Assignment Guidance
	Question
	Assessment Criteria
	Additional Guidance

	You are asked to provide answers to the following questions based on your own organisation or one(s) that you are familiar with: 

	
	Format – written answers to questions based on own organisation
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(approximately 3900 words), refer to CIPD word count policy

	· ‘If companies make a concerted effort to better understand why employees are leaving and take meaningful action to retain them, the Great Attrition could become the Great Attraction.’ (McKinsey, 2021) Discuss. (3.1, 3.2, 3.5, 4.3)
	3.1 Examine turnover and retention trends and the factors that influence why people choose to leave or remain. 
Turnover and retention trends: influencing factors such as ethical issues, cultural expectations, motivational issues, management style issues, job satisfaction and job design, recognition and reward, changes in legislation. Trends in areas such as why people leave or remain in organisations: differences between voluntary and involuntary turnover; differences between avoidable and unavoidable turnover; push and pull factors; statistical analysis such as crude turnover rate, stability analysis, cohort analysis. 
 3.2 Compare different approaches to developing and retaining talent on an individual and group level. 
Definition of talent; approaches to retention may include appraisal, training and development, lateral moves, flexible working and work-life balance, workplace characteristics, fair and equitable reward, career breaks, realistic job previews, job enrichment, etc. 
3.5 Explain the impact associated with dysfunctional employee turnover. 
Costs associated with dysfunctional employee turnover: methods of measuring employee turnover; direct costs such as recruitment and selection costs, time to process leaver and starter, induction and initial training costs; indirect costs such as loss of productivity by leaver and new starter, loss of skills, knowledge and morale in team, loss of return on any investment for the leaver.
4.3  Explain the components and benefits of effective onboarding.  
Components: pre-employment information, organisational and departmental information, role information, clarification, expectations, socialisation, support and development availability.  Benefits: purpose of onboarding such as successful integration of new employees and reduced risk of ‘induction crisis’; the benefits of an effective onboarding programme, such as introduction to and appreciation of the organisation’s culture and norms, improved effectiveness in role, retention and reduced employee turnover.  


	

	· Define what tight and loose labour markets are and how understanding the labour market can help organisations remain competitive. (1.1, 1.2)
	1.1 Explain how organisations strategically position themselves in competitive labour markets.  
Competitor analysis, strengths and weaknesses of competitors’ employee experience; organisational positioning including the characteristics of an employer of choice; attitudes to reward and culture; employer branding; organisational image, ethics and reputation.  
1.2 Explain the impact of changing labour market conditions on resourcing decisions.  
Changing labour market conditions: differences between tight and loose labour markets; trends in the demand and supply of labour and skills; reasons for trends using analytical models such as political, economic, social, technological, legal, environmental. Resourcing decisions: may be taken in relation to employer branding, recruitment methods, retention strategies, re-organisations, development decisions and long-term planning, critical incidents, national, international and global pressures and crises, changing faces and methods of working.  

	

	· The pandemic has forced organisations to use more technology which has resulted in a change in the way they carry out their recruitment and selection. Evaluate this, and discuss the potential future impact this may have on diversity and inclusion. (2.4)
	2.4 Assess the strengths and weaknesses of different methods of recruitment and selection to build effective workforces. 
Recruitment methods may include internal and external methods, informal and formal methods; advertising through different media such as employment agencies; educational liaison; social media, intranet sites, websites, newsletters, job bulletins, job boards, job centres, etc. 
Selection methods may include application screening, selection interviews, ability and personality testing, job references, work samples, trial shifts and assessment centres, etc; how to conduct fair and objective assessment; impact of new and emerging technologies on recruitment and selection; diversity and fair access of opportunities for all; evaluation of the effectiveness, validity and reliability of recruitment and selection practices. 

	

	· The UK has been seen to focus so much on apprenticeships in the last decade that the level of numeracy and literacy skills has declined in mainstream education. To help improve this situation the UK government have introduced several initiatives to increase the skills in the UK which includes the scheme Multiply which offers programmes to help adults improve their numeracy skills. (Gov, 2021) Critically analyse the impact on organisations and the role they will play in improving the skills of the UK. (1.3)
	1.3 Discuss the role of government, employers and trade unions in ensuring future skills needs are met.  
Government: in developing skills strategies that may include literacy, numeracy, IT skills, skills development, policies that provide employers with funding for skill development and analysis of future skills needs; supporting changes in workforce requirements and availability.  

	

	· According to Zimpel (2021) ‘Workforce planning is about generating information, analysing it to inform future demand for people and skills, and translating that into a set of actions that will develop and build on the existing workforce to meet that demand. Understanding of the distinction between ‘soft’ and ‘hard’ aspects can help to explain the renewed interest’ With this in mind answer the following: (2.1, 2.2, 2.3)
	2.1  Analyse the impact of effective workforce planning.  
Impact of forecasting demand for labour; forecasting internal and external supply of labour; identifying and analysing gaps between supply and demand of labour; strategies to address the gaps between supply and demand.  
2.2  Evaluate the techniques used to support the process of workforce planning.  
Techniques to forecast demand: managerial judgement, working back from costs, systemic approaches; data used to forecast supply: promotion/demotion rates, transfer rate, employee turnover rate, factors affecting external supply, critical incident analysis.  
2.3  Explain approaches to succession and contingency planning aimed at mitigating workforce risks.  
Managing contingency and mitigating risk through developing talent pools; use of appraisals in identifying who is interested in progression; assessing current abilities and building development plans to address gaps between current ability, interests and skills, knowledge and behaviours needed to progress; balancing internal progression  with need for fresh ideas from external candidates. 

	

	· ‘Anyone doing strategic workforce planning, long-term recruitment or succession planning should include a well-maintained talent pool in their strategy.’ (AIHR, 2020). Discuss with examples. (3.3, 3.4)
	3.3 Evaluate approaches that an organisation can take to build and support different talent pools. 
Definition of talent pool; inclusive recruitment and selection approaches; learning and development initiatives including coaching and mentoring; role of performance reviews; use of analytical tools. 
3.4 Evaluate the benefits of diversity in building and supporting talent pools. 
Enriched perspectives; increased creativity; lower employee turnover; positive impact on employer brand; improved decision-making; improved knowledge and understanding; reduced language barriers; higher engagement; reduced risk of discrimination, awareness of potential pitfalls and difficulties. 
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	· According to the Suff (2021) ‘UK law currently recognises three main types of employment status: employee, worker and self-employed. An individual's employment rights depend upon whether they are an employee or worker’.  a). Assess how different employment types can meet workforce needs and b) Explain the main contractual terms used in contracts. (4.1, 4.2)
	4.1 Assess suitable types of contractual arrangements dependent on specific workforce need.  
Matching workforce need to contractual arrangements. How work can be delivered through different contracts: employee, worker, contractor; permanent, temporary, full-time, part-time, zero-hours; how work can be delivered and resourced in different ways including the ‘gig economy’. Financial terms, work practice terms, behavioural terms, attendance and sickness, reporting.  
4.2  Differentiate between the main types of contractual terms in contracts.  
Including express terms; implied terms: differences between terms implied in all contracts and terms implied through custom and practice; incorporated terms such as those included in handbooks and incorporated through collective agreements.  

	



