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1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
Drivers for competitive advantage include innovation, quality, and cost effectiveness (Armstrong and Taylor, 2023). By balancing the cost and quality of labour, creating a positive brand reputation, and having value propositions to differentiate between others, the organisation can strategically have a competitive advantage in the labour market. As stated by McKinsey (1997) when speaking of the war for talent, “those with the best people win”. This is a strategic business challenge and is a critical driver for corporate performance (Keller, 2017).
Organisations can use tools such as SWOT or PESTLE to determine what factors may influence the market and where they need to position themselves to maintain competitive advantage and to maintain business performance (Taylor, 2021). 
Competitive labour markets see some organisations invest in its branding to attract employees, putting themselves in a competitive position within the labour market (Whiting and Martin, 2020). Having this strong branding and reputation will influence attraction and recruitment to the organisation.
By offering competitive salaries and benefits, having flexible working arrangements, opportunities for training and development, alongside effective and attractive employer branding, the organisation is able to strategically position themselves in a competitive labour marking (Marchington et al, 2021). By identifying what key drivers, the employees are looking for, and reacting to how people want to engage in the workplace (Baker, 2014).

2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
The state of the labour market and economy effects how easy or difficult it is to recruit, it is imperative that the organisation remains aware of both internal and external situations, with the labour market being open to all organisations and the competitive requirement to recruit the best people for the job (Torrington, 2011).
In cases of a tight labour market, the demand is higher than the supply which may result in consequences such as salaries having to rise to attract employees to the workplace. Tighter labour markets are often related to the need for specialist skills to undertake the role, reducing the number of potential employees (Torrington, 2011), which can result in those with the right skills sets being empowered to request more money due to the lack in available resources.
This is opposed to when the labour market is loose and the supply is high, this means there is more choice when recruiting and the organisation holds the majority of the power for factors such as wage negotiations (Torrington, 2011).
The changing labour market has seen a change over time with employment figures fluctuating and the number of available jobs also changing. Utilising tools such as PESTLE can identify reasons for these trends and aid resourcing decisions. These factors impact business decisions on recruitment, with a fluctuating availability of labour and skills required (Torrington, 2011). Trends in demands for labour and skills fluctuate, with digital on the rise and the impact of elements such as the pandemic changing the way in which people work and what employees are now requesting (Holbeche, 2001).
Organisations will need to take these trends into account when resourcing to look at how they sit within the market, how they can improve their position (including marketing and branding), strengthening recruitment and retention within the organisation whilst also forward casting to ensure that the needs can be met going forward (Maund, 2001). 
3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3)
Welsh Government play an active part in ensuring the skills are met to ensure an active and productive economy. The Government develop skill strategies such as the Skills for sustainable growth strategy (UK Government, 2010) that looked to improve the skills for sustainable economic growth and extends to social mobility and inclusion. Funding and opportunities are often developed and resourced from Welsh Government to support employers ensure that the skills are being developed, enabling employers to maintain a trained workforce with funded support and opportunities.
Trade Union Congress (TUC), have active research and advocating campaigns with union representatives in the roles of learning representatives, identifying funding for courses, including the Welsh Union learning fund. TUC published their paper regarding the role of trade union led learning and training agenda that is supporting the high skill and productivity levels of the economy (Trade Union Congress, 2016). Union involvement has had a significant impact for employers and employees with the government investing in union learning, which has seen a cost benefit on return.
Employers need to ensure the future skills of the workforce are met, this ensures the continued productivity of their organisation, by having the right people with the right skills to undertake the work required (CIPD, 2023a). In order to maintain a skilled workforce employers must look to undertake horizon scanning activities to identify future training needs as well as providing the appropriate skills training and development for its employees in the workplace. Employers are also looking at investing in providing opportunities for individuals in a way of apprenticeship schemes and work experience placements, which allows them to engage with potential workforce and develop them to meet current or future needs. 

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 aims to be responsive, by looking at the future (horizon scoping) and filling in the gaps. It is important to undertake these exercises to respond to anticipated changes or challenges; to prepare both the workforce and the organisation (Taylor and Woodhams, 2022a).
By having this information on what the future needs are, budgets can be assessed and reallocated or offset to meet current needs and the future requirements. There may be an area identified for future development that does not yet exist within the organisation, but by workforce planning this can be built into strategy, workforce, training and developments. Workforce planning can also have an impact on costs, by forecasting staffing needs and requirements, the organisation can better plan and resource allocation can be improved (CIPD, 2023b).
By understanding the direction of travel an organisation will have a clear picture on what is required, and this can be built into recruitment plans and aid in retention planning (Taylor and Woodhams, 2022a). The organisation is able to invest in areas that are needed and to attract future employees to the right areas, whilst looking to reduce turnover costs and investing into upskilling and retaining the existing workforce. This in turn will also have a positive benefit on the workforce giving employees more job satisfaction by having them aligned into the correct roles with appropriate training and resourcing.
Workforce planning also allows organisations to identify any gaps, or areas that are over resourced. It allows informed decision making to take place that is data driven, enabling organisations to strategically redeploy staff to where the need is (Taylor and Woodhams, 2022a).

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 hard (numbers) and soft (culture) ways to undertake workforce planning. Some organisations would look at operational and strategic workforce planning, using data as a driver including both internal intelligence and external data such as the Office of National Statistics, which could inform demand and supply forecasting modelled from existing data and trends, taking into account both external and internal drivers, and identifying trends and potential changes in demand and supply of the workforce which could affect recruitment and retention in the future, with potential increase in competition for roles or of specific skill sets (Taylor and Woodhams, 2022b). 
It is important as part of workforce planning to assess the current workforce to enable you to make decisions about any changes needed and also how these fit in with future requirements. This would look at existing practices and whether there are any development opportunities to provide more efficiency (Forbes, 2024). 
The workforce plan could be informed by scenario planning, where do we want to get to and how do we get there. It could also include succession planning, looking at any changes in the workforce through retirement etc and how this could be built into the workforce plan (Taylor and Woodhams, 2022a).
It is essential to collate all relevant data to inform any planning decisions, this could include employee turnover rates, promotion, or demotion rates, as well as staff demographics taking into account retirement ages and potential gaps in the skills market that may arise (Taylor and Woodhams, 2022a). 

6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
Succession planning is needed in order to ensure if a key employee leaves or moves within the organisation, that their key position is filled to enable continuity of service for the organisation reducing workforce and organisational risk (CIPD 2024a).  Approaches to succession planning include, looking to identify successors, this could include tailored work experience and feedback, or a more informal approach that is undertaken by the decision makers within a company who are aware of the organisational culture and future direction. Traditionally succession planning was undertaken in a top-down fashion and only key managerial roles were included, it is important to understand the scope of all key roles within an organisation, which may not be management, that need to have succession planning in place (CIPD, 2024a).
Contingency planning is identifying potential risks or vulnerabilities within resourcing in an organisation, looking at being flexible to meet the needs of the changing workplace environment. Contingency planning, could include activities such as developing wider talent pools, having a group of resource available that would be suitable to move into roles as they become available (CIPD, 2024a). Appraisal processes should be in place to identify skills of staff and their interests, to map out where they could progress to within the organisation as well as identifying learning needs or skills gaps. 
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 
· Organisations website: by using this method, you are relying on people going to the website this could increase traffic going to the corporate website, with potential applicants being able to view products services and potential become customers as well as future employees. However, there may not be the amount of traffic going to the website with the right people with the right skills actively searching there. The method however is cheap and cost effective as is done using existing mechanisms and gives the organisation a platform to provide information about themselves, promote sales and increase brand awareness.
· Recruitment agencies can be used with a wider reach to staff with the right skill sets that can then be directed to the organisation (Taylor and Woodhams, 2022a). Recruitment agencies do however come with a fee which can be costly if looking at high levels of recruitment or recruiting into a smaller business with less to invest into recruitment.
Selection Methods
· Interviews can be structured, providing the same questions linked to required competencies, which are asked to each candidate. However, the interview process is a formal and often pressurised setting, which is not always the setting the employee is used to or will be expected to work in (Taylor and Woodhams, 2022a). This can result in people who are good at interviews but are not equipped to undertake the role, or those who struggle in a formal setting but are highly skilled and appropriate candidates for the role being advertised.  
· Assessment centres can include practical tests and skills-based assessments that are pertinent to the role the applicant has applied for. Can give the experience of what the working environment would be like, and both the candidate and the employer could assess suitability (Taylor and Woodhams, 2022a). Can be costly and time consuming to arrange and undertake, with assessment centres usually taking place over a day or so. 
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)
It is important for organisations to know why staff leave or stay withing an organisation, and where possible initiatives should be put in place to lower turnover rates and increase retention of employees. Areas where it is easier to find an alternative employment then the turnover rates will be higher as employees leave and move between roles (CIPD, 2024b). 

Within the workplace now expectations are shifting, this is influenced by external factors like generational beliefs, post pandemic changes in how people work as well as the changing market that organisations see themselves in. 

In order to attract and retain employees, an employer would aim to become and employer of choice, by having a clear brand, positive reputation as well as additional bonuses such as reward schemes and training developments (Baker, 2014). Employees are now looking for different values and opportunities when looking for new employment, these include flexible working, employee wellbeing, career development, employee voice, quality and diversity; most of these are relatively new and emerging themes that employers are looking to meet in order to attract and retain staff (Taylor and Woodhams, 2022a).

Workforce should analyse data derived from exit interviews, confidential surveys and HR systems that shows why and when people are leaving an organisation, to evaluate any trends and identify any issues that could be addressed. These could be down to a particular team ethos, management style or a change in the organisation’s reputability (CIPD, 2024b). 

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)
Developing a continuous learning and development programme for employees allows organisations to develop and prepare for future needs. These training programmes can be undertaken internal to reduce costs, or external for certain certification or specialist skills requirements (Baker, 2014). By investing in current employees and upskilling them to meet the organisations requirements, and in turn making them feel valued as an individual. Tailored learning programmes could also be developed for individuals to support them in their career development pathway based on the individual needs and could also address any service or skills gaps within the organisation (Baker, 2014).
Coaching and mentoring programmes are being developed in workplace settings, these are developed on a group level to train and establish a pool of coaches and mentors who can them support employees through the network (Taylor and Woodhams, 2022a). This strengthens the relationships within and organisation, making the employee feel valued and have a voice; allowing them to have that support outlet also enables them to continue within their role and deliver the required outcomes for the organisation.
Employee engagement exercises can also support the development and retention of employees. Giving them a forum to engage, share ideas and raise concerns. These can be done on an individual or group level (team meeting or one to one appraisal as examples), recognising and appreciated staff contributions and giving staff the opportunity to engage and feel an active part within the organisation, having ownership of what they do and how they can develop (Baker, 2014).
10. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
Talent pools are a group of candidates who may have worked for the organisation or applied for roles in the past, they display the skills required to work within the organisation in the future. It is important to ensure there are adequate talent pools available to support recruitment and mitigate workforce risks in the future, by having a group of potential employees suitable and ready to undertake the role when required (CIPD, 2023c).

In order to build and support different talent pools the organisation could take the following approaches:
· Sourcing, actively looking and engaging with potential employees and adding them to the pool even if there is not a direct fit to current available roles (Holbeche, 2001). 
· Re-engaging with unsuccessful candidates, identifying those with potential that did not get the current role but would be suitable if another arose. By keeping in touch and keeping them informed they continue to be engaged with the organisation and will feel valued (Armstrong and Taylor, 2023).
· Look at engaging with the future workforce from an early stage, this includes engaging with schools and colleges, offering experience and skilled expertise and mentoring. By engaging early on with these individuals and fostering a positive relationship it will encourage them to look to the organisation for employment in the future. This approach would require dedication from existing staff to provide these positive experiences and to invest time in the engagement (Holbeche, 2001). 
· Look internally, identify potential employees who have the skills and requirements or could be supported to develop into other roles, this would widen the available pool with staff who are already working within the organisation. However, you would need to be mindful that this would potentially leave gaps in other areas of the organisation that would also need to be addressed (Armstrong and Taylor, 2023).

11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
Diversity widens the pool of talent for an organisation. Building diversity into talent pools is the right thing to do. It has proven business benefits which include the fact that diverse groups are better at limiting the risk in an organisation as they have a wider experience, knowledge and understanding. If organisations identify that candidates for roles within their company are disproportionately heterosexual white and male, they may want to revisit their branding and messaging to see why they are only attracting these demographics and what they could do to improve the diversity within these talent pools (HR Magazine, 2021). This creates a space for creativity and growth with a variety of perspectives informing developments of the organisation going forward. 
By building in diversity, it strengthens the psychological contract. People want to work with companies who ultimately do the right thing, it is felt that diversity should always be part of the agenda and form part of the wider organisation’s diversity and inclusion strategy (HR Magazine, 2021). By having people in the organisation living the values and managers doing the right thing. By having a diverse talent pool, it can reduce the risk of discrimination which can be timely, costly and have a negative effect on organisations reputations. Having diversity and its benefits in turn reinforces the employee brand as a positive place to work and potentially allowing organisations to become and employer of choice.

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)
Dysfunctional employee turnover is when the rates of employee turnover are abnormally high in comparison to previous turnover rates within the organisation. These turnover rates have a significant cost on the organisation, with productivity and reputation also potentially being affected (CIPD, 2024).

Recruitment processes are costly, with an average recruitment cost of £3,500 per employee, with added costs of elements such as, days lost, training and induction to take into account. Recruitment times can be greatly increased if the skill set required is scarce in the current labour market, which means there may be a period of time where the role is not filled, and the company must run with a vacancy. This can add pressure onto others within the team to pick up extra work or risk the work not being completed at all (CIPD, 2024). 

High levels of turnover have an effect on the whole workforce, with an increased workload on the remaining staff, which could lead to burn out and low morale over time if the issue isn’t addressed and recruitment and retention improved (Whiting and Martin, 2020). It is important for an organisation to be aware of their turnover rate and reasons for people leaving, through exit interviews as an example. By understanding the reason for the turnover, the organisation can look to address this and make amendments to increase retention rates, over time saving them money and increasing productivity.

13. Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
There are different types of contractual agreements, the different contracts are chosen to fit the need of the organisation and are defined by the Employment Act (UK Government, 2002).
Permanent contracts refer to a contract that has no end, with continuous work as defined by the employer and employee, until a time when one of the parties chooses to end the contract, for example through resignation or redundancy. An employee with a permanent contract has the rights to all the benefits defined in the Employment Act. 
Fixed term contracts have a defined start and end date. The Employment Act legislation in 2002 gave protection of fixed term temporary workers. This means that if an employee is in the role for more than 4 years, they have the right to be made permanent. If they are employed for 2 years, they have some employment rights which include redundancy pay. This needs to be taken into account when setting any fixed term contracts as this could have financial impact or legal challenge if not handled correctly. Fixed term contracts are often used to fill planned gaps such as maternity or for project based work that has a defined start and end.
Zero hour contracts have a mutuality of obligation, where the employer is not obliged to give the employee and minimum hours and the employee isn’t required to automatically accept any work that is offered. Employees have no fixed contracted hours or rota but could be called in to cover any shortfalls in staffing and is predominantly used in sectors such as healthcare, hospitality, and retail where there are variable staffing requirements. 

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)
Express Terms, refer to those that are explicitly agreed by both parties and are either in writing or verbally as part of the contract. These terms are clear and set out the expectations with no room for doubt or negotiation. Expressed terms would include employees pay, working hours or specific job responsibilities for the role that is to be undertaken. Expressed terms, both written and verbal are legally binding, by putting all terms in writing where practical ensures clarity and supports everyone to know what their responsibilities and rights are (Trade Union Congress, 2022). 

Implied Terms differ from the above as they are often inferred from context, custom or law. Although they are not expressly stated as part of the contract, they are understood by all parties to be part of the contract (Trade Union Congress, 2022). Implied terms arise from established practice within a workplace or industry and failure to meet these terms can result in a conduct investigation. Implied terms are in place to ensure fairness and reflect the organisational practice and include examples like behaving appropriately with customers or patients being kind and caring and also include things like not stealing from your employer; these would not be stipulated in the contract, but the expectation and implied terms would be present. Although they are not explicitly written the courts can still imply these terms into contracts, unless parties have excluded implied terms by adding specific clauses. Implied terms tend to come from custom and practice within and organisation or could be incorporated from collective agreements or through handbooks as an example (Whiting and Martin, 2020). 

15. Could you explain the components and two benefits of effective onboarding? (AC 4.3)
Components of a good onboard process would include:
· The right information. This includes clear branding and information for the organisation and the expectations of the role. Including pre-employment information, departmental information and role responsibilities which will aid in the setting of expectations for both the employee and employer (CIPD, 2017).
· Orientation and Positive induction, which would include meet and greets, familiarising the employee with the workplace and colleagues, providing them with the information and orientation needed. Giving employees a positive experience, with clear health and safety and culture messages. Also promoting inclusivity and equality with clear expectations from the outset (Daniels, 2022).
· Employee development frameworks, that support and develop employees through their career journey, identifying opportunities for development and skills training to invest in the employee and to support the business current and future needs (CIPD, 2017). 
Benefits of effective onboarding to the organisation would include:
Increased retention, from the early stages of their employment (and as part of the attraction and recruitment stage) with more engaged and motivated staff, who feel valued and appreciated. Staff will be aware and competent in their roles which in turn will maintain a level of productivity for the organisation and reduce costs for recruitment (Whiting and Martin, 202). 
Reduced health and safety risks, if staff are fully and successfully onboarded, they will be aware of what is expected of them, would have received the correct training and induction.  and will have been given any equipment they need for this to be undertaken efficiently and safely. This will reduce or mitigate the risk of incidents, accidents or grievances (Daniels, 2022). 
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