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1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
Branding is key to showcase what the company is about and their positive culture and values, this can be done via their company website but also with the use of social media, sharing posts of what the company is doing well and include their mission and purpose to help recruit new staff. (Jones 2021). A company needs to show that their reputation matches the reality to become an employer of choice that care about the wellbeing of their staff by offering flexibility for work-life-balance as well as career development opportunities and invest in their learning with courses and new technology so they can grow and offering a competitive salary package and benefits which rewards staff for hard work and offers recognition and offer security. (Jacob 2024)
To achieve a competitive advantage (Porter 1985), companies also need to adopt practices that align with the workforce of today, where diversity and include and Corporate Social Responsibility are important as people care about equality, the community, and the environment. This will differentiate a company from others and to do this they need to focus on recruiting diverse and skilled individuals who will drive this value. As well as looking at cost leadership by managing effectively for productivity to be maximise by performance management, workforce planning and correct allocation of resources. 
It is important to manage human capital effectively to gain a HR advantage. (Boxall and Purcell 2016). This can be done by making sure there is employee participation and voice, ensuring there is a supportive environment where everyone matters ands is developed and trained with the right work systems in place to help with performance and it is measured and evaluated to make improvements.  

2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
Depending on the labour market, a company will have to adjust the way they recruit, pay, reward, train and retain their staff. Therefore, Horizon scanning is important (Beaumount 2020).
Slack Market: supply is higher with lots of job seekers but limited vacancies. This makes it easy to find the right candidate with the skills needed, there is no pressure to offer higher pay so can be a cost saving. As there is less competition you will have to provide less in training and development too. This could be when there is a recession, so companies look at cost control and working on internal mobility too which is more strategic (Pettinger 2019).
Tight Market: demand is higher than the supply. This will raise earning to ensure we are able to recruit enough workers as we will need to be more competitive. it becomes harder to find skilled employees. Therefore, we need to widening talent pools, improving salary packages and benefits and better work environment, which can also help staff retention (Slaughter 2023).
We are currently in a tight market according to the Office for National Statistics. As unemployment has been reduced. With more jobs being available retention will be difficult as many will look for better options for them, as inflation and cost of living is meaning people will be looking for more money. Therefore, there will be a need to either offer better salaries or improve the overall package or offer extras such as courses staff can do and to develop themselves in a job. There will also be a need to find skills with the existing staff or upskill them instead of looking for new external staff. (CIPD 2022)

3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3)
The Government have put in strategies to help increase more skilled workers and to reduce unemployment by funding courses from both school, colleges, university to workplace courses and offering benefits to jobseekers to get back into employment, which will help the growth of the economy. To encourage more jobs to be created by being more flexible with employers and supportive with legislation and regulation. As well as allowing oversees recruitment. There are already many free courses and bootcamps available which then offer interviews at the end of it to aid this. (Keegan and Stuart 2023)
Employers’ workforce plan to ensure skill-gaps are address as the future will be more automated with AI. There is risk of job losses, therefore retraining is needed to futureproof the workforce by looking at skills needed and what other jobs can be created. Improving basic skills such as IT skills, Numeracy, Report Writing and Data Analysis by coaching, inhouse and external learning and development, apprenticeships, placements and internships and other programmes to recruit and train current and future staff for the workforce of the future. (CIPD 2023)
Trade unions also have a role in negotiating and supporting, The TUC helps improve equality and work life and are responsible for the care of the workforce by campaigning for change for workers to be retrained and upskilled. By having lifelong learning accounts and more rights for employees to have time to complete courses and train which is paid and take full advantage of it. Union Learning reps promote and encourage workplace learning to improve upskill current staff. The Wales Union learning fund, also supports this by providing help with bursaries and grants, funded by the Wales TUC and Government (Nowark 2022).

4. I am new to people practice and have heard that workforce planning is important. Before I try to convince others of this, I welcome the views of someone with more experience. Could you analyse the impact of effective workforce planning? (AC 2.1)
Workforce planning is important as helps align with the business strategy and has a positive impact for a company by ensuring the right number of employees are hired and retained so work can be done productively instead of having wasted time and resources. Having the right number of staff also ensures staff are more motivated and not burnt out as there is enough support as well as not having additional costs of hiring temporary skill due to shortages or replacing staff who leave. This will also allow staff to feel their career goals are met as learning plans are put in place for them to develop for the future needs to the business and their own personal development needs which will improve engagement, attrition, and job satisfaction (Gibson 2021).
Workplace planning also looks at what current roles we have, what changes we need to make to them by making improvements to get better and improved leaders for the future which will drive the company in the right direction. As well as looking at risks and challenges we can face in the future with gaps in skills and technological changes that need to be planned for as well as legal changes with changes of government and polices (Mayo 2015).
If we plan effectively, we can have a competitive advantage. We need to look at both hard workforce planning which looks at the numbers but also soft which is about the experience for the employee regarding their development, the culture, and skills for productivity. Also looking at short term planning and long term for the best impact for anticipating change and putting things in place to recruit effectively for the needs of the business. (CIPD 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)
There are various techniques that can be used for workforce planning depending on the needs of the business and their short term and long-term plans and can be used in combination (CIPD 2023): 
Demand forecasting looks at external factors and the companies’ goals when planning and estimating the requirements for roles for the future, therefore it is more proactive when putting together training plans and strategies for recruitment. Which Workforce Analytics can also help with as it looks at data and analysis trends, future needs prediction and help decision making with that insight (Rheude 2023).
Succession planning is critical and used for future leaders and to upskill current leaders so that if someone leaves, another can fit into their place and there is a smooth transition, stability, and we don’t have to look externally to replace talent. At companies like Admiral, they do this with ‘Get discovered programmes’ which help spot and train future leadership talent. (Admiral 2024). Scenario planning is also needed as it creates scenarios which are hypothetical to help plan for various future events to help prepare and plan for them and make changes to the strategy and mitigate risk therefore it is valued to ensure readiness for the future. 
Segmenting workforce is used to put employees into groups depending on their skills/job type which helps management of talent. Skill inventory catalogue can then be used to look at the education/qualifications to look at strengths and weaknesses of the workforce and what learning/development plans can aid. Also, with Competency modelling skills that are essential are looked at for each role and helps with this and deciding which tools and technology will help with the advancement (Gibson 2018).

6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
Approaches to succession and contingency planning help reduce risks to companies by having a plan to the smooth transition on staff into important roles and planning what to do for future issues. (Lattimer 2023)
Succession planning approaches include mapping succession and pathway for careers: employees having clear guidance and plans for what their role can progress on to and how to get there and having the ongoing commitment to it. As well as finding talent that will fill key senior roles with the further leader’s pipeline. As well as Talent Development Pipeline: having development programmes that identify and highlight staff with potential and supporting them become what you need for the future. This could include leadership training, awareness of different key business areas to help them prepare and mentoring and coaching. (CIPD 2024)
Contingency planning approaches include having back up plans and strategies by having resources lined up if there is any disruptions or issues, where things do not go to plan to reduce the disruptions and impact from it otherwise without this you would not be able to deal with any unexpected obstacles when a disaster happens. This will help things go more smoothly and for key parts of the business to still run even in difficult times. Scenario planning and risk assessment are also important as companies need to look at any future occurrences which can cause disturbances such as adverse weather, changes in senior leadership and changes in the economy which can have a negative impact on a business and having plans in place to be ready for each scenario (Leonard 2024).

7. I tend to advertise all vacancies on our organisation’s website, then managers interview applicants. I would like to consider other recruitment and selection methods. Could you briefly assess the strengths and weaknesses of these methods as well as one other recruitment method and one other selection method? (AC 2.4)
Recruitment methods: Direct advertising on a company’s website has positives as people who are interested in your company can check your website, it is easy updating the website and cost effective. But it does not bring new candidates who are not aware of your brand, also it may not be great for inclusion and diversity and some groups of people may not have access to it or miss it (Buckley 2023)
Refer a friend can be useful for staff to recommend people good for a role, this saves money instead of using agencies. It improves morale of current staff as a friend/family member could join the company and will enjoy work and have a financial incentive for them to find the right person. Usually, people from one sector know others so it is a good method to use. But negatives would be that you get a similar pool of people, they could have workplace conflict working with friends/ conflict of interest or recommend someone just for the money and not the best interest of the business (Rolfe 2024)
Selection methods: Interviews with competency-based questions are good for examples from candidates demonstrating skillset and experience and is a common method. But some may be dishonest about their ability and have answers planned. Also, interviews can make assumptions or ask questions that are superficial or have too many questions. (Marsh 2019).
Assessment centres are useful as they allow a longer period to get to know the candidate and interact with them and other candidates and demonstrate their teamwork and skills practically instead of just verbally. But it can be costly (resource/space). It can also be time consuming and cause issues with logistics. (Hays 2024)

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 CIPD current trends show that turnover averages for the UK are 36% with the majority of these going on to new roles and a small number who go on not to work but this could be due to illness, retirement, or further education. It has been found that most employees stay in a company between 2-5 years, but it is less than a year for over a third of those who work in hospitality (Cockett 2024). 
Turnover can be different in different regions and can be both voluntary and involuntary such as people choosing to leave or them being fired or made redundant. There are currently restructures happening in many companies such as Admiral where the HR and Recruitment team has seen job role changes due to automation and the use of AI which resulting in offering of voluntary redundancies and the introduction of new roles including Diversity and Inclusion. (Admiral 2024)
Turnover rates vary depending on different industries such as retail and hospitality jobs can have lower pays for more unskilled workers with more unsociable and irregular working hours with less chance of progression, plus many take them on a stop gap between studies and other jobs that they want to do. Whereas industries such as Finance and IT who take on more skilled workers, which have higher pay, opportunities for career advancement and good benefits have lower turnover. People can choose to leave for many reasons including not being happy with pay, work-life balance, development options, job satisfaction, the environment including micromanagement, stress, and illness (Garland 2016).

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)
There needs to be a personalised approach to developing and retaining staff. Also learning that is personalised makes employees feel they are being looked after and this will make them more engaged and more determined to finish a training course provided to them. (Ryan 2023)
For individuals salary/benefits need to be looked at to ensure staff is retained as they could leave if they are not getting annual increases or having a competitive market salary (Wickens 2022). Creating career development plans personal to them is important and to see their aspirations and how you can help them there or they could leave, therefore need to be made to feel values and given motivation by coaching, mentoring, and providing feedback. A mentorship programme can help as many organisations use this as well as a training and development plan which will help them progress and add more value to an organisation. It is important for both inhouse and external training to be provided to stretch an employee to gain new skills more opportunities. (Rogers 2020).
For groups, it is important to being a fun element with team building exercises and group learning, incentives for performance as well as working on projects with different teams to get a wider understanding of the business, feeling like you belong and want to stay in a company as well as open communication and safe spaces to share their ideas and views to help them develop and stay in a company. Development plans need to be also done for a team to ensure they all get the same tools, and no one is at a disadvantage. (CIPD 2024)

10. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
Internal Talent pool with internal mobility is an important approach which the recruitment team can use where we can provide career coaching to our staff, interview, and application support to build pools of people who want to move to another internal role and support them successfully get a new role by understanding their goals and getting close to different departments and upskill staff to be ready for new roles (Wojecki 2024). As well as reengaging with previous candidates who have applied for roles as a pipeline to reuse and ex-employees to return. 
An approach to build a new external talent pool will be to get brand new candidates from a job advertised, career fairs and use of social media and making sure there is good communication to keep the candidates warm and engaged such as newsletters, emails and with feedback even if they are rejected to make sure they have the best experience possible so they can be reused for future roles when they come up and contacted (Barrett 2024).
National Talent pool with flexible working arrangements is an important approach to build a different pipeline as it will allow better work-life balance by giving working from home or remote working options, different work schedules and it will be more family friendly for those with kids who can work around the school run and holidays. Also, accessibility is important both with accessing the office and hardware/software used for a role to make sure it is suitable for those with disabilities/neurodiversity needs (Smith 2023). Also having partnerships with local communities such as educational institutions and charities to build a community can help create new pipelines for talent and share best practice for support staff correctly. 

11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
Having a diverse pool is important as it drives engagement from employees, builds a competitive advantage and attracts talent as well as improves the culture of a company. It has become even more important in recent times to embrace it as many companies are making it a key focus on their strategy and employees and customer expect it as well as need it. (Wessinger 2017).
Having recruitment practices that are inclusive is important it increases creativity and innovation as it brings people from different background and from different groups together who can bring their own ideas and experiences. This can help create new products as a safe space is created to share views and ways of solving different issues and developing new ideas that we have not had before as people feel values and respected. As well as making more people want it work for a diverse employer as the reputation will be as an inclusive employer and the best talent hired and attract a bigger talent pool than before and improving recruitment and for staff to feel more supported, heard and represented. It also gives a competitive advantage (Halpin 2024).
Performance can also be improved as better decision making comes from having a diverse team and more productivity when looking at data and information with different prospects. Therefore, this can benefit a business to become successful. It will also help deal with different customers as there is a diverse workforce who has cultural understanding and even global knowledge.  As well as having better development as there will be better performance and further opportunities created and better financial return. (Lewis 2024).
 
12. I am trying to persuade managers in my organisation to take employee turnover more seriously but have been unsuccessful. Could you explain the impact associated with dysfunctional employee turnover? (AC 3.5)
High turnover can be a problem as they are seen as dysfunctional as there is a cost of recruiting new staff and onboarding them and training them as well as the time it takes, this can be internal costs when recruiting with your own team or extra costs when using job boards to advertise and recruitment agencies or head-hunters to support. As well as hidden costs. It may become harder to fill some roles which need specialist skill set if there are limited in the market and we have lost the talent we had in the team, and it may take longer to replace. (Cholteeva 2022)
There is an issue with reputation as if you are known as an employer with high turnover it can make recruitment harder as potential applicants may be deterred from applying  as they may see it as a toxic workplace with culture that is not right for them and also motivating of current staff who have stayed may be affected as they can be burnt out with the increased workload, or demotivated as they see others leaving and may want to leave to and productivity can be reduced as they are dissatisfied and especially turnover happens often (Hastwell 2023).
There can also be an impact to customers as the service they receive may be delayed or not to the usual standard. Therefore, attrition is very important to be looked at when putting recruitment strategies in place and ensuring that it is taken seriously as it has a very negative impact when we lose staff and is of a concern for all companies even if they are big or small and needs to be worked on to make improvements. (Lancaster 2023).

13. Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
Permanent contract is a main type and has no end date. This is suitable for companies when a budget is agreed, and you need someone long-term and want retention. Especially when there is a higher cost involved in the recruitment of a person with the use of head-hunters/agencies (Picajcik 2023).
Fixed term contracts can be used for maternity cover or when there is a limited budget or funding for only a certain period or even just due to organisational needs or if you are unsure how long you need someone and want to trial someone out and see what they bring to the table. Although there is legislation you need to be aware of, such as after 2 years they will be able to get redundancy benefits and if kept for more than 4 years they will have to be made permanent (Kennedy 2021).
Part time worker is great to use if you just need staff at different times of the days on different shifts and not in a full time role but need them still on a permanent basis but if it is more ad hoc you may want to consider zero hour contracts which offer your flexibility and you just call them in when needed or alternatively use an agency to fill a short term role on a temporary to permanent basis when needed but it is risky as there is less commitment from an employee so can be unreliable for a company. Another option for more skilled workers would be having a contractor there is specialist work needed and you need them to come in to just do one job (Morris 2023). You can also use a combination of arrangements to suit you. 

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)
Implied and expressive terms are key parts of contract law and set the rights and expectations of both the employer and employee (Wilmot-Smith 2023). 
Implied terms are not explicitly stated but are assumed to exist regarding to pay, duty to provide work, references, trustworthiness mutually, as well as proving a safe environment. This can come in various sources such as courts, rules of work, statute – where laws are implied in terms as part of the contract, customs – where certain practices are common in a particular trade or area, and collective agreements, which make employees aware of their rights (Powell 2023).
Whereas Expressive terms are agreed after discussion with employers and employees and explicitly stated. This can be in writing or oral. It is important to note that even if it is done verbally, they are legally binding like it would be for written terms. They can be in the contract of employment, written statement of particular and must not reduce statutory rights and comply with legal standards as a minimum. It can include working hours, staff handbook, contract and things that are put in writing. This is helpful if an issue arises as it is easier to refer to if any issues occur as they are documented and can be used to resolve disputes (CIPD 2023)
Both implied and expressed terms are important to understand a contract and make sure it is fair and as complete as it can be. The main difference between them is where they originate as implied terms come by external factors like courts, law, and practices in that field whereas expressed terms are stated by both parties. (ACAS 2024). 

15. Could you explain the components and two benefits of effective onboarding? (AC 4.3)
The key components of onboarding are focusing on compliance, culture, building a connection and clarifying with strong communication. Providing information is important before employment that is needed as well as information on the company and the department someone will be working in as well as on the job and tasks they will do, which sets expectations of an employee and what an employer will provide with clarification as well as development and support throughout the process and when they start and providing contract points and socialising with the team they will work with and making sure the information is streamlined and presented to them effectively and feedback is taken (Parker 2024). 
Benefits include improving a new starters confidence in a company and team so they are ready and fully trained for their role and can work effectively and a productive and any skill gaps can be identified and fixed and making sure they have all the tools and equipment needed to do the job well as the faster they learn and become good at their role the more sooner the performance will improve. (Edwards 2024).
Also, for them to fit into the work culture and to understand the norms as well as for them to feel integrated within the team and show their value and have a good experience which makes them feel engaged and also assist in wellbeing of new start and the current team, this will help there is not turnover issues, which can cost a company and cause waste as retention is important and effective onboarding can help with this and have staff who are well integrated as part of the team. (Mundey 2023). 
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