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AC 1.1 How can organisations strategically position themselves in competitive labour markets?
To strategically position themselves in the labour market, organisations need to stay ahead of changes that may impact them. This can be achieved through horizon scanning using techniques such as SWOT or PESTLE to analysis key factors, external or internal, that may affect the business environment (Waite et al., 2021). 
A good first step to determine what will give an organisation competitive advantage is to conduct a competitor analysis. This will give understanding as to what competitors are offering in terms of salary, benefits or development opportunities and allow organisations to strategically position themselves to stand out in the labour market (Taylor & Woodhams, 2022). For example, paying at minimum, the real living wage for hourly paid employees at my workplace has seen an increase in job interest and ex-employees returning.
Aside from offering a competitive salary, people have become increasingly interested in corporate social responsibility and how organisations are supporting communities or environmental issues (Waite et al., 2021). This feeds into building a strong employer brand, which gives organisations competitive advantage to attract, recruit and retain the best talent (Peters, 2023). The CIPD (2022a) found perception of the employer to be one of the most important aspects of employer brand therefore, its important the brand reflects the reality of working for the organisation to avoid disappointment for new employees which can be damaging to reputation (Taylor & Woodhams, 2022).
Organisations may also strive to achieve ‘employer of choice’ status by paying people well and treating people positively which is perceived as the optional strategic aim and invaluable for talent management in tight labour markets (Taylor & Woodhams, 2022).

AC 1.2 What is the impact of changing labour market conditions on resourcing decisions?
A changing labour market, whether that be ‘tight’ or ‘loose’, affects an organisation's ability to recruit and influences resourcing decisions. In a tight labour market, there are more job opportunities than job seekers and in a loose labour market there are more job seekers than job opportunities (Taylor & Woodhams, 2022). 
Changes in the labour market can be influenced by demographic changes in the population, legislative changes such as limits on working hours driving need for more employees, or fast economic growth trends leading to skills shortages. Skills shortages are often a feature of tight labour markets which makes it difficult for organisations to recruit the right people, with the right skills, at the right time. Organisations may look at upskilling their current workforce by investing in training and development opportunities or work closely with local education centres to increase the number of people with relevant skills for the future (Taylor & Woodhams, 2022).
Employment rates in the current market have fallen and therefore vacancy numbers are high, with 37% of employers having hard to fill vacancies (CIPD, 2024). These situations may influence an organisation to think more strategically about their employer branding, retention strategies or recruitment. Upskilling existing employees, increasing their duties and raising wages have been the most common employer responses to hard to fill vacancies (CIPD, 2024). Organisations may look at reorganisation of the workforce by changing the way jobs are allocated to reduce the recruitment need for hard to fill staff (Taylor & Woodhams, 2022).

AC 1.3 What is the role of government, employers and trade unions in ensuring future skills needs are met? 
The government play a role in identifying skills gaps through assessment and analysis of adult skills (OECD, no date) and ensure future skills are met through development and implementation of policies and standards. The Skills and Post-16 Education Act 2022 aims to ensure people have access to training and chance to develop the right skills to fill skills gaps with emphasis on reforming the vocational and technical education systems. The Government also provides financial support and resources. For example, part of the Skills Act is transformation of the student loans system to support those in higher education at any point in life (UK Government, 2022). 
Furthermore, employers play an important role in implementing quality apprenticeships and vocational education (Crowley, 2023). According to the UK Government (2022), employers across the country have been working with training providers to develop skills plans that align with community needs and provide opportunities to develop skills for individual and business success. By collaborating with educational centres employers can help shape learning and prepare young people for work (CIPD, 2022b). Aside from providing inhouse-development programmes and coaching, employers need to recognise the importance of embedding and encouraging a learning culture to ensure future skills needs are met (Crowley, 2023). 
Union led agendas play a role in improving access to learning and training. Since the establishment of the Union learning fund in 1998, union learning reps have supported nearly 250,000 learners, provided advice and guidance sessions to support career development which helps employers by ensuring workforces have training and support required to meet future needs. Union learning has been found to be effective at encouraging lifelong learning leading to acquisition of higher-level qualifications therefore, increasing likeness of employment (TUC, no date).

AC 2.1 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? 
‘Workforce planning is the process of balancing labour supply (skills) against the demand (numbers needed)’ (George, 2023). It helps organisations ensure they have the right people with the right skills, in the right place at the right time to meet strategic objectives. Soft workforce planning is about people and focused on factors such as productivity, culture and high-performance working (Armstrong & Taylor, 2023) whereas hard workforce planning focuses on the numbers, ‘predicting how many people with what skills are likely to be needed’ (George, 2023). 
Predicting requirements needed to meet immediate and future needs helps align HR practices such as recruitment and selection, job design, talent management and retention planning with organisational objectives. 
Having the right skills, in the right place can increase productivity and organisational efficiency. By forecasting demand against supply, organisations can identify skills gaps and be more proactive in addressing them through development and training of existing staff to increase retention of valued people or, removal of individuals whose skills do not meet future needs (Taylor & Woodhams, 2022). This can help reduce unnecessary labour costs and unnecessary recruitment (George, 2023). 
By identifying obstacles that may hinder strategic objectives being achieved, workforce planning can also help organisations be more responsive and resilient to change, helping mitigate risks related to staffing and skills shortages (George, 2023). Predicting change and its impact in the future can present challenges (Armstong & Taylor, 2023) however, if it's done effectively organisations can benefit from reduced labour costs, sustainable organisational performance and increased productivity.

AC 2.2 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? 
Techniques used for demand forecasting include systematic techniques such as using past trends to predict future trends, working back from costs by using future budgets to establish how many employees can be afforded and managerial judgement which is based on senior management knowledge and experience of the business and industry (Taylor & Woodhams, 2022). This may either be done by a ‘bottom-up’ or ‘top down’ approach however, judgements may vary between levels of management therefore, Armstrong & Taylor (2023) recommend a combination of both methods as the best approach. 
Predicting demand can be challenging as it will be affected by external factors. Scenario planning can help mitigate risks by looking at alternative views for the future, however, it cannot predict what will happen (CIPD, 2023a).
To forecast supply, organisations must understand the current workforce. This can be done by establishing the number of employees, total wage cost and workforce composition before identifying what skills are available by reviewing capabilities and performance data. Employee turnover and retention rates can also be used as an indicator of how many employees are likely to be employed in the future (Taylor & Woodhams, 2022). The effectiveness of forecasting supply will depend upon the reliability and quality of the data available so organisations ‘need to understand the risks when making assumptions based on the credibility of the data' (CIPD, 2023a). Gap analysis can then be conducted to identify gaps between supply and demand, identify priorities and inform action plans (CIPD, 2023a).

AC 2.3 Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? 
Succession planning focuses on identifying and developing talent to ensure an organisation has people with the right skills, knowledge and ability to fulfil critical roles to enhance business continuity (George, 2024). 
Traditionally succession planning focused on the most senior roles in an organisation, aimed at mitigating risk of fulfilling a vacant position with someone internally who is not prepared or someone externally with lack of organisational knowledge and understanding required (Taylor & Woodhams, 2022). Previous approaches to succession planning have been of confidential nature, aimed at targeting specific individuals for specific roles with focus on lateral moves or secondments for proactive development. Succession planning of internal employees is an advantage at senior level, as they will understand organisational culture however, this needs to be balanced with new perspectives and ideas external candidates can bring (George, 2024).
Progressive organisations now take a more inclusive whole workforce approach to succession planning which not only looks at senior roles but critical roles at all levels. Organisations have started to take a more generic approach which focuses on identifying groups of jobs and developing pools of individuals with skills capable of filling a variety of roles which provides organisations with a broader, more robust contingency plan (George, 2024). This modern approach to succession planning takes a much more open and inclusive form with the use of appraisals (discussed in AC 3.3) being cental to the process and individuals taking control of their own careers (Taylor & Woodhams, 2022).

AC 2.4 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? 
The organisation website is a quick and easy way to upload job advertisement and useful additional information about the organisation (Waite et al., 2021). It has the advantage of reaching a wide range of applicants but to be effective, content must be kept up to date which can be time consuming although, management of the website can be outsourced to recruitment consultants (Armstrong & Taylor, 2023). 
However, it relies on potential candidates being attracted to the website. For small organisations that don't have a strong employer brand, utilising job boards may be more effective. Job boards often charge for advertisement but ‘provide value for money by giving the adverts greater visibility’ (Waite et al., 2021). Although job boards allow online applications to be submitted, there's not always screening process so organisations may be inundated with applications that don't match requirements.
Interviews provide opportunity for employers to give a positive impression of the organisation, gauge candidates experience and abilities and allow candidates to ask questions that help decide if the jobs for them. However, opinions are often subjective with risk of bias (Armstrong & Taylor, 2023). A poor interview can be damaging to the employee brand (McCartney, 2023) therefore, its important managers have interview skills training. 

Psychometric testing can be a good indicator of job performance but shouldn’t be used in isolation and is most effective when used in combination with structured interviews (Armstrong & Taylor, 2023). Tests can be administered online and are useful where high volumes of applicants exist, yet they need to be administered and analysed correctly which requires training and certification (McCartney, 2023).


AC 3.1 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?
The pandemic was a catalyst for the great resignation with an influx of people quitting their jobs as they reassessed their values and what work looks like to them (Morgan, 2022). Now in 2024, the Office of National Statistics (ONS) (2024) estimated that the number of vacancies in the UK has fallen. Turnover rates vary across sectors and are typically higher in retail, hospitality or construction (Peters, 2024) however, the CIPD Labour Market Outlook Report (2024) predicts cross-sector turnover rates to fall with net-employment balance on a downward trajectory as more people opt for job stability and 55% of employers aiming to maintain current staffing levels (CIPD, 2024). 
Factors that influence people's decisions to leave or remain include culture, employee value proposition, reward and benefits, management and learning and development opportunities (Armstrong & Talyor, 2023). A study by Rakhra (2018) identified different trends in retention factors between genders. The working environment was a top factor for females whereas wages and compensation had the biggest impact on retention for males. 
Turnover can be affected by both avoidable and unavoidable factors. Unavoidable turnover refers to decisions to leave that have nothing to do with the company, such as ill health or relocation. Avoidable turnover refers to departures related to job dissatisfaction (Taylor & Woodhams, 2022). Dissatisfaction, lack of opportunity and poor working relationships are push factors that lead to disengagement which influences people's decision to leave. Pull factors such as a new job, better salary or career progression are also influencing factors (Peters, 2024).

AC 3.2 I want to compare different approaches to developing and retaining talent on an individual and group level? Could you give me some pointers? 
Within the workplace, organisations may use mentoring as a way of developing and retaining talent. Mentoring can be on an individual level where a more senior employee supports the development of a junior colleague or on a group level where members of a mentor group come together to explore work issues and provide suggestions or solutions to one another (Waite et al., 2021). 
Coaching is also workplace-based training but takes a different form to mentoring. Rather than teaching an individual, coaches ask questions, listen, reflect and provide the learner with direction to maximise their own performance. Coaching is often task related whereas mentoring is more so career-related (Waite et al., 2021).
Secondments also offer valuable development opportunities for individuals. Secondments allow employees to move to another area of an organisation for a temporary period to support their learning and development (Quilliam, 2023). An employee may also move to a more senior role on a secondment basis, which provides employees with valuable experience for career progression. 
On a group level, organisation may have reward strategies in place. This goes beyond linking pay and bonuses to performance but total reward, including non-financial reward such as work life balance, job design, being treated fairly, recognition of achievement such as employee of the month or long service awards (NHS Leadership academy, 2015). Alternatively, organisations may offer flexible benefit schemes which allow individuals to select a package that best suits them which can improve job satisfaction (Taylor & Woodhams, 2022).

AC 3.3 Could you evaluate approaches that an organisation can take to build and support different talent pools? 
A talent pool contains a selection of talented people identify as having potential to fill pivotal roles within an organisation to meet business needs (Armstrong & Talyor, 2023). 
Managers play an important role in identifying potential members of a talent pool however, judgements may be somewhat inconsistent or unreliable if they're not qualified to judge potential for higher-level roles (Armstrong and Taylor, 2023). Performance appraisals can help make informed decisions and identify talent by assessing skills and discussing aspirations for development to which learning activities can be undertaken such as coaching, shadowing or formal courses to support talented employees by ensuring they the skills and knowledge to advance (Taylor & Woodhams, 2022).  
Career development of individuals within an organisation, which may include career counselling, internal promotions and personal development plans is another approach to nurturing talent and supporting development towards fulfilling senior roles (Armstrong & Taylor, 2022).  However, focusing too much on internal promotion can limit the range of talent available within the organisation (Waite et al., 2021). 
External recruitment and resourcing can ensure organisations have a wider pool of talent with the right skills for vacant roles now, and in the future (Armstrong & Taylor, 2023).  Recruitment software’s and AI technology have been used by companies to ‘proactively build talent pipelines and engage different talent pools’ which may previously been unconsidered however, organisations have unrealistic expectations that AI will be 100% non-bias (Jacobs, 2024). Online platforms such as LinkedIn have become a popular approach to sourcing and developing pools of potential candidates which can improve diversity of talent (Taylor & Woodhams, 2022).

AC 3.4 Could you evaluate two benefits of diversity in building and supporting talent pools? 
One benefit of diversity in building and supporting talent pools is improved retention and lower employee turnover. Affleck (2021) suggests ‘a talent pool that reflects the wider society can be instrumental in preventing individuals of different social backgrounds from experiencing imposter syndrome’. Individuals are more likely to feel valued and confident that they are there for the right reasons, which will increase job satisfaction. Supporting the development of employees from all backgrounds is likely to increase sense of belonging and mentoring schemes led by individuals in senior roles from underrepresented groups can empower diverse employees to pursue a career within the organisation (Affleck, 2021).
Another benefit for organisations is increased innovation and creativity. Having diverse pools of talent welcomes a variety of a different ideas and perspectives (Taylor & Woodhams, 2022). People from diverse backgrounds can offer solutions to problem solving or provide insights that others may have not considered, promoting a culture of learning where people care share knowledge and value other perspectives (CIPD, 2019). Aside from understanding one another, it can provide valuable insights to help understand customers and reach a wider target audience which helps employer branding, enhances an organisations competitive advantage and supports business growth.
In summary, having diverse pools offers a wider range of talent, increasing the likelihood of recruiting the ideal candidate and retaining them for business success.

AC 3.5 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? 
Dysfunctional turnover refers to departures that negatively impact the organisation in term of cost and loss of skill or knowledge (Taylor & Woodhams, 2022).
There are both indirect and direct costs associated with turnover. Direct costs include administration time regarding leaver and starter processes, training, advertising and covering the vacancy post temporarily. Indirect costs include, decrease in productivity of departing employee and new employee, loss of morale amongst colleagues, lack of return on training and development investment and reputational damage if the employment relationship ends on bad terms (Taylor & Woodhams, 2022). 
It’s suggested that it can take up to 13.5 months for a new employee to reach maximum efficiency (Armstrong & Taylor). Aside from this, in 2022, the average cost of employee turnover in the private sector was more than £26,000 (ONS, 2023). Although it can be challenging to distinguish between functional and dysfunctional turnover, calculating associated costs is within the organisation best interest to understand the extent of the problem and to gain by in from management to invest in retention strategies (Taylor & Woodhams, 2022).
Methods of calculating turnover include employee turnover or stability index. Employee turnover index can be calculated by diving the number of leavers by the average number of employees during a set period, times by 100, but it can be misleading. The stability index can provide better insight on need for action and can be calculated by number of employees with more than 1 years' service, divided by number of employees 1 year ago, times by 100 (Armstrong & Taylor, 2023).

AC 4.1 Could you assess suitable types of contractual arrangements dependent on specific workforce need. 
Where there’s a need to manage fluctuating demand, or provide flexibility, zero-hours contracts are commonly used (Beatson, 2023). Employers have no obligation to provide work and individuals have no obligation to accept any work offered. National minimum wage must be paid however, as there’s no guaranteed work or regular hours, zero-hours contracts have received criticism for uncertainty of income (Daniels, 2022) and one-sided flexibility in favour of the employer (CIPD, 2024a). Consideration needs to be given to employment status as it will determine the rights and conditions individuals are entitled to (Beatson, 2023). 
Agency workers can also be used to manage fluctuating demand or cover gaps in the workforce however, the use of agency workers can be costly due to the additional overheads and agencies mark up. Agency workers have contracts with and are paid by the agencies therefore, there’s no contractual relationship with the hirer. However, after 12 weeks continuous employment, agency workers are entitled to the same terms and conditions as permanent employee (CIPD, 2022).
A business may use a fixed-term contract to employ someone for a set period such as covering maternity or undertaking a specific project. The Fixed-Term Employees (Prevention of Less Favourable Treatment) Regulations 2002, states fixed-term employees shouldn’t be treated less favourably than a comparator on a permanent contract. A fixed term contract must clearly state when employment will end and if continues beyond four years, the employee would automatically become permanent (Daniels, 2022).Whilst there's no requirement to renew a fixed-term contract, unless there’s a clause for early termination, an employee may claim for wrongful dismissal if the contract ends early (CIPD, 2023).

AC 4.2 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? 
Express and implied terms both form part of the contract of employment but come from different sources. Express terms are discussed and agreed between the employee and employer whereas implied terms are derived from collective agreements, statute, custom and practice, the courts and work rules (Daniels, 2022). 
Although an agreement between two parties, express terms must still comply with law and cannot diminish statutory rights (Daniels, 2022). They can be verbal or written agreements. Express terms that form part of the written statement of particulars such as; names of both parties, commencement date, rate of pay, working hours, and responsibilities, must be in writing and provided on the first day of employment, if not before. Other express terms such as pension arrangements or disciplinary and grievance procedures must be provided within two months of employment but may be specified in other documents such as the employee handbook (Daniels, 2022). 
If something isn’t covered by express terms, it’s covered by implied terms which ensure contracts function fairly and effectively. Implied terms aren’t always explicitly stated in the contract such as ‘a duty of mutual trust and confidence between the employer and employee’ (Ayling & Suff, 2023) or the employers' duty to provide a safe work environment. These terms are implied by law and place obligations on both employee and employer. Terms implied through custom and practice aren’t always written but have formed part of the employment contract overtime as it's the way something always been done within the business or industry (Daniels, 2022).

AC 4.3 Could you explain the components and two benefits of effective onboarding? 
Onboarding starts from the point a job offer is made. The quality of communications and information provided before an employees’ first day are essential first steps in building the psychological contract (Waite et al., 2021). This includes offer letter, contract, starter pack and pre-employment checks. 
Once a new employee formally joins the business, they should receive an induction. Effective induction includes multiple elements such as providing information about the business, its values, health and safety, working arrangements and introduction to policies and procedures such as pension schemes or what to do when absent. It will also involve issuing staff with equipment or log ins required to perform their role. 
To help new employees learn about their place of work, physical and social orientation may form part of their induction. Physical orientation includes a site tour whereas social orientation allows new employees to meet their team and wider colleagues (Waite et al., 2021). For example, some organisations have buddy systems or arrange meetings with managers of different departments to help integrate new employees. 
Effective onboarding sets clear expectations and provides deeper understanding of the business which can positively impact employee turnover and absenteeism (McCartney, 2023a). Setting clear expectations and providing new employees with the equipment, skills and support needed to perform their role can also increase employee commitment and job satisfaction (McCartney, 2023a). The induction process can be overwhelming so holding review meetings can help successful integration of new employees and reduce the risk of ‘induction crisis’ (Waite et al., 2021).
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