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1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1) 
In order to strategically position themselves in a competitive labour market, organisations need to consider the approach they use to attract, and ultimately retain talent (Boys, 2023). 
An important factor for organisations to consider is their employer branding, recruitment initiatives and retention strategies (Wilkinson and Taylor, 2022 in Taylor and Woodhams, 2022). A strong employer brand will help an organisation compete for the best talent and to establish credibility in a tight market (Peters, 2023). How an organisation is seen from the outside is based on their employer brand, therefore creating a positive employer brand will boost an organisations appeal (Peters, 2023). According to Taylor (2022, in Taylor and Woodhams, 2022), using an advertising slogan is an essential part of employer branding, especially when there is a ‘tight’ labour market. 
In support of this, research by Hosseini et al (2022) showed that a positive employer brand increases levels of employee engagement and employee retention, resulting in better performance against competitors (Peters, 2023).  
Additionally, Wilkinson and Taylor (2022, in Taylor and Woodhams, 2022) suggests that organisations that invest in building a strong organisational culture and promoting this as part of their offering, are likely to gain a competitive advantage in the labour market. Offering employees good work life balance and development and training opportunities alongside competitive wages, is likely to help elevate their appeal in a competitive market, resulting in higher recruitment and retention rates (Wilkinson and Taylor, 2022 in Taylor and Woodhams, 2022). This is a way of promoting the organisations brand from the inside. This, alongside placing emphasis on the organisational values will help elevate the organisation in the labour market. 

2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2) 
The labour market experiences changes and those changes can be determined by the supply and demand of both job vacancies, and those seeking employment. A ‘tight’ labour market is when the demand for labour is high, but the number of people seeking employment is low (Boys, 2023). If demand is high, this can trigger an increase in wages, as it gives the job seeker the advantage. As a result, organisations are under pressure to offer better pay, and better terms and conditions to gain a competitive advantage in order to attract potential employees (Ellis, 2022 in Taylor and Woodhams, 2022). 
The opposite, when demand of labour is low, but the number of job seekers is high is called a ‘slack’ labour market (Boys, 2023). In a ‘slack’ labour market, organisations hold the advantage over job seekers. Organisations have a wider talent pool to choose from, making it easier for them to recruit the right people with the right skills and can therefore make terms and conditions more favourable for them as an organisation (Ellis, 2022 in Taylor and Woodhams, 2022).
To assess the resourcing requirements to aid with decision making during a changing labour market, organisations can undertaking some market analysis, by using analytical tools/models such as a SWOT (strengths, weaknesses, opportunities, threats) or PESTLE (political, economic, social, technological, legal and environmental). SWOT is used to look internally, whereas PESTLE is used to assess external factors (Haan, 2023). 
An example of an economic factor that could influence a resourcing decision is an increase in minimum wage. An increase could negatively affect an organisation, causing them to tighten their budgets, resulting in less recruitment (Ellis, 2022 in Taylor and Woodhams, 2022). 

3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3) 
One of the Government aims is to develop a skilled workforce by providing funding, support, and implementing policies that help address skills shortages; such as addressing literacy, numeracy and IT skills (UK Gov, 2010). The Government will work with employers and trade unions to ensure that there is a shared responsibility and shared ownership for identifying skills needs within the workplace, and deciding how these can be met (UK Gov, 2010). 
As part of the UK Governments ‘Skills for Sustainable Growth Strategy’ (UK Gov, 2010), the Government pledged to continue providing support to unionlearn, the TUC’s learning and skills organisation, which outlines their intentions to build on working alongside unions and their representatives (UK Gov, 2010). 
Trade unions are responsible for advocating for their workers. According to the Trade Union Congress (TUC, 2021) union representatives have raised awareness of learning amongst colleagues by 92% and increased the number of colleagues accessing training by 83% (TUC, 2021). 
Employers have the role of ensuring that all opportunities for support and funding are taken when necessary, by engaging with the Government programmes and trade union reps. Employers can identify what skills/training needs are required by completing a skills audit or ‘skill mix review’ (Taylor, 2022 in Taylor and Woodhams, 2022). 
Another strategy employers can take is to hire employees who do not yet have the skills they need, but providing them with an opportunity to gain the skills via a mix of formal training and on-the-job training (Taylor, 2022 in Taylor and Woodhams, 2022). An advantage of this approach, is that organisations are able to hire for attitude, increasing the likelihood that the new employees align with the organisations values (Taylor, 2022 in Taylor and Woodhams, 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) 
Wilkinson and Taylor (2022, in Taylor and Woodhams, 2022a) define workforce planning as “activities carried out by a company to consider the specific employees and skills that each will need in the future” (Taylor, 2022 in Taylor and Woodhams, 2022a pg:38). As a result of the analysis of employees and skills, organisations need to ensure they have strategies in place to meet the required needs (Taylor, 2022 in Taylor and Woodhams, 2022a). Effective workforce planning can have a positive impact on organisations by allowing them to align their organisational goals and objectives with the workforce demands, and in turn, can ensure they have the right people in the right roles at the right time, which according to Link (2024) is the primary goal (Link, 2024).
For an organisations workforce planning to be effective, the following should be considered;
· Forecasting the future demand for skills
· Forecasting what skills the organisation will have in the future
· Identifying gaps between future demands and the supply of skills
· Making plans to fill any gaps (Taylor, 2022 in Taylor and Woodhams, 2022a).
George (2023) believes that the impact of effective workforce planning will allow for better decision-making about the people needs of the business, resulting in sustainable organisational performance. George (2023) also suggests that effective workforce planning can reduce labour costs, target inefficiencies within an organisation, and improve employee retention. 
Workforce planning should be linked to the organisation’s goals, and George (2023) suggests that it is an opportunity for organisational leaders to engage with employees to help set in motion the potential change in workforce. 

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) 
The CIPD (2023) suggest there are two main types of workforce planning techniques an organisation can use.
The first technique the CIPD (2023) suggest is called the seven ‘rights’ of workforce planning. The purpose of this technique is to create a balanced approach, where all seven ‘rights’ work together seamlessly and all ‘rights’ are understood by the organisation and people involved (CIPD, 2023). 
The seven ‘rights’ involve looking at the following;
· Right capability
· Right size
· Right shape
· Right location
· Right time
· Right cost
· Right risk (CIPD, 2023)

The method above allows an organisation to reflect on which ‘right’ is the most challenging for them, and which once they need to focus on. The outcome of using this method will be different for different organisations, as it can be easily tailored to the organisations main area of focus (CIPD, 2023). This type of analysis may be less in depth, and give a look at where the organisation is now. 

Another technique the CIPD (2023) suggest is the six stages to workforce planning;
· Stage one: baseline
· Stage two: supply
· Stage three: demand
· Stage four: gap analysis
· Stage five: action plan
· Stage six: deliver

The six stages of workforce planning allows an organisation to assess where they are now by recognising where the pressure points are, both internal and external. As previously mentioned, to assist with analysis, SWOT and PESTLE analysis can help assist with this (Haan, 2023). I believe the six stages of workforce planning allows a more in depth analysis, and will assist an organisation by allowing better forecasting for both demand and supply. 

6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3) 
The aim of succession planning within an organisation is to ensure key roles can be quickly and effectively filled with the right people, if a current post holder was to gain a promotion, or leave an organisation (George, 2024). Historically, succession planning was only done at the highest levels of an organisation, i.e. director level, but more recently; this practice has been extended across the whole workforce (Wilkinson and Taylor, 2022 in Taylor and Woodhams, 2022a).
Talent pools within an organisation is one approach to succession and contingency planning. This involves creating a ‘pool’ of employees from which a replacement can be selected, should a vacancy become available (Wilkinson and Taylor, 2022 in Taylor and Woodhams, 2022a). According to Wilkinson and Taylor (2022, in Taylor and Woodhams, 2022a), appraisal meetings are a key component to this process, as these meetings will help identify employees talents, aspirations and skill level, and an agreed development plan can be made to ensure they will have the skills and knowledge required. 
Another way of succession and contingency planning is recruitment and selection. According to Wilkinson and Taylor (2022, in Taylor and Woodhams, 2022a), outside recruitment and selection is a key component as they suggest a balance between internal talent promotion, and new employees. 
Although existing employees who are nurtured will have the benefit of understanding the organisation, the roles, the values and culture, bringing in new employees can give the organisation greater diversity, openness, and the potential to bring in a broader vision with new ideas (George, 2024). Although is support of bringing in new talent, Wilkinson and Taylor (2022, in Taylor and Woodhams, 2022a) do suggest that organisations should avoid appointing external candidates at board level, as awareness surrounding corporate culture is key for those high level roles. 

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) 
The purpose of both recruitment and selection is to bring new employees into an organisation, but it is important to note, that these are too different activities, although often bundled together (Wilkinson and Taylor, 2022 in Taylor and Woodhams, 2022a). Recruitment is the process of attracting potential applicants to your organisation, whereas selection is the process of choosing the right person for the role (Wilkinson and Taylor, 2022 in Taylor and Woodhams, 2022a).
Recruitment via your own organisational website, although cost effective, can often lead to disappointing recruitment results, as it relies upon individuals seeking out the organisation which may limit the number of applicants and therefore may not provide an inclusive and diverse pool of applicants (McCartney, 2023). Other options to consider are; the use of social media sites (such as LinkedIn, Facebook), online job boards, radio ads, liaising with local colleges and word of mouth (Wilkinson and Taylor, 2022 in Taylor and Woodhams, 2022a). For some of the suggestions listed there will be cost implications, so this will be an important factor for organisations to consider, as budgets will vary, and it could also make selection time consuming if there are too many applicants. 
A common selection method used is via a two part system; shortlisting applicants, followed by an interview. Shortlisting is the process used to assess the content on the application form, and the interview gives the employer the opportunity to help gauge the applicants experience and suitability for the role (McCartney, 2023a). Another method to consider is psychometric testing. McCartney (2023a) suggests that psychometric tests can allow employers to assess individual differences between candidates, and can be good predictors of job performance. Tests can be tailored to suit job roles and can be done online providing an ease of use, however appropriate training is required which can be costly, and considerations should be made on whether these tests could disadvantage certain groups of people (McCartney, 2023a). 

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) 
Peters (2023a) describes employee turnover as the number of employees that leave an organisation over a set period (usually per year), and that number is expressed as a percentage of total workforce numbers. Turnover includes voluntary leavers (resign, retire), and involuntary (made redundant). Retention looks at the number of employees that an organisation has retained, as a proportion of employees, expressed as a percentage (Peters, 2023a). 
According to a labour market outlook report produced by the CIPD (2023a) the following trends are reported across the UK labour market;
· Net employment balance remains positive (+26) and intentions are equals across private and public sectors.
· Redundancy intentions have fallen for the first time since winter 2021/2022.
· Forty-one percent of employers have hard-to-fill vacancies
· Expected pay in public sector is now matching private sector (basic pay increase expected of 5%)

Reasons why employees leave organisations can be varied, but often are a mix of ‘push’ and ‘pull’ factors (Peters, 2023a). According to Peters (2023a), pull factors are where an employee has been attracted to another role / organisation, and push factors can range from organisational changes, or lack of career development opportunities. 
Another reason cited for turnover is poor relationship management between a manager and an employee. Poor relationship management can lead to the employee becoming disengaged in their role and therefore the lack the motivation to complete the role to the best of their ability (Peters, 2023a). 
In order to help employees choose to remain in an organisation (to improve retention), considerations should be made around career development, and maximising opportunities for all employees, offering flexible working practices to wherever possible accommodate working hour preferences, and to treat employees fairly; fair distribution of work, pay and rewards (Peters, 2023a). 

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) 
Talent management is a crucial part of every organisation, and covers both developing and retaining existing employees (Quilliam, 2023). Additionally, Smith and Mitchell (2022, in Taylor and Woodhams, 2022) believe there should be a strong bond between people professionals and colleagues in learning and development departments, as this will maximise the potential opportunities for employees. Providing employees with the opportunity for learning and development opportunities is key in ensuring employee engagement (Smith and Mitchell, 2022 in Taylor and Woodhams, 2022). 
Research by Gallup (2021) shows that those organisations with high levels of employee engagement have between 18% and 43% less turnover, which is an approach to consider across all organisational levels.
On an individual level, Gallup (2021) states that employees who receive daily feedback from management are up to 3 times more likely to be engaged, compared to those who receive irregular feedback. 
At both individual and group level, Gallup (2021) suggests that the best way to achieve employee engagement is to redefine managers’ roles, and provide managers with the resources they need to enable them to coach and support their employees. 
Wilkinson and Taylor (2022, in Taylor and Woodhams, 2022a) suggest that appraisal meetings are key to identifying learning and developing opportunities. Regular career development discussions or appraisals provide opportunities for regular feedback, and future career goals to be understood (Smith and Mitchell, 2022 in Taylor and Woodhams, 2022).  
Another key component of retention is offering fair pay and reward (Smith and Mitchell, 2022 in Taylor and Woodhams, 2022). In order to combat this, Smith and Mitchell (2022, in Taylor and Woodhams, 2022) suggest a robust job evaluation process, bench marking against external competitors, along with focusing on intrinsic rewards could help improve retention rates. 

10. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3) 
Organisational analysis using such tools as SWOT and PESTLE, could be used to create talent pools, as this type of analysis could aid in decision making around talent and looks at both internal and external factors (Haan, 2023).
Performance reviews or appraisals can also be used as a way to spot internal talent, as these regular reviews are open discussions with employees around their experience, qualifications, goals, and future opportunities (Smith and Mitchell, 2022 in Taylor and Woodhams, 2022). From the performance reviews, learning and development opportunities can be agreed, alongside coaching/mentoring programmes, to provide a well rounded approach to talent (Quilliam, 2023). This approach should be taken in line with succession and contingency planning, so that business critical roles are identified and filled first (Quilliam, 2023). 
According to Levington (2021) one way of building a talent pool is to look at any contractors an organisation is using. Contractors, although they do not have the traditional employer-employee relationship, they could still be a valuable resource of skills and knowledge to bring into the organisation (Levington, 2021). One way of embracing contractors is for people professionals and managers to be pro-active and fully engage contractors into conversations, and welcome them into the organisations as you would with a substantive employee (Levington, 2021).  This in turn could pay dividend as the contractors in turn could view the organisation as a favourable place to work, knowing it’s culture and values are based around inclusivity. 

11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4). 
According to Quilliam (2023) organisational talent management processes should align with the organisations diversity initiatives to ensure there is access to a more diverse range of talent. 
Ali (2022) states that having a diverse workforce is beneficial for internal decision making, innovation and problem solving. This is due to employees’ different backgrounds, and different lived experience they have to offer. With diversity at the forefront, collaborative working could drive organisational growth, and therefore competitive advantage. It is important to note however that Ali (2022) believes that having a diverse workforce is not enough; employees need to feel a sense of belonging within the organisation, which in turn will allow them to feel safe and empowered. Having this safe environment can help satisfy the psychological contract for employees, resulting in better engagement and job satisfaction (Rohwerder, 2017). 
An external benefit of diversity in talent pools is having an enhanced organisational image (Rohwerder, 2017). This is turn could affect recruitment and retention within the organisation. In terms of recruitment, this element will help organisations compete in the labour markets, as organisations that value diversity and inclusion will appeal to a wider pool of applicants (Rohwerder, 2017). In terms of retention, if employees are happy, and feel safe, valued and supported in their organisation, they are likely to stay, reducing the turnover rates, and saving money on recruitment efforts. 

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)
According to Smith and Mitchell (2022, in Taylor and Woodhams, 2022) a certain level of turnover within an organisation can be seen as a positive. Some turnover will rid the organisation of employees who are not committed, and potentially underperforming (Smith and Mitchell, 2022, in Taylor and Woodhams, 2022). In turn, this turnover can allow progression within the organisation, creating a positive work culture, and can offer the organisations the opportunity to bring in new employees if needed, with fresh ideas, which can help promote diversity (Smith and Taylor, 2022 in Taylor and Woodhams, 2022). 
In contrast, dysfunctional employee turnover will have a negative impact on an organisation (Smith and Taylor, 2022 in Taylor and Woodhams, 2022). Dysfunctional turnover is when high-performing employees leave the organisation at higher rates than the lower-performing colleagues (Cosentino, n.d). This is classed as dysfunctional due to the negative effects it can have on the organisation, and the existing employees (Cosentino, n.d). Negative effects could be portrayed in the following ways; loss of productivity, loss of knowledge, decrease in the organisations innovation, pressure on existing employees, and additional recruitment costs (Cosentino, n.d). 
In an attempt to mitigate any potential impact of dysfunctional turnover, organisations should look to data analysis to help make evidence based decisions (Cosentino, n.d). The CIPD (2021) found just 20% of organisations who undertook their survey calculated the cost of their labour turnover. In light of this, Smith and Mitchell (2022, in Taylor and Woodhams, 2022) suggest organisations monitor their turnover rates both internally, and suggest benchmarking against other organisations. Monitoring and benchmarking will allow the organisation to set retention targets. Some further work could also be done around analysing why employees are leaving (via exit interviews) to help stop avoidable turnover from valuable employees (Smith and Mitchell, 2022 in Taylor and Woodhams, 2022). 

13. Could you assess suitable types of contractual arrangements dependent on specific workforce need (AC 4.1)
A contract of employment can be provided in writing, or agreed verbally, and in its simplest form it describes the employment relationship (Daniels, 2022). It is important to note that the contract is legally binding (Ayling and Suff, 2023). 
Some commonly used contract types are;
· Permanent contracts – long term secure contract, with regular/set hours, set pay and benefits. This is considered the safest form of employment contract for both employer and employee, providing job security and secure income. Both parties have the flexibility to end the contract if required with a set amount of notice (ACAS, 2023). 
· Fixed Term / Temporary contracts – these contracts are set for a specific length of time, and are often used in retail to cover seasonal demand (i.e. Christmas). This allows flexibility for the employer to flex the number of employees to satisfy business need. They are less secure for the employee, but may be suitable for those looking for something short term/seasonal or those looking to gain some work experience (UK Government, n.d)
· Zero-hour contracts – these contracts offer no guarantee of work. Often classed as flexible for both employer and employee, often employees are called upon when business needs require, and these hours may not always suit the individual. No set pay. May suit those with caring/parental responsibilities to pick up shifts when they are able. Employees still have employment rights such as minimum wage and holiday allowance (ACAS, 2022)
· Term-time contracts – these offer employees the opportunity to work during school term-time, and take off all the school holidays. This is a fantastic option for parents/guardians who do not have childcare options available to them. Annual pay will be pro-rata to hours worked. Offers set hours, pay and benefits. 

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) 
Daniels (2022) describes a contract of employment as a legal document that describes the basis of the employment relationship. Contracts of employment are made up of two terms; expressed terms, and implied terms (Daniels, 2022). 
According to Ayling and Suff (2023), express terms are those, which have been discussed, and are agreed in writing, or agreed verbally. Even if a contract is agreed verbally, all employees do have the right to receive a copy of a written contract (Ayling and Suff, 2023). 
It is important to note that expressed terms can also include agreements in documents other than just the contract, such as emails and staff handbooks (Ayling and Suff, 2023). To be considered legal, the expressed terms must meet any minimum legal standards, such as annual leave allowance and the right to rest breaks (Ayling and Suff, 2023). Expressed terms will include information such as the employees pay and working hours (ACAS, 2023). 
Implied terms can also be included in contracts. Implied terms can be described as the following; something that is too obvious to be written (e.g. stealing from your employer), ‘statutory’ (they come from employment law) and those that are implied through ‘custom and practice’ (ACAS, 2023). 
Daniels (2022) describes that in addition to the implied terms of the contract, there are obligations placed by law, on both the employer and employee. Some examples of such obligations are; to pay wages, to provide work, to provide references, to take reasonable care for health and safety (Daniels, 2022)

15. Could you explain the components and two benefits of effective onboarding? (AC 4.3) 
Onboarding an employee is the mid-point of a typical employee lifecycle. The process follows once an applicant has been appointed. After confirmation of appointment and necessary employment checks are complete, the applicant then becomes an employee when they join the organisation, and become competent and settled into the role (Smith and Mitchell, 2022 in Taylor and Woodhams, 2022). 
Part of the onboarding process is to ensure all necessary pre-employment checks are conducted prior to the new recruit starting. The benefit of this is so the organisation can be sure that employment law has been followed, and they are compliant. Pre-employment checks should include the applicant providing adequate proof of their right to work in the UK (McCartney, 2023b).
Once the new employee has started, they should be invited to attend an induction, which gives the organisation the opportunity to welcome the new employee, and help the employee feel part of the organisation (McCartney, 2023). According to McCartney, an employees first impression of the organisation and their induction programme can have a significant impact on the success on their integration and their long term job satisfaction. 

This is supported by Sibsi and Kapper (2022), who state that organisations that implement a formal onboarding programme could see 50% greater employee retention among new recruits, and 62% greater productivity within the same group (Sibsi and Kappers, 2022). 
If the organisation is retaining more employees, an additional benefit will be cost saving, as there will be less recruitment activities needed to be undertaken (Smith and Mitchell, 2022 in Taylor and Woodhams, 2022). 
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