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How can organisations strategically position themselves in competitive labour markets?
[bookmark: _Hlk173157847]There are many different ways for organisations can strategically position themselves in the labour markets, such as implementing strategies like, developing a unique employer brand, building a strong employer reputation and organisational image, and also by investing in recruitment marketing.

Employer branding is a tactic that organisations use to strategically position themselves in order to attract skills and talents from the public by highlighting distinctive traits. Building a positive employer brand requires a strategic approach to showcasing the organisation's unique culture, values, and benefits to attract and retain top talent. One of the main advantages of employer branding is that it helps build a positive corporate image, which affects an organisation's income and long-term profitability (Peters, 2023).
The CIPD describe the employer brand as '...a set of attributes and qualities, often intangible, that makes an organisation distinctive, promises a particular kind of employment experience, and appeals to those people who will thrive and perform best in its culture' (Peters, 2023).
People management professionals in organisations play a significant role in ensuring that the organisation attains desired skills, and this is implemented through evaluating the skills needs of the organisation. They could conduct an EVP (Employer Value Proposition) to identify what sets them apart from others in terms of culture, mission, values and benefits. By assessing what makes their organisation special and what they offer that others don’t is key in being attractive in the market. They could also use a SWOT Analysis, which is a planning tool that's utilised to identify the main benefits, drawbacks, opportunities, and threats associated with a project (such as recruitment). Declaring the goal of the organisation or project and determining the internal and external elements that are helpful or detrimental to reaching that goal are both part of it (Haan, 2024).
Maintaining a good employer reputation is crucial for attracting and retaining top talent, building a strong brand, and ultimately, driving business success.  Treating staff members fairly, with dignity, and with respect will help to create a healthy work atmosphere. Making sure that every worker feels appreciated and respected, will lead to staff recommendations /referrals which ultimately promotes reputation. Also, by offering a workplace with fair pay, competitive rewards/benefits, fostering a culture of diversity, equity and inclusion will ensure employees feel included and empowered, which also promotes reputation (Uddin, 2019).







What is the impact of changing labour market conditions on resourcing decisions?
The impact of changing labour market conditions on resourcing decisions is significant, and it can have far-reaching consequences for organisations.  A lack of qualified candidates in a given sector or profession can cause hiring delays, higher hiring expenses, and a dependency on contract or temporary labour. This may influence the calibre of output and raise the possibility of burnout in current workers (Boys, 2024).
Strong labour markets can make it harder to draw and keep top talent since they provide job searchers more options and may make them more inclined to haggle for greater pay and benefits. Increased competition for limited skills and a focus on employee value propositions and employer branding may result from this. 

In contrary, in a loose labour market, employers may find it easier attracting and retaining employees, as workers have more less options and may be willing to accept jobs with low wages, or limited opportunities for advancement (BCC, 2024).
(Abrar, 2024) says that the rise of the gig economy and flexible working arrangements can lead to a greater reliance on temporary workers, which can impact on employer-employee relationships and benefits. The gig economy has created new job opportunities for people who may not have been able to find traditional employment, such as those with non-traditional work patterns (e.g., students, carers) or those with limited skills or experience.
Conducting a PESTLE analysis on the impact of changing labour market conditions on resourcing decisions is important because it helps organisations anticipate and prepare for the potential effects of these changes on their workforce and operations. PESTLE analysis helps identify external factors that may impact an organisation's ability to attract, retain, and develop its workforce. This information can inform strategic planning, enabling organisations to develop contingency plans and adapt to changing labour market conditions A PESTLE analysis can also help identify opportunities arising from changing labour market conditions. For example, if there is a shortage of skilled workers in a particular industry, an organisation may be able to attract top talent by offering competitive compensation packages or flexible work arrangements. (Battista, 2024).









What is the role of government, employers and trade unions in ensuring future skills needs are met?

Government
Governments can conduct research and analysis to forecast future skills needs, identifying emerging trends and industries that will drive economic growth.  They can invest in education and training programs such as vocational training, apprenticeships, and degree programs to equip workers with the skills needed for future industries. They can also promote a culture of lifelong learning by providing incentives for workers to upskill and reskill throughout their careers. The government have the power to provide funding for workforce development initiatives, such as job training programs, career counselling, employment services and they can establish regulatory frameworks that support the development of new industries and occupations, ensuring a smooth transition to new skills requirements. (Department for Education, 2022).
Employers
Employers have a significant responsibility to assess employees' skills within the company in order to ensure that future skill requirements are satisfied. Professionals in people management do this by comparing the talents of each person to the organisation's future requirements. By recruiting apprentices, employers can provide a direct pipeline of skilled and trained workers to fill entry-level positions, reducing the need for costly and time-consuming recruitment processes. Employers can also make sure that allow work experience placements. These placements are important to help students gain a better understanding of their career aspirations and goals, allowing them to make informed decisions about their future. This can increase student engagement and motivation, as students are more invested in their studies when they have a clear understanding of the relevance and application of their knowledge, therefore helping to ensure future skills are met (Crowley, 2023).
Trade Unions
Trade unions can represent the interests of workers in negotiations with employers and government to ensure that workers are equipped with the necessary skills for the future. They use collective bargaining to negotiate for better working conditions, training opportunities and higher wages. They can also provide support for worker upskilling and reskilling initiatives, as well as being an advocate for policy changes that support workers’ skills and development, such as increasing funding for education and training programmes (CIPD, 2024a).




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?
Organisations should regularly analyse their workforces, create a thorough plan for bringing in and developing talent, set clear goals and objectives, track and assess their progress, and promote a culture of lifelong learning and growth in order to achieve effective workforce planning (George, 2023). 
Effective workforce planning has a significant impact on an organisation’s overall performance and success. It may be tailored to any organisation's size and maturity level and doesn't have to be complicated. It can offer market and industry intelligence to support businesses in focusing on various issues and challenges and in getting ready for activities that will support long-term business objectives (Miller, 2023). The key benefits for example, include:
Improved Productivity - Employee productivity and resource utilisation can rise when there is an adequate quantity of workers and skill sets available.
Reduced Turnover Rate - Proactively addressing skill gaps through effective workforce planning lowers the risk of employee turnover and the related expenses of hiring and training new hires.
Increased Employee Engagement - When employees feel that their skills are being utilized effectively and they are working towards common goals, they are more likely to be engaged, motivated, and committed to the organisation.
Enhanced Reputation and Brand Image - Businesses that exhibit strong workforce planning can improve their employer branding, draw in top talent, and establish themselves as appealing places to work (Organ & Watts, 2024).
In contrary, ineffective workforce planning can lead to understaffing which leads to decreased productivity, talent gaps due to lack of planning, poor morale due to inadequate staffing or skill mismatches and regulatory non-compliance with labour laws and regulations.









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?
Total compensation and benefits analysis is a major technique used to support the process of workforce planning as it focuses on a continued employee evaluation. The evaluation is a comprehensive assessment of an organisations compensation and benefits packages to ensure they are competitive, fair and aligned with the organisation’s overall goals and objectives. Analysing employee benefits helps job market competition, which in turn shows that your company values its employees just as much as other employers in your sector. Many businesses believe that rewarding extraordinary achievement or success in the workplace monetarily is valuable (Cerone, 2019).
Although it’s a valuable tool, it does come with drawbacks as it can me complex and time consuming, it focuses on a snapshot in time which providing a static view. It can also lack transparency as it may always provide a clear understanding of how individual components of compensation and benefits are valued or weighted, which can lead to confusion and dissatisfaction among employees.
Another technique is organisational strategy such as The six stages of strategic workforce planning (CIPD, 2023), which compromises of the following six steps:
1. Establish a Baseline
2. Assess your workforce supply
3. Analyse your workforce demand
4. Carry out a gap analysis
5. Create an action plan
6. Deliver the plan
People practice specialists may successfully implement the workforce planning process and, consequently, adopt elements based on the primary aim by properly evaluating organisational strategy. For instance, people management specialists can put teamwork into practice, which is in line with the organisational goal of encouraging communication and increasing interactivity between managers and employees (George, 2023).




 




Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks?
One approach is to focus on developing a strong internal talent pipeline by investing in employee development and succession planning. This involves identifying key positions and roles within the organisation and identifying potential successors who have the skills, knowledge, and experience to take over those roles. 
This approach emphasises building internal capabilities and reducing reliance on external hiring. By developing a strong internal talent pool, organisations can ensure that when key employees leave or retire, there are qualified candidates ready to step in and minimise disruption to operations (Khan, 2024).
Another approach is to develop a contingency plan that focuses on external solutions, such as partnering with contractors, temporary staffing agencies, or consultants. This approach recognises that not all positions can be easily filled internally, especially in industries with specialised skills or tight labour markets. 
By having a network of external partners and contractors, organisations can quickly respond to talent gaps and ensure business continuity. This approach requires ongoing relationships with external partners and regular monitoring of the market to ensure that the right talent is available when needed (Kirvan, 2022).















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?
[bookmark: _Hlk170128867][bookmark: _Hlk173157584]Advertising jobs on your company website can be an effective way to attract potential employees, but like any recruitment strategy, it has its strengths and weaknesses. You can target specific job openings to specific job seekers who are actively looking for employment opportunities in your industry or location. Advertising on your company website can be a cost-effective way to attract candidates, especially compared to traditional job boards or recruitment agencies. However, your company website may not have as much traffic as a popular job board or career website, limiting the number of potential candidates. and with many companies advertising on their own websites, there may be more competition for attention from job seekers (O’Haire, 2023).
Interviews allow for direct interaction between the candidate and the interviewer, providing an opportunity to assess the candidate's communication skills, personality, and fit with the organisation's culture. Interviews can provide valuable insights into a candidate's past experiences, behaviours, and motivations, which can be used to predict their future performance. In contrast, Interviewers may bring their own biases and preconceptions to the interview, which can affect their assessment of the candidate (McCartney, 2023).
Although Social Media advertising can be expensive, attract unqualified or uninterested candidates and it can be affected by algorithms, it is an effective way to advertise. This is because it targets a wider audience (which can be good or bad), it promotes increased visibility and it provides valuable insights into candidate behaviour, helping you understand what works and what doesn't in your recruitment strategy (Bajaj, 2023).
[bookmark: _Hlk173157628]Group activities such as team-building exercises are an effective selection method. Group activities allow you to assess how well an individual fits into a team dynamic, which is crucial for collaboration and productivity. You can observe how they interact with others, communicate, and adapt to the group's norms. They can provide valuable insights into a candidate's behaviour, such as their ability to work under pressure, communicate effectively, or manage conflicts and they can help reduce bias in the hiring process by providing a more holistic view of the candidate's skills and abilities. Although effective, Group activities can be stressful and anxiety-provoking, which can negatively impact a candidate's performance and overall experience and they can be time-consuming and resource-intensive, especially if you have a large number of candidates to assess (Kifle and Bonner, 2023).






I am aware employee turnover rates vary from one organisation to another but what turnover and retention trends exist and what factors influence why people choose to leave or remain?
Employee turnover rates vary significantly across industries and sectors, with some having much higher rates than others. In the UK, the overall employee turnover rate is around 36%, with the average employee staying with their current employer for around 3-4 years. However, some industries have much higher turnover rates, such as hospitality, where the average employee stays for around 1-2 years (Cockett, 2024).
Retention rates are also influenced by factors such as age, with younger employees being more likely to leave an organisation within a shorter timeframe. According to a study by the UK's Office for National Statistics (ONS), in 2019, the highest turnover rates were among employees aged 20-24 (22.3%), followed by those aged 25-34 (18.4%), and those aged 35-44 (15.3%) (Robinson, 2021).
Other factors that influence employee turnover include job satisfaction, which is closely linked to factors such as pay, benefits, and opportunities for career advancement. A study by the Chartered Institute of Personnel and Development (CIPD) found that 46% of employees who left their jobs in 2019 did so due to lack of opportunities for career progression.
The same study also found that 34% of employees left due to poor management, and 29% due to a lack of job security. Additionally, 26% of employees who left their jobs reported that they had been bullied or harassed at work (CIPD, 2019).
In terms of industries with high turnover rates, the CIPD found that the following sectors had the highest rates: healthcare (24.1%), construction (22.4%), and manufacturing (21.6%). On the other hand, industries with lower turnover rates included finance (11.6%), education (11.5%), and public administration (10.8%) (CIPD, 2019).
Overall, employee turnover is a complex issue influenced by a range of factors, including individual motivations, organisational culture, and industry-specific conditions.









I want to compare different approaches to developing and retaining talent on an individual and group level? Could you give me some pointers?
Companies develop and retain talent in a variety of ways. Certain organisations prioritise the growth of the individual, while others adopt a more collective strategy. 
[bookmark: _Hlk170128886][bookmark: _Hlk173157738]Pairing employees with experienced mentors who can provide guidance, support and feedback to help them grow is a great approach to consider when developing and retaining talent. Mentors support growth, serve as a source of knowledge and they can help to set goals and maintain standards with the individual. Every employee is in charge of their own development while using this approach. They are provided the tools and autonomy to select the areas they wish to concentrate on. Employees may find this strategy highly inspiring as it gives them the confidence to manage their own careers (Joseph, 2019).
[bookmark: _Hlk173157670]Appraisals are another great approach. They are essential for employee growth and development, providing feedback and guidance on performance. They help employees identify strengths and weaknesses, set goals, and improve areas for development. Regular appraisals also promote career advancement, job satisfaction and retention by recognising strengths and providing targeted support and training. Additionally, appraisals help resolve conflicts, improve communication, and reduce turnover rates by providing recognition and appreciation. Overall, appraisals are a crucial part of employee management, promoting growth, development, and retention for both employees and the organisation (Brougham-Chandler, 2023)
Employee engagement initiatives can help develop talent by providing opportunities for learning and growth, such as training programs, mentorship, and career development plans. This helps employees build new skills, gain confidence, and take on more responsibilities, ultimately preparing them for future leadership roles. These programs also show that a company cares about the futures of its workers, which can improve job satisfaction and lower turnover. Long-term retention is higher in organisations when employees experience a sense of value and support (Bolt, 2021).
Group learning and development programs play a crucial role in developing and retaining talent within an organisation. By bringing together individuals with similar interests, skills, or goals, these programs create an environment that fosters collaboration, networking, and knowledge sharing. This leads to a more engaged and motivated workforce, which is essential for talent development and retention. Group learning and development programs provide a platform for individuals to learn from each other's experiences, perspectives, and expertise (Quilliam, 2023).






Could you evaluate approaches that an organisation can take to build and support different talent pools?
[bookmark: _Hlk170128893]An organisation's talent pool refers to the collective sum of knowledge, skills, and expertise possessed by its employees, former employees, and potential future hires
A strategic approach comprising many interconnected initiatives can be used by an organisation to develop and support diverse talent pools. To begin with, it is critical to specify the organisation's talent needs and the kinds of abilities and proficiencies required to meet its objectives. A detailed examination of the organisation's strategic strategy, market dynamics, and industry trends can help achieve this (Harver, 2023).
Investing in staff development activities including training and education programs, career development opportunities, and mentorship initiatives is one way to create internal talent pools. This motivates others to reskill and upskill in order to meet changing needs, in addition to helping to retain high performers.
Utilising outside talent pools, such as alliances with universities, community colleges, and other organisations, is an additional strategy for drawing in fresh talent. This can include possibilities for useful work experience and skill development such as internships, apprenticeships, and job placements (Bourke, 2020).
Another approach is to cultivate an inclusive culture by supporting diversity and inclusion via behaviours, policies, and initiatives that aid marginalized communities. This includes efforts to support flexibility and work-life balance, mentorship programs for underrepresented groups, and training for managers on unconscious bias (Kurter, 2020).












Could you evaluate two benefits of diversity in building and supporting talent pools?

[bookmark: _Hlk170128901]Diversity promotes a culture of invention and creativity by bringing fresh viewpoints and experiences to the table. This is one advantage of diversity in developing and maintaining talent pools. Collaborating individuals with diverse backgrounds and skill sets allows them to question each other's preconceptions and push the envelope of what is feasible, resulting in more creative solutions and superior results. Diverse teams are better equipped to tackle complex problems from multiple angles and challenge assumptions. As a result, organisations with diverse talent pools are more likely to stay.  Although it’s beneficial, a possible disadvantage is that it could result in a disorganised and disjointed feeling among the team members. Building a common understanding and feeling of purpose among people from diverse origins and cultures can be challenging (Stahl, 2021).d drive growth and success.
Diversity also lessens bias and guarantees that the best applicant is chosen for a position rather than just the most qualified applicant who also happens to fit a particular demographic profile. This is another advantage of diversity in creating and maintaining talent pools. An inclusive and equitable workplace results from a selection process that is less likely to be swayed by unconscious prejudices and more likely to be based on merit when a varied pool of candidates is taken into account (Pavlou, 2023). Although beneficial, a diverse talent pool may also bring in different levels of technical skills and experience, which can make it more difficult for the organisation to find the right fit for each role. This can lead to longer hiring times, higher turnover rates, and increased training costs.












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?
[bookmark: _Hlk170128909]Employee turnover that is dysfunctional can have a significant effect on an organisation, not just on the departing employee but also on the workforce as a whole. There may be a cascade of unfavourable effects when an employee quits because of a dysfunctional workplace (CIPD, 2024b).

Colleagues of the resigning individual could experience feelings of disillusionment, uncertainty, and desertion, which could lower motivation and team spirit. Productivity may suffer as a result, since remaining staff members could feel overworked and under supported as they take on additional responsibilities.
The departing person may have had special abilities, experience, or insights that are difficult to duplicate, so losing institutional knowledge and expertise can also be very costly. In particular, if the worker held a crucial position or had acquired specialised knowledge, this might result in a loss of competitive advantage (Santhosh, 2023).
Furthermore, the expenses linked to finding, selecting, and onboarding new workers can be high, taking funds away from other business divisions. Due to the time required for new hire onboarding, current staff members can be asked to take on more duties, which could result in burnout.
Ultimately, dysfunctional employee turnover can have long-term consequences for an organisation's success, including decreased productivity, reduced morale, and increased costs. It is essential for organisations to address underlying issues driving turnover and prioritize creating a positive work environment to mitigate these negative effects (Hall, 2019).












Could you assess suitable types of contractual arrangements dependent on specific workforce needs.
[bookmark: _Hlk170128917]A full-time permanent contract is a type of employment agreement that provides an employee with a long-term and stable job. This type of contract is typically used for positions that require a high level of expertise, dedication, and commitment, and is often offered to employees who have been with the company for a significant amount of time.
One of the main advantages of a full-time permanent contract is that it provides job security, which can be a major source of comfort for employees who value stability and predictability. This type of contract also typically offers a range of benefits, such as statutory sick pay, pension schemes, and annual leave, which can be beneficial for employees and their families (Croix, 2023)
On the other hand, a full-time permanent contract can also be limiting for some individuals. For example, it may not provide the same level of flexibility as a part-time or temporary contract, which can be attractive to individuals who need to balance work with other responsibilities or commitments (Corix, 2023).
An employment agreement known as a "zero-hour contract" is one in which the employer and employee decide to work as many hours as needed without setting a set quantity. 
One of the main benefits of zero-hour contracts is flexibility for both parties. The employer can easily adjust their workforce according to business needs, without being tied to fixed labour costs, while the employee has the freedom to choose when they want to work and how many hours they want to put in
However, zero-hour contracts can also have negative consequences for employees. Without a guaranteed minimum number of hours, they may struggle to budget their income and do not have access to benefits such as paid annual leave, sick leave, or job security, which can be a significant drawback (CIPD, 2022).
A fixed-term contract is an agreement between an employer and employee that outlines the terms of employment for a specific period. It provides clarity and stability for both parties, allowing employers to plan ahead and employees to plan their future. 
Fixed-term contracts are beneficial for temporary or seasonal positions but can limit job security and career advancement opportunities. They typically include details such as start and end dates, job responsibilities, salary and benefits, and notice period requirements (Kennedy, 2021)





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?
Express terms refer to the specific provisions that are explicitly written into the contract and are explicitly agreed upon by the employer and employee. These terms are typically included in the contract document and are therefore clear and unambiguous (ACAS, 2023).
Examples of express terms might include:
· Salary and benefits
· Job title and responsibilities
· Holidays and annual leave entitlement
· Working hours and days off
· Probationary period
Implied terms, on the other hand, are terms that are not explicitly stated in the contract but are implied by law or by custom and practice. These terms are not necessarily written into the contract but are still binding on the parties and can be enforced by the courts (Loutfy, 2023).
Examples of implied terms might include:
· Mutual trust and confidence: An implied term that an employer will not act in a way that destroys the employee's trust in them, and an employee will similarly maintain trust and confidence in their employer.
· Compliance with health and safety regulations: An implied term that an employer will comply with relevant health and safety laws and regulations.
A key distinction between express and implied terms is that express terms can be modified or excluded by agreement between the parties, whereas implied terms cannot be altered or removed without violating the underlying principle or policy that gives rise to them. For instance, an employer cannot negotiate away an employee's right to receive minimum wage or holiday pay, as these are implied terms protected by statute (Powell, 2023).









Could you explain the components and two benefits of effective onboarding?
[bookmark: _Hlk170128941]The process of integrating new employees into an organisation and getting them ready for their position is known as effective onboarding. A comprehensive awareness of the work requirements, usually given as an induction, a clear understanding of the corporate culture, and sufficient training and assistance to enable the new hire to immediately become productive are all essential elements of a successful onboarding process. 

Effective onboarding has the advantage of laying the groundwork for sustained employee success. New hires are more likely to feel motivated to perform well and secure in their talents when they are made to feel welcome and well-prepared. This may result in better performance all around, lower employee turnover, and higher job satisfaction. 

Reducing the time it takes for new hires to become productive is another advantage of good onboarding. New hires are able to immediately grasp their responsibilities and begin making significant contributions to the company when they receive clear advice and assistance. This can lessen the workload for other staff members who could have been in charge of providing training and mentorship, as well as increase productivity as a team as a whole (Edwards, 2024).
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