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How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
For organisations to strategically position themselves as an employer of choice they must consider the current and appropriate labour market, employer branding and competitor analysis thereby ascertaining what should be offered in order to achieve prominence (Taylor and Woodhams, 2022b). 
There are many tools that can be utilised to enable an understanding of competitors strengths and weaknesses such as SWOT (Strengths, Weaknesses, Opportunities and Threats) analysis or a PESTLE (Political, Economic, Social, Technical, Legal and Environmental) Analysis (Taylor and Woodhams, 2022a). The outcome of such analysis will inform how the company would position itself in the market. 
The labour market consists of people that are willing and able to work, sources of labour and what terms employees are looking for in their employment (Taylor and Woodhams, 2022b). Employers separate themselves from competitors in the labour market through their branding; it allows them to attract and retain the right people (CIPD, 2023a). 
A good and robust brand should link to the company’s values, culture, and ethical standards along with the overarching people strategy, including corporate social responsibility. The ability to deliver and make evident commitment to the brand through the employee lifecycle will help to position the organisation as an employer of choice. Whilst the most important feature to attract candidates is generally pay; the CIPD (2022) identifies that after this the opportunities to develop in their career is paramount to appeal to employees. 
What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
The Labour market influences resourcing decisions depending on how tight or loose the market is at any given time. A tight labour market is where there are more opportunities and jobs available than active job seekers whereas conversely a loose market sees a higher number of people competing for a lower number of opportunities (Taylor and Woodhams, 2022b). 
In a tight market, there is high demand and the cost of employing people will rise as the salaries offered increase. In a loose market, where supply is high the cost will decrease. Market demand is measured by the number in employment and their hours plus the volume of vacancies: - supply is measured by employment plus numbers unemployed (CIPD, 2023b). 
There are a range of factors that will influence the demand and supply of skills in the labour market; these include demographic, economic, political, technological, or legislative changes (Taylor and Woodhams, 2022b).  Other influential factors as seen in the UK in recent years will impact resourcing decisions, such as the exit from the European union ending free movement of people within the EU; this has reduced the ability to attract EU talent into UK jobs. 
When the market is tight employers need to ensure they are seen as an employer of choice and need to become more innovative with recruitment and retention strategies; showcase their brand and develop initiatives to enhance the skills of the current workforce (Taylor and Woodhams, 2022b). 

What is the role of government, employers, and trade unions in ensuring future skills needs are met? (AC 1.3)
In response to the UK being unable to compete on a global scale due to comparably low skill levels; the UK government commissioned a formal skills review in 2004 with the published report being issued in 2006 (Taylor and Woodhams, 2022b). The UK government skills review sets out a number of key recommendations including a demand-led system which would empower both employer and employee to have strong voices, whilst ensuring economic value through the sector skills council (Leitch, 2006). Whilst the Leitch skills review was focused heavily on England government actions; it does recommend that devolved governments should also consider and analyse the review to consider what is applicable to them. Whilst the approach to skills policies and initiatives to improve this differ through the devolved nations, there are common themes emerging including simplified further education, increased number of apprenticeships and increased employer involvement (CIPD, 2023c). Welsh government have focused their ambition based on four priorities based on growth, local needs, employment, and value to employers especially focusing on essential skillsets being developed to a minimum standard (Welsh Government, 2015). 
Whilst there is a heavy focus on employer involvement in identifying training needs and skill shortages, the role of the employee and the Trade unions should not be underestimated in ensuring a future fit workforce. Due to the role unions play in negotiating with employers, they can champion creating lifelong learning and quality training. The trade unions understand the rights-based approach and can identify main challenges facing employees that may require union action (International Labour Organization, 2023). 
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 consists of analysing data to ensure staffing within the business is correct to support needs of the service in the short, medium, and long term (Forbes, 2023). It is a continual process that needs to be evidence-based, inclusive of multiple stakeholders, and agile enough to respond to unexpected changes in economic climate and labour market (CIPD, 2023e). 
Effective workforce planning identifies future gaps between supply and demand and can influence talent management and succession planning strategies in an organisation. Through broad focus, risks to strategic change can be uncovered and mitigate risk to the organisation’s overall strategic goal (CIPD, 2023d).  
Effective workforce planning can target inefficiencies, improve retention, productivity, and engagement, thus aiding people development strategies. Good planning hinges on identifying the gaps between supply and demand, it is therefore important to be able to forecast both supply and demand (Taylor and Woodhams, 2022b). Forecasting demand involves assessing future tasks and their division into job roles, along with understanding the skills these roles require to complete these tasks. Forecasting supply is reviewing the current workforce and identifying how many are still likely to be employed in the timeframe being reviewed and what development they need to fulfil the future roles. Advanced analysis would also consider lateral moves, not just the attrition rates for supply forecasting (Taylor and Woodhams, 2022b). Once the forecasting of both elements is complete the gaps between supply and demand can be assessed and inform recruitment, retention, and development strategies.

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 (2023e) identify six steps to workforce planning; baseline, supply, demand, gap analysis, action plan and deliver. Similarly in NHS Wales the methodology utilised is based on the skills for health six steps. These are: - define the plan, map the change, define the workforce, define the supply, actions and finally implement and monitor (Health Education and Improvement Wales, 2023). 
Two key techniques and steps within both methodologies are to forecast your supply of labour, whether it be roles, numbers, or specific skillsets and to forecast the demand of labour required to achieve the organisation’s future business objectives (CIPD, 2023e). Establishing a balance between demand and supply is one of the biggest challenges facing strategic workforce planning. 
Forecasting demand can be approached in numerous ways, whether through managerial judgements and understanding the services, systematic reviews of past trends, benchmarking data or ratio analysis or through costs and budget base to understand how many staff can be afforded (Taylor and Woodhams, 2022b). From each of the techniques an estimated plan of how many roles would be required along with the headcount within the roles may be required to meet future business needs. 
Forecasting supply focuses largely on understanding the current workforce whether through demographics to understand potential attrition rates, lateral moves to other specialties or roles or career progression (Taylor and Woodhams, 2022b). There is a need to assess recruitment strategies to understand if the organisation is attracting the talent needed; this links to ensuring the employer brand is effective and strong whilst succession and talent management pipelines are well defined to ensure retention (CIPD, 2023e). Understanding the workforce and those that may leave will allow sufficient time to mitigate continuity risks and develop internal skills to cover gaps with minimal disruption; especially if the focus of the internal pipeline is to those hard to fill vacancies that prove more difficult to recruit into from external sources (CIPD, 2023e). 
Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
A traditional method of mitigating risk in the workforce is succession planning; this ensures there is a smooth transition should a very senior manager leave (Taylor and Woodhams, 2022b). Two main approaches to this are traditional and modern/contemporary. 
Traditional approaches to succession planning involve fast track processes, vertical and horizontal moves for those identified as aspiring leaders to advance their careers (Taylor, 2022). This usually applies to the most senior roles, and includes lateral moves, close coaching and mentoring to ensure appropriate experience is gained and those involved are prepared to advance through the company every three to five years (CIPD, 2022b). This has largely been replaced by more contemporary approaches due to the disadvantages presented by using such subjective elitist views leading to more leaders of the same vein and disadvantaging women and ethnic minorities (Taylor, 2022). 
Along with a shift to more contemporary methods, the view has largely been expanded to the workforce as a whole not just senior management, thus evolving into talent pools rather than a targeted person specific development plan (Talyor and Woodhams, 2022b). Talent pools are designed to develop a group of people able to step into a range of different roles; each pool containing a larger number of talent than the span of roles covered to ensure effective long and short-term planning (CIPD, 2022b).  More contemporary succession planning takes a broad view with more diversity and connections to talent management practices identifying critical roles at all levels of the organisation not just the very senior management (CIPD, 2022b). 

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)
Selecting and recruiting candidates hinges on two key points: shortlisting, and the interview of candidates. In these steps there is a need for employers to ensure candidate experiences are all fair, transparent as well as clear of discrimination and bias (CIPD, 2023f). Recruitment should be about the most suitable applicant for the role; however, this criterion may not always be clearcut or fair due to language bias in the job description or unconscious bias when a manager interviews in isolation (CIPD 2023g). Internal recruitment provides opportunities for progression and development, however at times new views from an external appointment can bring new ideas and innovation. 
Recruitment methods can be formal or informal as well as external or internal. The methods of advertising such vacancies would vary depending on the mode of recruitment. Should the role be advertised only within the organisation than the internal intranet and communication channels would be best suited; however, external adverts may need to be referred to agencies, networking sites and commercial boards to ensure wider reach (CIPD, 2023g). 
A skill-based assessment would be a real-life assessment of skills in the workplace; the tasks should replicate the job as much as possible to simulate the role as much as possible. These assessments have been found to predict performance in a more accurate way than traditional interviews. Advantages of assessment centres are that they are more diverse, allow an assessment of interaction with team members and a simulation of a task faced in the real role enables skills to be truly viewed (CIPD, 2022g).

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)
There are both ‘push’ and ‘pull’ factors that can influence an employee’s decision to leave (CIPD, 2023h). Push factors are often associated with negative feelings, discrimination, or lack of progression; whereas pull factors are in general the attraction to another role or opportunity (CIPD, 2023h). Turnover is not always negative for the organisations, a relative amount of churn allows progression internally and potential new blood into the organisation whilst creating a good performance culture (Taylor and Woodhams, 2022a). Should the turnover be classified as dysfunctional it can impact adversely on the organisation’s culture, performance, or finance. 
Taylor (2022) outlines the difficulty in measuring types of turnover such as voluntary or involuntary as they may not be clearly defined in all cases. The issue is further complicated by determining whether the conditions were controllable or uncontrollable. Some measures are easily recorded and measured such as uncontrollable resignations due to ill health. It is estimated that circa 90 per cent of turnover is avoidable should the appropriate interventions be identified. The most common source of this information is derived from exit interviews and ongoing staff satisfaction/engagement surveys (Taylor and Woodhams, 2022b). 
Measuring or estimating turnover rates or labour stability is a starting point from which retention strategies can be developed. Crude rates can give a basis for high level planning, however it is not without defects such as not being able to distinguish early turnover and turnover of long-standing employees; to combat this the stability rate is often utilised (Taylor, 2022). Similarly, a further calculation can be utilised to gain rich insight and produce a survival curve to understand the proportion of workforce employed at specific points; this is cohort analysis. 
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 is defined as an individual who by fulfilling their potential will make marked positive impact on the organisation performance (CIPD, 2023i). Talent management aims to retain and develop such talent and maintain a pool of talent through a pipeline consisting of learning and development aligned to business strategies and workforce plans (Armstrong and Taylor, 2014).  The CIPD (2023i) have identified six areas of focus in the talent management loop ‘attraction, identification, development, engagement, retention, and deployment’. Through these stages there are key elements of the business that, when done well, will contribute to retention of talent. These elements consist of aspects such as strong employer branding to attract, robust performance management and appraisals to identify potential and drive in the early stages of the careers as well as employee engagement along with various learning and development initiatives formal and informal (Armstrong, 2016). 
When aiming to retain and develop talent, it is key to ensure there is fair and equitable reward strategies comprising of both intrinsic and extrinsic rewards such as flexible working to aide work-life balance, development for job enrichment and feeling valued (Jones and Perkins, 2020). Within the reward framework there are three aspects of talent development which are broadly learning opportunities, coaching, mentoring and progression. Understanding that everyone is driven by differing motivational factors along with the fact that many people value development, flexibility, and fulfilment as much as good pay will allow retention strategies to be effective (Taylor, 2017). Taylor (2017) also notes that good quality work may be represented differently from one person to another and to provide quality ‘all work is fair and decent with realistic scope for development and fulfilment’.

Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
A talent pool is a selection of skilled individuals developed to be capable and adapt to fill a variety of roles (CIPD, 2022b). The size and scope of talent pools are determined through business strategies. These inform the workforce planning process and are built and maintained through a talent pipeline made up of resourcing, identifying, and developing talent in the organisation (Armstrong, 2016). 
For organisations to attract a diverse range of applicants and to allow fair access to opportunities for all they need to ensure they utilise a wide variety of advertising platforms and methods to target a wide audience as well as inclusive alternative methods of applying for the role. By varying the methods of marketing, the organisation, through branding and approaches to communication, can take proactive measures to broaden talent pools (CIPD, 2022a). Advances in technology are continuing to increase in all areas of people practice especially recruitment and selection. The CIPD (2022a) report demonstrates improved candidate’s experience as a result of the advancements in technology, most common of which is increased accessibility and increased sped of recruitment. 
Organisations also need to consider people analytics and the ability for this to gain insights into morale, employee engagement and retention; thus, enabling evidence-based workforce planning to inform the direction of development for varying talent pools (CIPD, 2022c). 
Coaching mentoring help facilitate development both individually and in groups; to develop talent relationships to be built across different levels of the organisation. This is facilitated by coaching, mentoring, and networking (CIPD, 2023i). 
Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
CIPD (2022d) identifies talent and corporate reputation as the two main benefits to a business when equality diversity and inclusion (ED&I) are practised well.
Corporate reputation is impacted largely by the employer’s brand and how it approaches corporate responsibility or corporate social responsibility. Whilst historically this was focused largely on environmental issues, a number of employers are now viewing the overall branding of the organisation and impact on the workforce. A positive branding will increase employee engagement along with associated benefits such as increased retention and increased performance whilst giving enhanced competitiveness in the labour market (CIPD, 2023a).
Diversity recognises that whilst everyone is individual and different from one another, these differences benefit the talent within an organisation. Providing all are treated fairly and with respect, with the value of each individual recognised and celebrated along with open safe workplace cultures allowing all voices to be heard. This diverse range of experiences largely have a positive impact on innovation, performance, and engagement (CIPD, 2022d). 
ED&I when effectively implemented and practiced opens the organisation to the best engaged talent across the organisation enhancing delivery of business strategies and promoting wider innovation and creativity in the organisation reenforcing the employer brand and marketing the organisation as an employer of choice (CIPD, 2022d).
Although there has been legislation introduced to help combat inequality, there are many barriers that affect diversity initiatives in organsiations. Some of these barriers such as prejudice and bias impede initiatives and in part can be addressed through training and raising individuals’ awareness of unconscious bias (CIPD, 2018b). Learning opportunities are key to successful ED&I strategies since without the workforce becoming more culturally aware, diversity is likely to detrimentally impact performance rather than become a real strength to the business (Taylor and Woodhams, 2022b). 


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)
Whilst not all turnover is negative; it can be costly and have a detrimental impact on the organisation; such as loss of knowledge, skills, morale, which is known as dysfunctional turnover (Taylor and Woodham, 2022a). 
Whist the more in depth costing of turnover may offer a more accurate representation of total costs, an average based on an estimated replacement cost multiplied by the relevant turnover rate grouped by major staff groups will provide a gauge for the annual turnover cost (CIPD, 2023h). Costs for dysfunctional turnover can be either direct or indirect in nature, both of which can be substantial.  Direct costs consist of administrative expenses surrounding the leaver, recruitment, selection, and the new starter; along with costs of backfill, advertising and induction; these are usually more straightforward to quantify and cost than the indirect costs (Taylor and Woodhams, 2022b). Indirect costs consist of factors such as reduced productivity from the departing employee, loss of output as new staff are recruited and trained, impact on staff morale, damage to client relations or the organisation’s reputation, depending on the cause for leaving. 
The CIPD (2022a) reports that 72 per cent of organisations do not calculate the costs of turnover and only 17 per cent reported that they do. Calculating costs of labour turnover will allow organisations to remedy high rates through strategic recruitment and retention plans, which can aide in business case development; however it is usually complex especially when quantifying the indirect costs associated (Taylor and Woodhams, 2022b).

Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
The contract of employment is the foundation of the employment relationship, it can be agreed in writing or verbally and is legally binding (Daniels, 2022).  Employment status has different definitions in employment law and taxation law, and the right to work and protection rights are dependent on their status as an employee, worker, self-employed or other atypical worker status (CIPD, 2022e). 
Where there is not a need for a permanent employee to undertake certain tasks, project roles within an organsiations can be explored to cover the workforce need as effectively as possible. These can be in the form of fixed term contracts, zero-hour workforce or on demand workers. 
Gig or ‘on demand’ workers may not necessarily be classed as a worker, even though they may work part-time or on specific projects. As such employers must ensure they classify these correctly else risk future claims (CIPD, 2022e). Whilst the gig economy allows a large amount of flexibility, it does not provide the same protection as the status of employee such as national minimum wage or sickness protection (Taylor, 2017).
Other forms of contract that are utilised by employers are zero-hour contracts and fixed term contracts. Fixed term contracts are common for limited term projects where the end date is clearly stated in the contract, and they are entitled to be treated no less favourably than permanent employees (Taylor, 2022). Zero-hour contracts in contrary are utilised in different ways depending on the organisation but can allow flexibility by having a bank of workers that can be called on during pressured times (Daniels, 2022). 
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)
The contract of employment being the basis of the employment relationship consists of a combination of implicit and explicit terms (Daniels, 2022). 
Explicit terms are express terms that have been considered, negotiated, and agreed by both parties. However, they are not able to contradict any statutory rights set out in law (Daniels, 2022). Employees have a statutory right to receive a written statement including a specified number of details on the first day of employment or earlier as a minimum; details of all information required is set out in sections 1 to 7 of the Employment rights Act 1996. 
Implicit or implied terms, whilst not specially agreed, are derived from multiple sources such as the employers handbook, customs and practises, legislation or statute and collective agreements (Daniels, 2022). 
Implied terms through common law for the employee are those such as workplace customs, readiness, and willingness to work whereas for the employer they include providing reasonable conditions in which to work. Implied terms through statue/legislation, however, are those such as national minimum wage (CIPD, 2023k). 
Terms negotiated and agreed through collective bargaining can be included into the contract of employment either by express incorporation through a clear binding statement or implied incorporation. As these are negotiated through trade unions or employee associations the typical themes are pay, bonuses employee relations procedures, and redundancy (Daniels, 2022). Implied incorporation is less clear than express incorporation as seen in Cambell v Union Carbide Ltd (2002).
Could you explain the components and two benefits of effective onboarding? (AC 4.3)
Onboarding is the period of transition between being an applicant and being a competent, settled new employee which when correctly done aides retention of talent (Taylor, 2022). The term is often used interchangeably with the term induction. 
Effective onboarding has many benefits for both employers and employees. For employers a key benefit is improved retention and engagement. As detailed in CIPD (2022s) Resourcing and talent planning report 28 per cent of organsiations have invested in improving their induction and onboarding to enhance retention. 
For employees the benefits of effective programmes include the ability to settle more quickly into the role and environment whilst integrating with the team and reducing the risk of induction crisis (Taylor and Woodhams, 2022b).  An induction crisis is where employees feel isolated, uncertain about what expectations are and if they have made a mistake as well as being uncomfortable; thus, an induction crisis can lead to poor performance or early attrition (Taylor and Woodhams, 2022b). 
An effective onboarding experience especially in larger organisations may be spilt into individual tailored processes. These can consist of buddy, coaching or mentoring systems as well as some group collective induction processes which are provided for all new starters such as fire training, distribution of handbooks and completion of relevant forms (Taylor, 2022). 
It is key to note that onboarding is not just when the employee starts employment. A critical aspect is to begin initiate discussions before they start; which allows clear communication and a feeling of value, outlining expectations and ensures they have what they need to remove some of the first day stress that is felt (Personio, 2024). 
Onboarding or induction is key to making a good first impression which will have great impact on job satisfaction and promote employer branding. By incorporating it into the recruitment process, new starters can be socialised and begin building working relationships prior to the first working day resulting in a positive experience which will benefit both employer and employee (CIPD, 2023l). 
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