role, setting a clear understanding of their duties and performance metrics.
According to Bauer and Erdogan (2011), effective onboarding has significant benefits; it could serve the purpose of successfully integrating new employees into the organisation along with emphasising that onboarding programs significantly impact job satisfaction, organisational commitment and role clarity for new employees.  By providing a structured and informative introduction, employees are better equipped to acclimate to their new environment and contribute effectively.  Moreover, it fosters an understanding of the organisations culture, value and mission, aligning employees with the company’s objectives and promoting a sense of belonging and loyalty.
Furthermore, effective onboarding has a direct impact on retention and reduced employee turnover.  This could also include training and development, mentoring and support and feedback.  In addition to this if an organisation ensures that employees are well informed, supported and engaged from the outset, organisations can mitigate the risk of early turnover, saving on recruitment costs and maintaining a stable, productive workforce (McCartney, 2023).
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