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Talent Planning & Resourcing

1.1 Describe key contemporary labour market trends
Labour markets are a key aspect to resourcing and can have a significant impact on organisations. Recent changes to the economy, in politics, to legislations and the impact of the pandemic has seen a major shift in local, national, and international market trends. Consequently, this effects the demand and supply of skills and knowledge available. (Wilkinson and Taylor, 2016).
By the end of February 2022, the UK employment rate was at 75%, with the unemployment rate below 4% for the first time since pre COVID pandemic. Comparing with the UK, Sweden’s current employment rate is slightly lower at 67.3% with higher unemployment of 8.8%. However, vacancies currently remain at an all time high with over 1 million vacancies, which has mainly been driven by the pandemic, along with the impacts of BREXIT (ONS, 2022). Organisations are now faced with recruitment challenges due to the tight labour market and are having to negotiate better Ts & Cs with candidates in order to fill their vacancies (CIPD, 2013). 
Additionally, the employment rate for 16–64-year-olds has historically reached a high of 75% which is the first time since World War II. This reflects the current trends of people remaining in work longer particularly since state pension age has risen from 60 to 65. (PWC, 2019). 
Additionally, more females in the workplace has increased over the years. This is enabled by legislations changes that protect women such as the Sex Discrimination and Equal Pay Acts, allowing them equal opportunities (ADB, 2017). Also, an increased trend in women returning to work following maternity leave has led to increased desire for flexible working which has encouraged and transformed women into the workplace (CIPD, 2013).
Subsequently, the cost of living has seen a rise over recent years, even though salaries have been argued they are not reflective of the cost to live. Research shows families with only one working parent on average spends 142% of their monthly income on living expenses, accruing debt of around £10k a year (Fennell, 2022). 
When comparing data with Sweden, the UK sees those employed working over 400 hours more per month whilst also on a lower salary. Similarly, Sweden sees over 80% of those aged 45-64 years in employment, this being the highest age group in work (Statista, 2022) 
	
	UK
	Sweden

	Employment rate
	75%
	67.3%

	Unemployment rate
	3.8%
	8.8%

	Average salary
	£36k
	£44k

	Average hours worked
	1367
	900



1.2 Describe the principles of effective workforce planning and tools used to carry it out 
Workforce planning (WFP) is a key element to aligning organisational needs with people strategy. It is the process of analysing the current skills in the workplace, understanding future needs, identifying skill-gaps and executing solutions to getting the right people with the required skills in the right place at the right time, to deliver the organisations goals (CIPD, 2021). 
There are four principles to strategic workforce planning:
1. Forecasting demand of specific skills – this requires understanding what jobs will become available, the type of contracts needed, i.e fulltime or parttime, along with how many will be needed and the skills required for each role. This is achieved by using systematic techniques, by reviewing past trends, and working back from desired outcomes and costs. Additionally, organisations will use the experience and knowledge of senior leaders to make strategic decisions. (Wilkinson and Taylor, 2016).
2. Forecasting supply of people required – this is achieved by reviewing the current skills and resource within the organisation and identifying how many are likely to remain during the forecasted period. Internal factors such as payroll, performance, structure & composition, and current attrition levels will also be reviewed to understand why many people leave and why. Employee’s skills will then be assessed against training, knowledge and predicted capability (Zavyiboroda, 2021). 
3. Identifying the gaps – by creating a competency framework to highlight the skill gaps between the desired roles and the current workforce population. Competencies can be reviewed using audit forms, then summarised to indicate the current skills against the future roles. 
Gap analysis should also include an analysis of the current workforce, reviewing trends and patterns in employee turnover and absence levels, reviewing the current talent pools and what further training is required, and planning ahead for situations that may arise (Taylor, 2018). 
4. Establishing the gaps – requires an effective plan to close the skill gaps and improve capability. This can be achieved internally by people moves, coaching and mentoring, or performance management. External labour markets should also be reviewed to recruit and retain top-quality individuals whilst ensuring they are able to deliver great performance for the organisation (Beaven, 2019).
Furthermore, strategic workforce planning should be a key priority for employers, so they identify and prepare for the skills and knowledge required now and the future, and are readily adaptable to any circumstance (CIPD, no date). Unlike RyanAir who failed to prepare for holiday cover, resulting in loss of staff and customers, drop in market value and a panic to change Ts & Cs. Thus, highlighting the consequences of getting WFP wrong (Faragher, 2017).
1.3 Explain how to develop basic people plans and succession plans.
Succession planning focusses on identifying and developing future leaders with the potential ability, knowledge, and experience to fill senior or business-critical roles when they become vacant, enabling a seamless transition (CIPD, 2020). 
Effective succession planning aims to develop ‘talent pools’ so a replacement can be selected to become a replacement. Talent pools can be identified through performance reviews whereby colleagues express their future career desires, and development plans are agreed to move forward, through formal training, shadowing, or stepping up to cover holidays etc. Importantly, whilst balancing the need of external ‘new blood’ with current internal candidates. (Wilkinson and Taylor, 2016). This contemporary approach creates greater openness amongst the workforce, encourages inclusivity and diversity and improves retention of strong performers (Taylor, 2018).
Meanwhile, traditional approaches are often used in larger organisations with a highly structured and stable workforce, where managers identify and develop internal employees with future potential (CIPD, 2020). However, this approach is viewed as unethical, selection is subjective and can be discriminatory to women or ethnic minorities (Rothwell, 2010). 
When building effective succession plans, a formal process should be implemented to promote consistency, visibility and one that can be communicated easily to everyone. Communicating upcoming vacancies to all employees will encourage trust and loyalty whilst building morale. It is also crucial appropriate training plans are in place readily to support successors to ensure a smooth transition and a learning culture is encouraged to support with the development of new skills and talent (Bika, 2021).
Furthermore, when considering activities to succession planning, it is essential organisations consider they provide fair opportunities to all colleagues. This can be achieved through posting upcoming vacancies internally for anyone to apply, providing open and clear communication, a fair selection process, providing regular development training and conversations, and lastly prioritising positive action initiatives to combat underrepresented groups (Taylor, 2018). 
2.1 Assess the strengths and weaknesses of different approaches to attracting talent to the organisation. 

Employer branding provides organisations with a powerful advantage over their competitors when recruiting and retaining the best talent. It involves a set of distinctive qualities and characteristics that enables an organisation to thrive in the labour market and perform at its best. A strong employer brand interlinks its strategy, values, and policies with its culture and ethics, which is seen as the most important when attracting individuals to its business (CIPD, 2021). 

Hilton has been voted as one of the best places to work as they have developed a high-trust, high-performing workforce as they take pride in their values and vision, whereby colleagues feel proud and inspired to work there (Great Place to Work, 2021). Similarly, Admiral, also voted as a great place to work suggest having a strong culture based on open and honest communication, equality, reward & recognition is what drives their successes (Admiral, no date).

Additionally, inhouse development can enable organisations to grow their talent pool by attracting experienced workers and those wanting to progress within their career. Currently, 48% of organisations offer apprenticeships, graduate programmes (40%) or post a-level entry routes (30%) (CIPD, 2021b). 

Due to the pandemic, attracting talent is now one of the biggest risks organisations face, with almost all sectors experiencing skill-shortages. With employees changing their expectations, record-breaking vacancy posts, and only 50% of people looking for new career, the talent market is more competitive than ever (Segal, 2022). 

Organisations failing to offer flexible working to all their staff are now struggling to attract new talent as well as retain. Majority of employees are looking elsewhere to employers who enable its workforce to work flexibly around their commitments, in a location that suits them (Mason, 2019). 9 in 10 employees state they are looking for flexibility in their next career and employers who omit this from their job ads are making a “huge mistake” (Henshall, 2021). Therefore, including flexible working increases performance, commitment, and engagement, making a business more attractive to new talent (CIPD, 2019). 






2.2 Assess the strengths and weaknesses of different approaches to retaining talent.
Retaining talent refers to understanding ways in which organisations can prevent employees voluntarily leaving either by push or pull factors (Taylor, 2018). 
It's crucial for managers to understand why employees may be pushed or pulled to leave the organisation and work elsewhere. Using annual employee surveys are a great way for employers to understand how the workforce is truly feeling, what factors may drive them to leave, and what must be done to minimise further turnover. (Wilkinson and Taylor, 2016). However, leading questions or poor completion rate can skew the results rendering less useful. Additionally, if feedback isn’t taken seriously, employees may feel further dissatisfied or bring further issues to ground (Miller, 2020).
Exit interviews have found to be a useful cost-effective method in understanding why staff leave a business, as they enable employers to capture accurate information as to why colleagues leave (CIPD, 2021d). Conducting exit interviews is also seen as best practice as it shows employers are keen for feedback to improve and minimise any further issues arising. However, exit interviews can be uncomfortable as some may not want to burn bridges when leaving and can be reluctant to provide the truth to them leaving (Wickham, 2021).
Additionally, offering effective reward and benefit packages that are fair and comparable can help improve retention levels. Individuals are attracted and retained by salary, benefits, and bonus schemes (CIPD, 2021c). However, providing a higher salary isn’t a guarantee to retaining talent alone, especially if other issues exist within the business (Taylor, 2018). Higher pay-rates can also encourage poor-performers to remain with the business, incurring additional costs and effecting morale and productivity (McKinsey, 2021). 
Having an employee retention strategy provides organisations with a goal to keep their talent and skilled employees from going elsewhere. Vantage Circle (2020) suggests having a robust and effective recruitment process that hires the best people is key to retaining the right people, along with providing inhouse training programmes, health, and wellbeing schemes, and offering flexible work-life balance. 
In CIPD’s Winter Outlook Survey 2021-22, 36% of organisations stated they have increased investment into staff training and development as a result of retention difficulties, along with 37% who plan to address this issue in the future (CIPD, 2022). 










3.1 Explain key aspects of good practice in relation to the development of job descriptions, person specifications and competency frameworks. 
Job descriptions are most crucial documents used in recruitment process, as it outlines the tasks, performance criteria and areas of responsibilities required by the candidate (BBC, 2022). Effective job descriptions should include, the job title, rate of pay/salary, location, summary of the job role, details of subordinates and superior, and reference to any other materials (Wilkinson and Taylor, 2016). 
Job descriptions are also used as a base to employment contracts as they make specific reference to their tasks within their contracts which can support any legal issues if someone is dismissed due to poor performance when they were clear on the expectations and duties required (Taylor, 2018).  
Person specifications focus on the personal attributes desired in a potential employee and support the job description. They outline the skills, experience, qualifications, education and personal attributes required for the role; however, employers can distinguish what is ‘desirable’ vs ‘essential’ (Anon, 2018). These are an essential criterion for selection, and the requirements must be clear, demonstrable and avoid discrimination or bias (CIPD, 2021e). 
Competency frameworks are often used in place of person specifications listing the generic attributes required for an organisation rather than specific roles (CIPD, 2021g). Competency frameworks are developed by analysing the most effective and high-performing employees in the organisation by using personality questionnaires or audits to identify common attributes that differ them from other employees. The results then allows employers to link high-performing attributes to similar candidates (Taylor, 2018). Organisations may then link these competencies with the core values, such as communication, teamwork or customer focus (Wilkinson and Taylor, 2016).
3.2 Evaluate different methods of recruitment and selection. 
Recruitment involves attracting the right individuals with the skills and abilities into the organisation to support performance and deliver goals (CIPD, 2021e).
External agencies such as headhunters, employment agencies and recruitment consultants specialise in the recruitment field and will work with organisations to find the best fit candidate for the role. Recruitment agencies will do the majority of the recruitment for an organisation by searching for potential candidates, liaising with the organisation to agree an interview and any communication required in-between, saving time for the organisation (Taylor, 2018). Additionally, many agencies already hold a record of candidates and are able to quickly recommend them for a suited role. 
However external agencies can be expensive to use and work alongside many organisations meaning they have no loyalty to one. This could result in candidates being forwarded to several businesses creating a competition to attract and retain. 
Subsequently, internal recruitment uses the company’s recruitment sites to advertise and attract current employees with the potential knowledge and experience. This method is cost-effective and allows for fair access to all current employees to view what vacancies are available within their organisation and allows to fill vacancies within before going externally (Taylor, 2018). 
However, arguments against this method suggest ‘new blood’ is sometimes needed for organisations as people can develop bad habits, and sometimes the best talent for the job isn’t currently employed for the business. 
Whilst this method supports retention levels by giving employees a reason to stay with the organisation, it hinders attracting new talent with the potential to bring experience and new ideas (CIPD, 2021e). 
Selection occurs post recruitment, when employers select and assess the candidates fairly based on their ability and their contribution to the organisation using different methods (CIPD, 2021f). 
Interviews being the most common method can be held face-to-face, telephone or via online video platforms. Using a structured approach, the interviewer asks questions to assess their suitability to the role (BBC, 2022). However, interviews can be timely and expensive to run, and can cause some bias based on personality rather than their experience and skills (LinkedIn, 2016). 
Subsequently, psychometric tests allows employers to methodically assess candidates’ abilities, personality and aptitudes online and are good indicators of how someone performs. Data gathered can highlight the candidates ‘true’ self as they can be difficult to fake responses, and are based on scientific studies showing they are highly credible (Crush, 2009).
Although, peoples’ responses can change based on the environment and experiences, therefore data may not be true reflected in real circumstances. Also, tests are not suited to everyone and often have disadvantages to different cultures due to language barriers, backgrounds, or anxiety, as some may score lower than others, questioning potential to discriminate (LinkedIn, 2014). 
3.3 Explain key aspects of good practice in relation to dismissal, redundancy, and retirement.
Dismissal refers to involuntary employee turnover where employment contracts are terminated by the employer, often due to the employee failing to meet the required expectations of the role; either misconduct or poor capability (Wilkinson and Taylor, 2016). 
Dismissal procedures must be fairly and thoroughly conducted to avoid unfair dismissal claims, and in line with ACAS Codes of Practice for Disciplinary and Grievance Procedures (ACAS, 2021). 
The code details key steps that must be followed, such as firstly writing to the colleague advising on the allegations, meeting with the colleague to discuss the allegations, carrying out a proper investigation, allowing the colleague the chance to respond, allowing the colleague the right to be accompanied, and offering the colleague the right to appeal the decision (GOV.UK, no date). Additionally, any formal action must be justifiable and reasonable and procedures are followed (Daniels, 2019).
Redundancy is a dismissal defined under the Employment Rights Act (1996) that occurs when employers need to reduce their headcount to cost save, the role is no longer needed due to restructure, or the company is closing down (ACAS, 2021b). 
Good practice requires employers to find alternative to compulsory redundancy as this can build morale, company reputation, and retain experienced and talented staff. Alternatives to redundancy can include, overtime freeze, pay cuts, reduced hours, redeployment into suitable vacancies, early retirement, or voluntary redundancy (Wilkinson and Taylor, 2016).
However, when redundancies are the only option, organisations must follow the ACAS guidelines on redundancies. This particularly applies when 20+ employees are at risk of redundancy known as a collective redundancy. Employers must communicate, agree a fair selection criterion, conduct consultations and ensure statutory guidelines on redundancy pay are followed (ACAS, 2022). 


Retirement is considered as a voluntarily departure. The Equalities Act (2010) now allows employees to decide at what age they wish to retire; employers are no longer able to enforce a retirement date. Employers must not persuade or initiate any conversations relating to a retirement date as this can fall into age discrimination, unless objectively justifying doing so (Equality and Human Rights Commission, 2011). Studies show 37% of respondents intend to retire after 65. This highlighting employees are continuing to work longer (CIPD, 2017). As a result of a tight labour market, organisations are retaining experienced and skilled staff for longer (Williams, 2016). 
Good practice suggests employers must have ongoing discussions about future plans and provide flexible working methods to all employees, irrespective of their age. This includes gradually reducing contractual hours, stepping down into a less demanding role or moving from fulltime to parttime (Wilkinson and Taylor, 2016). 
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