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How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
According to Personio (2023), to thrive in competitive labour markets, organisations can strategically position themselves through competitor analysis. Understanding competitors’ employee experiences helps identify areas for differentiation and informs strategies to attract and retain top talent. This aligns with the concept of an Employer Value Proposition (EVP) - a promise between employers and potential applicants, outlining what the organisation offers in exchange for skills and experience.
As per McCartney (2017), establishing an organisation as an employer of choice involves prioritising key elements. Enhance the candidate experience by integrating feedback for an engaging selection process. Emphasise organisational values in both employee and customer interactions. Concentrate on cost-effective career growth opportunities and align pay and benefits with market trends. Assess recruitment and retention practices by integrating ROI measures, tracking turnover, and gathering feedback to solidify the organisation’s position as a sought-after employee.
Employer branding and the image of an organisation are important considerations also. Clearly articulating a distinctive value proposition and highlighting positive qualities enable organisations to draw in top talent and distinguish themselves from competitors. Achieving this involves implementing effective employer branding strategies such as social media campaigns (Peters, 2023b). 
Prioritising ethics and managing reputation are also essential for organisations. Demonstrating ethical behaviour and ensuring a positive standing in the market can significantly improve an organisation’s appeal to potential employees. Building and preserving a strong organisational image involves elements such as openness, fairness, and the proactive implementation of corporate social responsibility initiatives (Eccles, Newquist and Schatz, 2007).

What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
According to the CIPD (2022a), adapting to labour market conditions influences decisions related to resourcing. Within tight labour markets, employers face the obstacle of a reduced pool of candidates, resulting in challenges in resource allocation. In such environments, organisations must intensify their efforts not only to identify but also to retain employees, necessitating the need to work even harder to navigate resourcing complexities. 
Conversely, in slack labour markets where there is an abundance of skilled workers, organisations may have more options to choose from (Boys, 2023). However, even in a slack labour market with an abundance of candidates, organisations may still encounter challenges in finding specific skills. It is crucial for organisations to assess their recruitment procedures, analyse turnover data, conduct risk analyses to anticipate potential key losses, and evaluate exit date (IES, 2024).
As highted by Battista (2023), analytical frameworks like PESTLE (Political, Economic, Social, Technological, Legal, Environmental) assist organisations in comprehending the underlying factors driving these trends. For instance, economic downturns or advancements in technology may impact the demand and supply of specific skills, requiring organisations to adapt their resourcing strategies accordingly. 
McCartney (2023a) posits that resourcing decisions, including employer branding, recruitment methods, and retention strategies, requires adaptation to evolving work patterns like remote and flexible arrangements. Organisations navigate critical incidents, global pressures, and changing faces in the labour market. Internal factors such as diversity and inclusion, role definition, and effective recruitment processes, play a crucial role in successful resourcing. 

[bookmark: _Int_SfLaCVtZ]What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3)
GOV.UK (2023a) details the government’s Unit for Future Skills as an analytical and research entity within the Department of Education, working to enhance job and skills data accuracy across government. Established to improve information quality, the unit ensures availability of this information to policymakers, stakeholders, and the public. The Basic Skills Agency (2020) strongly criticises the lack of basic skills in Wales, including literacy and numeracy, highlighting a sizeable number of students exiting education without the essential skills for the modern world. A comprehensive government strategy, addressing educational gaps both young people and adults beyond school resolutions, is deemed crucial. 
Crowley (2023) asserts that organisations play a crucial role in nurturing workforce skills for economic growth. Successful talent and succession planning requires an understanding of current and future business needs, along with awareness of broader skills contexts. Essential skills, including effective communication and problem-solving, are paramount. The UK faces challenges like low productivity and skills-job mismatches, requiring a focused approach to leadership and management. Organisations, particularly SMEs, must invest in and enhance their HR and people management capabilities to effectively invest in their workforce’s skills. 
According to Nowak (2022), trade unions are also advocates for workforce learning, with Union Learning Representatives playing a crucial role in supporting workplace learning. The union learning model is well-suited to address contemporary challenges, including the shift to net-zero practices and technological advancements, by reaching out to those at risk of displacement. However, the same success cannot currently be attributed to collective bargaining on skills, as unions do not possess any statutory right to bargain on training. 

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)
George (2023) outlines the significance of workforce planning in harmonising the existing and future workforce with organisational objectives. This process entails a comprehensive analysis of skills, identification of gaps, and implementation of targeted solutions to achieve optimal staffing levels. By doing so, workforce planning becomes a key tool in promoting sustainable organisational performance, enabling effective identification of areas of development and succession planning. 
According to the CIPD (2023), workforce planning goes beyond merely forecasting demand; it encompasses a thorough examination of both the internal and external supply of labour. This involves assessment of the current competencies and skills in comparison to the anticipated future requirements. Through this analysis organisations can pinpoint areas for development and create effective succession planning to bridge any existing gaps, ensuring a robust and adaptable workforce aligned with evolving business needs. 
Tucker (2022) emphasises the pivotal role of people practitioners in workforce planning, particularly in addressing the critical aspect of skills gap analysis. This process involves consulting with senior leaders, evaluating current staff functions, and obtaining feedback via surveys and interviews. Strategies to address these gaps may include encouraging continuing education, certifications, cross-training, or external talent recruitment. Technological tools can aid in the assessment by assisting employees in inventorying their skills and recognising development opportunities. Maintaining a proactive strategy for skills gap analysis is essential for ongoing organisational development. Common missteps include procrastination, reluctance to dig beneath the surface, and ignoring employee fears. Clear communication about the purpose of the analysis and its benefits is essential to build trust and ensure a positive outcome. 

[bookmark: _Int_SQ7VJkzF]I want to introduce workforce planning in my organisation but I’m unsure which techniques to use. Could you evaluate the techniques used to support the process of workforce planning? (AC 2.2)
When implementing workforce planning, a critical step is to thoroughly assess the methods employed to facilitate the process. As per Armstrong and Taylor (2014, pp. 219-220), managers often rely on judgement for forecasting, employing either a ‘bottom-up’ approach, where line managers propose workforce needs, or a ‘top-down’ method, where top management creates company forecasts. Optimal managerial decision-making often involved the integration of both ‘bottom-up’ and ‘top-down’ methods. Specific guidelines are formulated for departmental managers, outlining overarching organisational assumptions regarding future activity levels that will impact their individual departments. Meanwhile, a human resource planning committee reconciles discrepancies between departmental and company forecasts, summitting a final amended forecast to top management, often called the ‘right-angle’ method. 
Working back from costs is an alternative approach that considers budgetary limitations and various financial factors. Its objective is to ascertain the most suitable workforce size and composition, ensuring optimal efficiency and effectiveness in resource utilisation (Taylor and Woodhams, 2022, p. 89).
Alternatively, as outlined by Organ (2023) systemic workforce planning uses data-driven methodologies to analyse workforce supply and demand, ensuring alignment with organisational objectives. It employs statistical models to assess talent pools, evaluate labour market trends, and project staffing needs. This approach informs decisions by considering factors like retention rates, promotion rates, and time-to-hire. Collaborative processes involve stakeholders and senior leadership, ensuring a holistic understanding of workforce dynamics. Ultimately, systemic workforce planning provides a roadmap for organisations to achieve strategic goals and enhance efficiency.

Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
According to Lattimer (2023), organisations utilise succession planning and contingency planning as distinct strategies to manage risks and ensure the seamless continuity of their business operations. The management of unforeseen circumstances and the reduction of risks can be accomplished by establishing pools of talent. Organisations recognise employees with high potential and offer them specific training, guidance, and involvement in crucial projects. By nurturing these individuals, organisations establish a pipeline of skilled professionals ready to assume pivotal roles when required, thereby lessening the consequences of unanticipated departures or skill deficiencies. 
Jones (2016) underscores the role of performance appraisals for effective succession planning. Integrating the identification and development of high-potential employees into the performance management framework is crucial. Regular performance assessments enable organisations to evaluate employees’ existing capabilities and pinpoint individuals who exhibit motivation and eagerness to undertake new challenges. This valuable insight can then be leveraged to formulate targeted development plans, addressing disparities between employees’ current skill sets and the required skills, knowledge, and behaviours for prospective roles. This process ensures that they are in the best possible position for success. 
As highlighted by Krell (2015) it is also crucial for organisations to strike a balance between internal advancement and the incorporation of new perspectives from external hires. Internal progression plays a pivotal role in promoting employee engagement, while external candidates contribute by providing diverse viewpoints and encouraging innovation. 

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)
McCartney (2023a) suggests that utilising the organisation’s website is common method to draw in applicants. As many candidates anticipate searching and applying for positions on the internet, employers must focus on enhancing both their corporate website and their employer brand. Relying solely on the company website to post vacancies, however, limits the talent pool, especially with various other recruitment methods available. Wolf (2020) emphasises how relying exclusively on manager interviews also poses issues, such as interviewer bias, challenges in assessing top performers who may not excel in interviews, and the potential for individuals with frequent job changes to perform well based on interview experience.
Jorgensen (2023) highlights that an alternative recruitment method to consider is leveraging social media platforms such as LinkedIn. With a broad range of professionals, LinkedIn allows recruiters to extend their reach and directly connect with potential candidates. The platform enables effective showcasing of company culture and job opportunities, building personalised connections. Its interactive nature facilitates ongoing engagement, making it an efficient space for talent acquisition teams to identify and attract top-tier candidates. 
Social media recruitment, including platforms like LinkedIn, does have drawbacks, such as the challenge of reaching unresponsive passive candidates and limited effectiveness in recruiting recent graduates who may not have built up a network. The cost of the LinkedIn recruiter tool may also be unviable for smaller organisations (HRM, 2014).
An alternative selection method to consider is assessment centres. According to McCartney (2023b), they provide a comprehensive approach to evaluate candidates for selection and advancement, utilising various tasks and assessments. Structured administration ensures fairness, and tasks align closely with job requirements. Experienced selectors are essential for maintaining objectivity, and feedback sessions further underscore fair selection practices. Graziani (2021) outlines that assessment centre limitations include non-professional execution, inadequate debriefing, post-assessment support gaps, and communication risks. Crucial elements include clear criteria, competent professionals, and effective debriefing. Post-assessment HR support is also vital for ongoing development beyond evaluation.

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)
Cholteeva (2022) asserts that employee turnover and retention trends are influenced by a variety of factors. These include the attractiveness of the reward package, alignment with cultural expectations, strong management support, and the presence of opportunities for career progression. 
As highlighted by Crail (2023), Herzberg’s Two-Factor Theory suggests that employee retention hinges on two key elements. Hygiene factors, like compensation, job security, and working conditions are essential for satisfaction, while motivators, tied to the job’s nature, include growth opportunities and recognition, enhancing performance and commitment. Organisations must prioritise both sets of factors to maintain a content workforce. 
Faragher (2023) underscores that the successful implementation of legislative changes can also yield positive effects. For example, the imminent update to flexible working legislation is expected to assist employers in enhancing retention rates
Voluntary turnover occurs when employees leave willingly, often for another job. Whereas involuntary turnover happens when employees leave due to being asked to do so, like retirement or termination (Shweta and Main, 2022).
According to Peters (2023a) measuring turnover and retention is crucial for effective workforce planning. Organisations often use ‘crude’ turnover rates, expressed as the percentage of leavers over a period relative to the average total employed. While these figures offer a broad overview, it is also valuable to calculate voluntary turnover separately, as unplanned resignations can significantly impact operations. More sophisticated turnover metrics consider employee characteristics and specific business areas. For retention, a stability metric, reflecting employees with one year or more service as a parentage of the total number of employees one year ago, also provides insights into the organisation’s ability to retain employees. 

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)
Various approaches can be employed to develop and retain talent at both individual and group levels. According to Quilliam (2023), talent refers to individuals who possess the capability to significantly impact organisational performance, through their immediate contributions or by realising their full potential. 
Gifford (2024) highlights that on an individual level, organisations can prioritise talent development using performance appraisals, training, and development schemes. Regular and thorough performance assessments play a crucial role in pinpointing areas needing improvement and delivering constructive feedback to enhance individual skills. Training and development initiatives, when implemented, create avenues for individuals to gain new skills and stay abreast of current industry trends. 
Helvey (2016) emphasises how making lateral transitions within an organisation can serve as a valuable strategy for nurturing talent. When employees are given the opportunity to experience various roles and departments, they acquire a more comprehensive understanding of the organisation and develop a diverse skill set. 
As underscored by the CIPD (2018), to secure the retention of talented individuals, organisations should focus on creating a supportive work environment. This can be accomplished through the adoption of flexible working arrangements and the encouragement of a healthy work-life balance. Additionally, Hulme (2023) asserts the importance of offering inclusive rewards for talent retention. Transparent and fair benefits for all employees contribute to a positive work environment and play a crucial role in retaining talent. 
Professionals are also increasingly drawn to career breaks, with sabbaticals and career breaks now integral to effective retention strategies for employers seeking to attract and keep top talent in the evolving workplace (Tanner, 2019).

Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
According to Gray (2023), a talent pool often refers to a group of individuals who may possess the skills and experience required for a specific job or range of roles. It commonly serves as the initial source for recruitment efforts. The CIPD (2022b) emphasises the importance of promoting inclusiveness in organisations through the adoption of inclusive strategies in their recruitment and selection processes. This involves the implementation of fair hiring practices, active promotion of diversity, and ensuring equal opportunities for all candidates. These initiatives collectively contribute to the attraction of a diverse and extensive talent pool.
Martin (2023) believes that engaging in learning and development initiatives, including coaching and mentoring programs, is crucial for nurturing and developing talent. The initiatives offer individuals tailored guidance, the chance to enhance their skills, and opportunities for career advancement. Through investing in employee growth, organisations can establish a robust talent pipeline, ensuring the ongoing development of their workforce.
Wells (2016) underscores how performance reviews also play a vital role in talent pool development. The routine evaluation of employee performance offers an opportunity to provide valuable feedback to employees, pinpointing their strengths and areas for development. Identifying high-potential individuals through these assessments enables organisations to strategically direct their efforts toward nurturing these individuals, preparing them for future leadership roles.
The use of analytical tools can also enhance talent management efforts. Talent analytics enable organisations to assess current talent capabilities, identify skill gaps, and forecast future talent requirements. This data-driven approach enables strategic decision making, supporting effective talent acquisition, development, and retention strategies (CIPD, 2013).

Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
According to Cumming (2023) a diverse workforce contributes to enhancing an employer’s reputation and broadens its appeal to a more extensive talent pool. Sundberg (2019) presents compelling research on the impact of prioritising diversity and inclusion (D&I) in organisations. According to a study, organisations that prioritise D&I are perceived as more attractive to potential applicants, with a notable 78% of employees expressing the expectation of inclusivity from their employers. This positive reputation not only broadens the talent pool by attracting individuals from diverse backgrounds but also actively fosters innovation, adaptability, and overall success. Actively promoting diversity also mirrors the customer base, creating a workplace that strategically positions organisations for sustained talent acquisition success. A commitment to D&I goes beyond improving the employer’s brand, shaping a diverse and resilient environment that aligns with the evolving needs of the workforce. 
Leigh (2022) highlights that in today’s competitive job market, talent retention has evolved beyond conventional factors, placing a significant emphasis on diversity and inclusion. The importance of these elements is evident, as a growing number of employees, especially the younger workforce, prioritise workplaces actively promoting diversity. The urgency to address turnover issues underscores the need for organisations to adapt their strategies accordingly. To enhance retention and maintain talent pools, employers must proactively establish and communicate a comprehensive diversity policy aligned with their unique values. Transparent communication, such as formal statements on company websites, not only boosts public respect but also ensures accountability, which is essential for retaining top talent. In summary, the implementation and effective communication of diversity policies are imperative for organisations looking to retain and build robust talent pools for the future. 

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 Peters (2023a), dysfunctional turnover of employees can have a significant impact on organisations, both in terms of financial implications and operational disruptions. It is essential to measure employee turnover to understand the extent of the problem and its related expenses. A common method involved calculating the turnover rate, which is achieved by dividing the number of employees leaving the organisation by the average number of employees over a specific period. Key costs of turnover involve administration, recruitment, temporary post coverage, and new employee induction. These include indirect management or administrative staff time, and direct costs if advertisements or agencies are used. More comprehensive costings may also account for reduced productivity in new hires and those serving notice. 
Hall (2019) highlights that there are also less obvious expenses linked to employee turnover that can negatively impact the work environment. The most skilled employees, who are likely already working at peak efficiency, will be tasked with taking on additional responsibilities once managed by the departing employee or with assisting a new hire during the onboarding process. There is also the potential to inflict significant harm on morale. If the departed employee had close connections with the colleagues who remain, those individuals may now experience a sense of emotional distress, potentially affecting overall performance. 
Kappel (2017) emphasises that to address the challenges posed by employee turnover, organisations should prioritise enhancing employee engagement, enable opportunities for growth, and afford employees with flexibility. By proactively tackling the root causes of turnover and implementing effective retention strategies, organisations can mitigate the costs associated with turnover. 

Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
Effective contractual arrangements play a crucial role in shaping the employment landscape, aligning workforce needs with specific employment types. The UK legal framework recognises three main categories: employees, workers, and self-employed individuals. As employee is someone under a contract of service or apprenticeship, enjoying a range of statutory employment rights. Workers, distinct from employees, have fewer rights but are entitled to certain key elements of employment, such as the national minimum wage. Self-employed individuals, also known as contractors, have minimum employment rights, with their arrangements largely determined by mutually agreed provisions (Ayling and Suff, 2023).
According to GOV.UK (2023b), when considering the duration of employment, permanent contracts are well-suited for continuous roles, whereas temporary contracts are more suitable for short-term or project-based positions. Full-time contracts typically involve a standard set of working hours, while part-time contracts involved a reduced number of hours. Zero-hours contracts offer flexibility for both employers and employees, enabling work to be provided on a need-based arrangement.
Wilson (2023) suggests that the rise of the gig economy has transformed the landscape of work delivery, facilitating the adoption of short-term contracts and freelance arrangements. Individuals now have the capacity to engage in multiple projects simultaneously, enjoying the autonomy and flexibility it offers. However, challenges regarding job security and employment rights have surfaced as notable concerns. 
Ayling and Suff (2023) highlight that a contract of employment, binding between an employer and employee, whether written or verbal, encompasses wages, benefits, and duties, outlined in a written statement. The written statement of particulars is a UK legal requirement detailing essential aspects, including name, start date, remuneration, working hours, holidays, and terms related to sickness or injury, including sick leave and pay.

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)
Contractual terms can be classified into various categories, each carrying its own significance. According to Acas (2023) express terms refer to specific agreements between the employer and employee, which can be established verbally or in writing. While verbal agreements hold legal weight, employers are required to document certain terms in writing as part of the employment contract. It is recommended to put all terms in writing to ensure clarity and understanding of rights and responsibilities, preventing potential misunderstandings. It is also worth noting that if any employer includes a term that violates the law, they are unable to legally enforce it. 
GOV.UK (2023c) highlights that implied terms, in contrast, are not explicitly stated but are deemed to be part of the contract. These terms can be deduced in every contract to fulfil legal obligations or established through customary practices within a particular industry or trade. Essential principles are automatically integrated as implied terms in all contracts to uphold principles of fairness and reasonableness. 
Additionally, incorporated terms encompass provisions integrated into a contract by referencing external documents or sources. These can include terms found in employee handbooks, policies, or procedures, as well as terms incorporated through collective agreements negotiated between employers and trade unions. Such terms become legally binding and form an integral part of the contract (Acas, 2023).

Could you explain the components and two benefits of effective onboarding? (AC 4.3)
According to Tsipursky (2023) onboarding is a crucial process for new employees, encompassing administrative tasks, orientation, role-specific training, and team integration. Managers can improve onboarding by crafting detailed job descriptions for clarity and performance reference. Establishing measurable performance metrics aligned with the job description creates a clear path for success. Customising a progressive training schedule to individual learning paces ensures a gradual introduction, reducing the risk of overwhelm. Regular follow-ups, like weekly check-ins, allow managers to assess progress, address challenges, and provide ongoing support. Team integration is equally vital, achieved through team-building activities, mentorship, and creating a supportive space for newcomers. Investing in a comprehensive onboarding experience empowers managers to build motivated, well-trained, and loyal teams. Howlett (2020) adds that effective onboarding begins before day one, preventing issues like ‘ghosting’. Staying connected post-offer and providing open communication channels is essential. 
Milburn (2022) emphasises how effective onboarding is pivotal for employee retention as it establishes trust, communication, and appreciation. By integrating company values and promoting engagement from the start, turnover rates can be reduced significantly. Research indicates that the cost of replacing a new employee is approximately 20% of their annual salary, making robust onboarding not only a reflection of purpose-driven business practices but also a strategic investment in long-term employee commitment. 
Fraraccio (2024) suggests that another benefit of a well-structured onboarding process is its potential to reduce the typical three to six months it takes for a new hire to acclimatise to an organisation. The onboarding process builds a thorough understanding of what is expected from employees and what they can anticipate in return from the organisation. This enhances productivity and empowers employees to meet the expected standards with confidence.
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