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

According to Qaisi, 2022, to strategically position itself in a competitive labour market, an organisation should perform a competitive analysis. Gathering details on the strengths and weaknesses of a competitors employee experience including, base salary, employee benefits, working conditions, employee recognition tactics and development opportunities is key to creating strategies to draw in talent. 

Also, for an organisation, becoming an employer of choice is essential. This is defined as having a desirable company culture, leadership style and employee engagement that help attract and retain the best talent. Organisations should invest in three key characteristics to transform their company into an employer of choice: working practices, organisational values, and perception of the organisation (Onoufriou, 2021). Being an employer of choice is not something that can be quickly acquired or retained; rather, it calls for a deliberate and calculated strategy that starts with awareness of the factors that most influence people's job decisions (Fonseca, 2022). 

Peters, 2022, states that every organisation has an employer brand that helps them stand out in the labour market. Organisations can gain credibility and compete for the best talent by building a strong employer brand. The organisations values, people strategy, and policies, should all be connected to the employer brand. The moral principles that an employer upholds through employee practice of employees are an integral aspect of culture and values of a business. Therefore, an organisations corporate social responsibility and the way it affects society at large have an impact on employee brand. 

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

A labour market can change and be defines as either “tight’ or “loose.” When there are more job opportunities than there are actively seeking candidates, it is referred to as a tight labour market. This makes recruiting more challenging than in a loose market where several candidates vie for a limited number of positions. A variety of variables cause the labour market and specific parts of it to expand and contract over time. These include the economic context, demographic changes, political changes, legislative changes, technological developments, and environmental impacts (Taylor and Woodhams, 2022). 

Organisations may need to consider their recruitment strategies when the labour markets are tight. According to CIPD, 2022b, organisations who want to recruit at all levels should approach their workforce holistically and be more proactive in expanding their talent pools. One way to do this is by considering the channels that recruiters use to draw in candidates. Another way to increase the pool of applicants and fill skill gaps, is to invest in staff development through training and providing internal advancement possibilities (Boys, 2022).

According to Taylor and Woodhams, 2022, an organisation should implement a robust employee retention strategy by looking into the causes of employee departures and finding ways to address those that seem to indicate or represent a problem. Fixing these problems will slow down and improve labour turnover. It can also alter the distribution of work responsibilities to reduce the demand for difficult-to-recruit employees. To make sure that the skilled employees who are the hardest to hire can devote all if their time to the tasks that only they can perform and that the other tasks are assigned to others, a skill mix evaluation can be conducted. 


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

The government's role is to support improving the levels of basics skills and improve levels of higher-level specialist, professional and technical skills. They accomplish this by investing in apprenticeship schemes, creating various initiatives that promote lifelong learning, and raising school achievement levels (Taylor and Woodhams, 2022). Funding that is best targeted at promoting high-quality education and training that satisfies employers demands can be provided by the government to assist employers with skill development (Webber, 2021).

According to the research (CIPD, 2022c) the role of an employer is to adopt a more strategic approach to skills, this could include implementing a workforce planning exercise to identify current skill gaps and future skill requirements followed by setting up a training strategy, alongside allocating funds for training. Employers play a vital part in unlocking workplace opportunities for young people. Providing placements where young people can gain valuable employability skills and expand their understanding of businesses, sectors, and job roles working with an employer will inform and shape their future career decisions and could also benefit an organisations talent pipeline. 

Additionally, trade unions also have a long history of supporting learning and skills development at work, with a particular emphasis on union-led programmes that increase workplace access to training and developing. These projects would be able to fulfil the national and local governments’ as well as companies’ and unions agreed-upon skills strategies and priorities. A key component of the incredibly effective union learning strategy is reaching out to adults, getting them involved in education or training, and supporting them as they acquire credentials and move up the skills ladder. Union learning representatives play a pivotal role in this, having spearheaded the provision of learning and skill support that would have otherwise been met with rejection or been ignored if it came from management (Nowak, 2022).

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)

Efficient workforce planning involves an organisation's efforts to identify the specific employees and competencies it will require going forward and to establish plans to guarantee it can fulfil these demands. It entails making sure the business will have the right people with the right skills, in the right places, at the right time, to accomplish the organization's strategic goals (Taylor and Woodhams, 2022).

The labour needed by an organisation to achieve its future business objectives is referred to as workforce demand. Understanding the nature of demand, its drivers, and potential future workforce requirements are the main goals of this phase of workforce planning. With the use of demand planning, you can establish a more precise plan, use data to influence your staffing decisions, and assess potential adjustments to your staffing levels (CIPD, 2023). 

Analysing the organisation as it stands today, with a focus on the workforce supply and skill sets that are essential to the organisation, is the goal of forecasting internal labour supply. The quantity of workers and their skill sets should be included in this analysis (Society for Human Resource Management, 2015). According to CIPD, 2023, by forecasting your supply, you can prioritise the gaps depending on the amount needed or the positions that are harder to fill externally. You can also target replacements and knowledge transfer for important roles.

Identifying the gap between supply and demand is the goal of gap analysis. You can find gaps, or excess. between your current position and the future state with the use of a gap analysis, which makes it crucial. This information helps an organisation strategically close the gaps by figuring out how to make the most use of the resources it already has and what outside talent sources it may draw from (Taylor and Woodhams, 2022), 

I want to introduce workforce planning in my organisation, but I am unsure which technique/s to use. Could you evaluate the techniques used to support the process of workforce planning? (AC 2.2)

A good place to start for an organisation is to understand what budget is available and work back from there. If an organisations budget has already been determined, it can use cost per employee to determine how many employees it can afford to hire. For example, annual planning in support functions can be done easily using this technique, but it does not always question the distribution of resources or their relationship to activity levels (CIPD, 2023). 

Managerial judgement, which is predicted from the expertise of seasoned managers with the knowledge and capacity to predict the number of employees needed for their departments. The departmental estimates are then combined and approved by senior management. Despite being incredibly simple and time-efficient, this technique is highly subjective, making it more appropriate for smaller organisations (Toppr, 2019). 

A systematic technique makes use of historical data regarding the company's previous staffing to predict future needs. It contrasts key performance indicators
crucial to the business model with its workforce size at various points in time. Though not always precise, seeing these trends enables organisations to pay for only the labour they require (Indeed Editorial Team, 2023b).

Other data to consider when forecasting supply is projecting how many employees that are likely to still be employed in the future, examining yearly trends in employee turnover, such as resignations and prospective employees who are getting close to retirement age. More in depth analyses will also consider the roles that employees will be working in as well as the likelihood of lateral transfers and promotions (Taylor and Woodhams, 2022). 

These methods have various advantages and disadvantages and can operate for various workforce groups or situations. Additionally, they can be used in combination (CIPD, 2023). 


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

Developing a talent pool within an organisation supports succession and contingency and mitigates workforce risks. Talent pools are groups of employees that are usually identified as showing high potential, that are being prepared through training and development to take on more responsibility within the organisation. The objective is to create pools of people who can adapt and have the capability to perform a range of positions (George, 2022). Talent pools give developing or rising sectors the adaptability they require and because of this talent pools are ideal compared to conventional succession plans as they give organisations the flexibility to meet their operational needs. Since both internal and external variables might lead to a change in talent development strategy, organisations must continuously check their talent pool through regular talent assessments and market conditions observation. (Lauby, 2018). 

In succession and contingency planning, employee appraisal meetings are essential to the process. In addition to assessing current skill levels and agreeing on future development, this assessment helps identify an individual's career aspirations. Formal training programmes, on-the-job training and coaching and mentor programmes, and other development initiatives can all be implemented to help equip the individual with the abilities they will need to advance to the next role in their career (Taylor and Woodhams, 2022). To support and facilitate the process, people professionals are also essential. To assist in gathering data on potential applicants for succession planning, they must plan and oversee the appraisal procedure. People professionals possess the ability to access confidential data whilst supporting line managers with guidance on career paths and have the skills in identifying and recommending individual development needs (George, 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? (AC 2.4)

Recruiting internally can reduce hiring time and onboarding which can be more cost effective. Planning and completing an interview will also be shorter. Background and pre hire checks will also not be required and potentially a shorter training period is needed as existing employees will already understand the organisations practices     and policies. However, hiring from within may leave a gap in a team that will require more planning to fill and restricting recruitment to internal candidates may cause organisations to overlook candidates with additional skills and fresh ideas (Indeed Editorial Team, 2021). 
According to Personnel Today, 2008, line managers interviewing their own applicants not only frees up people professionals’ time for other more strategic activities, but it is also important that they meet and evaluate potential team members to make sure they have the right skills and personal fit for the position. However, research shows that line managers involved in interviewing that have not received sufficient training or had taken time to prepare for an interview were less effective. A lack of training may lead to a line manager being discriminatory or bias when interviewing (Personnel Today, 2013).

Organisations can use recruitment agencies to find suitable employees to fill any kind of job role, and they typically have access to a pool of qualified external candidates. Although this method is often a quicker process it may be quite costly for an organisation to use (BBC, 2022).
As part of the selection process, organisations may ask prospective candidates to complete a portion of the job role to demonstrate their competency. This could be achieved by means of an assessment centre that employs a variety of selection methods to evaluate individuals. This method has the benefit of providing a far more reliable indicator of each person's fit for the position. Nevertheless, this approach tends to be expensive and only works best where there are a sizable number of candidates (Taylor and Woodhams, 2022). 
 


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 Armstrong and Taylor, 2023, employee turnover includes both involuntary and voluntary departures. Numerous quantitative methods are employed to calculate the crude turnover rate, which determines the percentage of workforce to have left in a year, stability rate, which determines the average length of time that employes stay with the company and cohort analysis, which determines the stability rate of a particular group/cohort of employees. 

There are numerous reasons why people choose to leave an organisation voluntarily. Sometimes what “pulls” people is the allure of a new job or opportunity outside the workforce. Other times, individuals are forced to look for alternatives because they are unhappy inn their current job (Peters, 2023). It is also crucial to distinguish between turnover that is unavoidable and that which could have been avoided. Unavoidable turnover describes circumstances that have no bearing on the organisations and are beyond managements control. However, departures that stem from dissatisfaction are considered avoidable turnover because they are under managements control (Armstrong and Taylor, 2023).

There are a variety of factors that influence avoidable employee turnover in an organisation According to Hughes, 2022, recent research shows the top reasons for employees leaving their jobs are incompatibility of working hours with other commitments outside the workplace, feeling demotivated due to lack of                
development and career progression, unmanageable workloads, and unsupportive line managers. The research also identifies the elements that encourage the employee to remain in their current position, these include flexible working arrangements, a supportive line manager who values their contributions and has an interest in their wellbeing, and a manageable workload that encourages work-life balance. 


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 Quilliam, 2023, when someone has talent, it means they could significantly impact an organisations performance, either by their immediate contribution or by realising their full potential. Therefore, it is imperative organisations adopt a variety of approaches to develop and retain talent. To develop an existing workforce's talent, training and development programmes are crucial. Enhancing employees' skills and abilities and preparing them to meet future organisational needs is the main benefit of adopting these programmes for talent development and retention. As described by Howlett, 2023, according to research, nearly half of the employees surveyed said that having more opportunities for training and development would keep them engaged and discourage them from leaving.
[bookmark: _Int_YXVDshQr]Employee departures are frequently caused by perceptions of the fairness of their rewards. Fairness is another concept that influences whether an employee will go above and beyond to accomplish organisational goals or even personal career objectives. Due to these factors, it is imperative that organisations ensure the values of equity underpin their employee rewards strategy as studies show that one of the main factors influencing employee retention, engagement and performance is their opinion of fairness and equitable treatment (Ceplenski, 2013). 
[bookmark: _Int_KkKWplFT]Organisations need work to keep the jobs of their employees identified as talent, more fulfilling and satisfying to motivate and retain them to perform at a high level. Job enrichment refers to improving a particular job to make it more inspirational and rewarding; it broadens the range of tasks you can complete, and the skill set you cab hone. Using techniques such combining tasks, rotating jobs, widening decision making and using feedback effectively gives a daily routine greater complexity, diversity, and challenge and makes for more engaging and fascinating work (Mind Tools Content Team, n.d).

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

A talent pool is a collection of talented individuals identified within an organisation. Frequently, this is determined by past performance or future potential. The purpose of a talent pool is to develop potential successors for a variety of roles (George, 2022). 

[bookmark: _Int_h66msCe1]When building talent, organisations should include more inclusive hiring procedures into their operations. A clear, objective, and well-structured procedure is more equitable for candidates and supports more equitable results. Recruitment and selection processes should be designed to lessen the impact of bias and discrimination. It also helps organisations draw in more diverse talent pools and choose the best candidates for their vacancies. Longer term, visits to colleges and universities may increase marginalised group applicants’ submissions and ultimately their employment. Outreach may take the form of hosting events at schools and universities, providing opportunity for internships or work experience (CIPD, 2022a).

Coaching and mentoring can also help build and support talent pools. The development methods of coaching and mentoring are centred on using one-on-one discussions to improve an individual's skills, knowledge, and performance. Although coaching enhances performance and productivity at work it could also affects a person's personal qualities such as confidence or social skills. A mentoring relationship in the workplace is characterised by an experienced colleague sharing their knowledge with someone less experienced to help develop them. This approach seeks to assist the mentee in realising their full potential so they can advance in their career (Hayden, 2023).

Performance reviews or appraisals are also useful tools to help identify potential talent and support learning and development. Performance conversations during these assessments will address an employee's recent work, challenges they have encountered, the help and support they need and potential opportunities for growth in their role and career (Gifford, 2022).


Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).

Organisations will gain from having a good influence in their employee brand when they promote diversity in the development and support of talent pools. Individuals form diverse backgrounds will want to see themselves represented in an organisations brand. As a result, more candidates from a variety of background will apply for positions inside the organisation since they feel more included and represented (Affleck, 2021). Organisations who can sustain a positive position in their labour markets over a prolonged period can claim to have acquired the status of ‘employers of choice.’ These companies are highly regarded as employers and frequently draw in a sizable pool of exceptional candidates when advertising job vacancies. In addition to fierce competition amongst university students for places in their graduate programmes, staff turnover rates are often low (Taylor and Woodhams, 2022). 

According to Hewlett, Marshall and Sherbin, 2013, there is convincing evidence from recent studies that diversity fosters innovation and creativity while also propelling market expansion. Inherent diversity involves certain characteristics you are born with, like gender, ethnicity, and sexual orientation. Experience-based characteristics are referred to as acquired diversity. For instance, working abroad can broaden your understanding of cultural variances. Through the creation of a space where ideas are valued, diversity fosters creativity and innovation. To gain more crucial market opportunities, inherently diverse contributors are advantageous to organisations as they understand the unmet demands in under-leverages markets. Diversity-friendly attitudes increases access to the best talent. Encouraging this together with equality and inclusivity leads to enhanced creativity, innovation, reputation, and business growth (Ali, 2022).


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)

The impact of dysfunctional employee turnover can be quite costly for an organisation. Research shows that the expense of hiring a substitute employee because of turnover can mount to one-third of the employee's compensation. Recruiter fees and advertising can be expensive when it comes to hiring expenses. The expenditures are padded by interview expenses, which include travel and time spent interviewing and post interview expenses such as verifying references and conducting pre-employment tests also apply (Hall, 2019). 

Following onboarding, an organisation must additionally offer a successful induction programme. To do this, employees must engage in formal learning and development activities and partly through colleague interaction. The amount of time required for these kinds of activities varies based on the position and experience level of a new hire. A buddy system may be used in certain organisations, in which a more seasoned colleague helps a new hire to adjust. These direct costs will significantly impact an organisation (Taylor and Woodhams, 2022). 

[bookmark: _Int_zvs4w0li]According to Peters, 2023, organisations should also consider the indirect costs associated with dysfunctional employee turnover, such as decreased productivity of newly hired staff members and those of departing employees while they are serving notice. Compared to seasoned employees, both these individuals have lower productivity levels. Employee morale may also suffer. This might be the result of organisations expecting their best workers, who are probably already working to the maximum of their abilities, to either take on more responsibilities left by the departing employee or to mentor the new hire. Additionally, other employees who had a friendship with the departing employee may start to wonder about their continued employment with the organisation (Hall, 2019). 


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

An organisation can put in place appropriate solutions after it determines its workforce need and match this to the relevant contractual arrangements. (CIPD, 2023). Employers can provide their new hires with a variety of contract options. 

The organisations needs and the employee's status determine the sort of contract that is offered (Indeed Editorial Team, 2023a). According to Acas, 2023a, an individual's employment status is determined by their employment contract, the terms of their employment and the way the organisation and the individual collaborate. Individuals who hold an “employee” employment status are subject to greater obligations by their employer and have greater employment rights that contractors or workers. A "worker” or “contractor "is more appropriate for an organisation needs if it has more irregular, casual work that needs to be completed. 

As well as a standard contractual arrangement of permanent, full-time, or part-time work, an organisation may choose to offer a fixed term contract to a seasonal or casual employee hired for up to six months during a busy period, a project specialist, or an individual filling in for maternity leave or long-term absence. Employers may benefit from these arrangements’ flexibility and certainty (CIPD and Lewis Silkin, 2021). 

Organisations may turn to delivering and resourcing work through the “gig economy.” It is a method of working where individuals perform discrete tasks for a set amount of money while holding temporary employment; this is as opposed to working for an employer. Businesses may choose to use this platform to be more cost effective. However, there is a significant issue with the gig economy regarding rights and employment status, with recent case law, involving Uber, demonstrating that individuals have been incorrectly identified as self-employed, are in fact workers (Cockett and Wilmott, 2023).



[bookmark: _Int_zs8ZPoRS]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)

Express terms are provided verbally or in writing. Employers should be knowledgeable about the relevant laws before creating express conditions, including those pertaining to parental leave, flexible work schedules, employee status, and the rules governing written particulars. Any minimal legal requirements must be complied with by the express terms.  (Ayling and Suff, 2023). 

According to TUC, 2022b, implied terms can be used in contracts. Due to their obviousness to both parties or necessity for the employment contract to function, they are not specifically or explicitly agreed upon. Statutes may also impose terms, such as the requirement for equal compensation. Unwritten or not, these agreements are frequently essential to a productive working relationship between an employer and employee (Acas, 2023b). 

Certain terms might be inferred from custom and practice. A term may be inferred from the parties' actions if they behave in a way that suggests a term has been agreed upon. An entitlement must be long-standing, continuous, automatically received, expected, and well-known for custom and practice to establish it. An impartial observer must be able to determine that both parties intended for their practice to be a legally binding contractual right or obligation. Unlike an implied term in all contracts, it is exceedingly hard to prove this (TUC, 2022a).

As stated by Lewis, 2023, it is possible to include terms from other documents, such as, the offer letter or from handbooks that contain the policies and procedures of the organisation. Terms from these kinds of documents are frequently clearly marked as non-contractual, meaning they are not necessarily included in the contract.
A collective agreement, which is a negotiated deal between an employer and a trade union or staff organisation, may also contain terms and potentially highlighted in a contract as provisions determined by a collective agreement.



Could you explain the components and two benefits of effective onboarding? (AC 4.3)

Every new hire is onboarded, however there are differences in the quality of onboarding. It establishes the framework for both the employer and the employee's long-term success. After an offer is accepted but before the official start date, some organisations wish to start the onboarding process sooner. Pre-boarding creates a connection between the company and new hires. The employee may receive information from them about the company, such as company literature, the organisational chart and benefit details (Society of Human Resource Management n.d). 
It is crucial that you explain to your new hire job descriptions, standards, performance objectives, monitored metrics, and workplace culture. Their job requirements ought to be precise, unambiguous, and documented. Employees should be given the chance to clarify and inquire about their responsibilities. During the first few days of work, clearly outlining these expectations for new hires demonstrates to them that your organisation is transparent, truthful, and aware of its values (Crail and Watts, 2023).
According to McCartney, 2023, employers and employees can gain from effective onboarding programmes. Benefits for employers include lower absenteeism and turnover rates as well as higher levels of commitment and job satisfaction from staff members. Building a solid team and fostering a healthy workplace culture are two further benefits of onboarding. The company may create a sense of community and belonging by taking the time to introduce new hires to the company and its principles and by giving them opportunities to get to know their coworkers. Better cooperation and teamwork as well as the creation of a happier and more productive work environment may result from this (Gray, 2023a). 
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