1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
Peters (2023) states an organisations brand is their way of differentiating themselves in a competitive labour market. She states a strong employer brand is essential for attracting and recruiting the best talent whilst retaining and engaging the right employees. An employer’s brand is based on how current and potential employees perceive the organisation and is their way of establishing credibility. She states an employer’s brand must be evident throughout the employee life cycle and its approach to people management. Peters (2023) states alongside this an employer should consider inclusion and diversity in their brand to attract a diverse talent pool. 
Jacobs (2021) states there are a number of ways an organisation can strategically place itself in the labour market making them an employer of choice for example; embracing flexibility, tuning into employee voice and offering employees room to grow. This is supported by Peters (2023) who states when recruiting new talent, the development opportunities available are among the most important aspects for attracting talent. Jacobs (2021) argues the ability to have more control and say over their work life balance is becoming increasingly more important to individuals. 
Peters (2023) argues organisations need to work hard to remain competitive in the labour market and suggests to do this an organisation should depict what they stands for, what they offer, and what they require. She suggests measuring engagement through monitoring recruitment and retention and seeking feedback on the internal and external perception of practices.   
2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
Boys (2023) states economic conditions have a big impact on the number of people an organisation will need to recruit, retain and develop to meet market demands. Aspire Recruitment (2022) state there are many factors that affect the labour market for example, Brexit, Covid-19 and the Ukraine War, which all in turn affect recruitment. 
Boys (2023) states the number of individuals employed combined with the hours worked and number of unfilled job vacancies equals the market demand for labour. He states the balance of demand and supply in the labour market is reflected in the level of wages. For example, if demand is high relative to supply, earnings will rise increasing the cost of employing people. He argues this in turn will cause a drop-in resourcing demand as employers may decide to upskill their current workforce to save on cost. This will ease the upward pressure on wages. However, if supply is high relative to demand, employment costs will fall and the demand for labour will increase. In these periods of high demand unemployment will be low and there will be many unfilled job vacancies. It is at this point employers will need to be creative when advertising roles to attract and retain the best talent. 
Aspire Recruitment (2022) argue due to current economic conditions there is currently a skills shortage across all areas of employment in the UK. They state employers need to be more creative when advertising roles and recruiting to attract the best talent. They state employers are offering incentives such as higher wages and hybrid working in an attempt to attract the best candidates. CIPD (2022b) support these ideas arguing it is a candidate’s market as employers face the pressures to raise wages and support flexible working. The CIPD argue, as the jobs seekers friendly market remains high employers should strive towards up skilling their current workforce offering development opportunities to retain valuable talent and support business development. Through offering development opportunities, an organisation can save money on recruitment and administration costs. 

3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3)
Crowley (2023) states to improve productivity and economic growth employers and organisations have a responsibility to invest in their workforce. Through understanding their current and future business needs employers can implement effective talent and succession planning. Employers have a key role to play in ensuring employees receive sufficient training and development opportunities to up skill and support the developing business needs.  
Nowak (2022) states trade unions play a key role in supporting skills and learning development for members. His research found that many more individuals engaged in skills development opportunities which were offered by their trade union than those on offer in the workplace. Trade Union Congress (2015) state to improve productivity and promote growth in the economy workforce skills must be improved. They argue it is the role of Trade Unions to ensure regular training and development opportunities are available to members to help promote career progression, higher salaries and economic growth. 
Pope (2022) states the government has a key role to play in increasing productivity and growth in the workplace through improving the skills of those entering the labour force. He argues the government plays a key role in promoting the next generation to develop key skills through university education and higher-level adult skills qualifications. He argues the government plays a key role in matching skills training to jobs available helping to fill vacancies and get more people into work. He states the governments new Local Skills Improvement Plan aims to up skill people in local communities to help meet local demand.  
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)
Buckner (2023) states workforce planning enables an organisation to meet its long-term goals supporting the overall success of the business. She argues an effective workforce plan enables an organisation to evaluate their current workforce and identify any needs for development to support the growth of the business. This is supported by George (2023) who states workforce planning focuses on balancing skills and demand. He states by analysing the current workforce an employer can identify gaps in the workforce and implement solutions to support the organisation in reaching its goals. 
George (2023) argues through effective workforce planning an organisation can reduce labour cost, effectively identify and implement people development strategies and target inefficiencies. These ideas are supported by Buckner (2023) who states with effective workforce planning an organisation is able to maximize their resources and upskill their workforce to address inefficiencies, which in turn will reduce labour cost. She states through ensuring the right people are in the right jobs an organisation will increase productivity and performance. 
Bucker (2023) and George (2023) both recognise the importance of having a workforce plan not just for the employer but also employees. George (2023) argues organisations with clear plans to upskill and invest in their workforce see higher rates of retention and more engaged employees. He argues a workforce plan can improve work life balance for employees improving productivity and quality. Buckner (2023) supports these ideas arguing an effective workforce plan improves employee retention as employees feel more engaged and valued in the workplace reducing the number of individuals who want to leave. 

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)
George (2023) states workforce planning is about creating a set of actions to develop and build the workforce to meet market demand and ensure an organisation continues to thrive. The CIPD (2023) state a workforce plan is a collaborative process which must consider the requirements and concerns of all stake holders. They state the process is a continuous cycle which is crucial for talent management, organisational growth and recruitment and retention.
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Figure 1: Workforce Planning Methodology (Source: CIPDc, 2023: Online)
CIPD (2023) recommend the six-step process shown in Figure 1 for successful workforce planning. They argue to begin to plan for future change an organisation must first establish a baseline of the current workforce and its priorities, along with pressures on the labour market. Utilising tools such as PESTLE and SWOT analysis at this stage are crucial to identify the internal and external factors that can impact an organisation and influence a workforce plan.  
Then an organisation must identify supply and demand. Understanding the skills and numbers required to meet future organisational need is essential to promote growth. Gap analysis can then be carried out to identify skills within the current workforce and what is needed to ensure future goals are achieve. 
Once a clear understanding of the current workforce and future business need has been established an action plan can be created. A plan is essential to ensure the future needs of the business are met and promote growth. Development opportunities maybe offered to current employees to retain and build on the current workforce. Where necessary new talent may be needed in to fill any skills gaps. Delivery of the plan is essential for high engagement. This requires clear and open communication with all individuals involved to ensure efficiency. Continuous monitoring and review will ensure the effectiveness of the plan and allow for adaptations to promote success. 

6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
George (2024) states succession and contingency planning aims to protect an organisations productivity through ensuring the workforce is able to fill key roles should a post holder leave. He states succession planning usually looks at safeguarding the most senior positions arguing to do this an organisation must first identify crucial business roles where successors are required. 
George (2024) states one approach to succession planning traditionally used by larger organisations is the strategy of finding an internal successor. He states this approach to succession planning aims to mitigate workforce risk through nurturing internal talent who already have good business knowledge and a good understanding of organisational culture. He states through offering tailored training and development programs an organisation can retain talented individual’s and promote organisation productivity. Deloitte (2015) support the promotion of internal talent however, they do recognise organisations must take time to carefully select individuals who best fit the role. They state organisations can develop individuals through asking employees to carry out projects alongside their current role to develop the necessary skills for the future role. They state to promote business growth retention of the right employees is crucial. 
George (2024) states another approach to succession planning is developing a diverse talent pool. He states there are many benefits to external recruitment at a senior level for example, with new employees come fresh ideas and new approaches. Nayler (2023) supports the development of diverse talent pools in succession planning arguing individuals are becoming increasingly more in control of their career pathways and more inclined to move to organisation’s where they are given the platform to grow and develop. George (2024) states when recruiting externally competency tests are a good assessment tool to evaluate an individual’s past experience and thought processes. However, he does recognise such tests can be limiting in assessing leadership and management skills. 

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)
McCartney (2023) states recruiting the best candidate with the relevant skills for the role is essential for long-term business success. She states the large majority of individuals expect to search and apply for roles online therefore advertising roles on an organisation’s website is an effective method for attracting external applicants. However, she argues if an employer is advertising on their website, they must pay attention to the employer brand. The website will be a candidate’s first impression of the organisation and this will affect the talent they attract. 
McCartney (2023b) states the interview process is a good opportunity for manages to get a deeper understanding of an individual’s skills and abilities. This is also an opportunity for the organisation to present themselves as a good employer and share their values with the intention of attracting the best talent to the role. However, she does recognise a poor interview experience can be damaging to an organisations brand and reputation affecting the talent pool for later recruitment. 
Another common recruitment method used by employers is external recruitment agencies and services. Once the external agency has established the requirements of the candidate, they are usually responsible for attracting the best talent, screening responses and short-listing interview candidates. Brecque (2023) states recruitment agencies are useful for employers who are trying to fill roles quickly as they will potentially already have a number of suitable candidates on their books. He also states recruitment agencies can help improve an employer’s brand as they will be aware of what the best candidates are looking for and a business can use this to their advantage. 
McCartney (2023b) states another selection method used by employers is skills-based assessments. These are used to assess the abilities of candidates that could be specific to the role. She states skill-based assessments can be better predictors of job performance compared to traditional interview methods. One disadvantage to the use of assessment tasks is that employers cannot get an impression of the individuals’ personality and character. 

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)
Boys (2024) states 35 percent is the average turn over for workers in the UK. He states this figure is broken down into 26.9 percent who move to new employment whilst 8.2 percent are not working a year later. He believes this is due to retirement or up take of study. 
Boys (2024) states all organisations need a level of turn over to ensure the organisation continues to bring in new talent and new ideas to keep the organisation growing. However, he states if an organisations turnover is too high they run the risk of losing valuable talent. When an organisation has a high turnover rate they face increased recruitment costs and a poor business reputation. Boys (2024) states a poor organisation reputation accompanied by high turnover will negatively impact future recruitment and limit talent pools. 
Peters (2024) states there are many reasons individuals leave an organisation for example, lack of career progression or poor working relationships. She states it is important for employers to understand why employees choose to leave to enable changes and strategies be put in place to promote retention.
Peters argues employee wellbeing, flexibility in the workplace and career development are among the best practices to improve retention. This is supported by Skills for Care (2023) who states offering individuals learning and development opportunities ensures individuals feel valued and respected in the workplace, which supports retention. They also argue when employees feel their work life balance is equal and they are motivated in the workplace they are more inclined to stay. By supporting flexibility and championing wellbeing employers build an environment where individuals enjoy their work and are more inclined to remain. 

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)
Quilliam (2023) states effective talent management is beneficial to both the employee and the employer. For example, employees who are given development opportunities feel valued and their work is meaningful, which in turn improves productivity and performance. 
McKinsey and Company (2023) states talent management starts with finding and hiring the right individual. They state offering competitive salaries and development opportunities are essential for attracting and retaining the best talent. Quilliam (2023) supports this idea stating talent management begins through attracting talent individuals before investing in individuals to support retention. She argues the best way an organisation can attract talented individuals is through building diverse talent pools.
McKinsey and Company (2023) argue alongside competitive salaries and development opportunities implementing employee voice is an effective method used to retain employees. They argue through building strong working relationships and listening to what individuals want and need creates an environment where people want to stay. Quilliam (2023) supports this arguing through focusing efforts on retaining talented individuals an organisation improves performance and promotes a culture for learning. She states this is done through creating a strong employer brand and reputation. 
McKinsey and Company (2023) states an organisation can invest in upskilling their workforce through continuous training opportunities for individuals and teams. Quilliam (2023) states a workforce plan needs to be put in place to identify the workforce needs ensuring the correct training is provided to individuals and teams which supports both individual and business growth. They state the cost to an organisation can be far less if they invest in upskilling the current workforce than hiring a new employee. 

10. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
The CIPD (2022) argue through aiming to be more inclusive in the recruitment process an employer has a greater chance of recruiting the most suitable candidate, which is crucial helping the organisation deliver its goals. However, they recognise there is often unconscious bias when making decisions related to recruitment resulting in marginalised groups becoming disadvantaged. 
The CIPD (2022) state one approach to building diverse talent pools is to consider where jobs are being advertised. They urge organisations to consider where adverts are placed ensuring they are reaching marginalised applicants. For example, should an organisation want to target mothers returning to work they could advertise positions on sites like mums net. Placing adverts in local supermarkets and community groups is an effective method for reaching older applicants. 
The CIPD (2022) state organisations should focus efforts in outreach methods in their local communities to support the development of diverse talent pools. For example, an employer could visit local schools and universities or targeted community groups offering work experience and general career support. They argue through doing this an organisation promotes inclusivity and supports marginalised groups. 
Affleck (2021) states another way to build and support a diverse talent pool is to ensure the organisations brand welcomes and reflects diverse backgrounds. He argues when applying to a position and joining an organisation, it is important individuals feel represented and included. Consider whether the brand reflects inclusivity and voice for all. He argues emphasising inclusivity is essential for supporting individuals once they have joined an organisation. He states a number of ways to offer support to employees from varying backgrounds could be mentoring schemes, which empower diverse individuals and networking opportunities. Offering flexible working is a strategy which could be introduced to support employees who struggle to attend the office for caring reasons and so on. 

11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
Affleck (2021) states organisations must not only be mindful of who they employ but also be aware of how diverse their talent pool is. He argues building a workforce from diverse backgrounds can benefit an individual’s productivity and in turn overall organisational growth. The Indeed Editorial Team (2024) support these ideas arguing by supporting diversity in the workplace an employer has ability to extend their talent pool and boost productivity. They state a recent Indeed job seekers survey reported an increase in the number of employees seeking employers and organisation that celebrate diversity and inclusion. They state ambitious, motivated individuals are becoming increasingly more attracted to inclusive organisations. Mathew (2023) states the impact of a diverse workforce on productivity and the working environment can be seen through open exchange of ideas as varying backgrounds bring innovation and productivity. 

The Indeed Editorial Team (2024) state one of the greatest benefits to building and supporting diversity is reduced turnover of employees. They argue when individuals feel valued and respected in an inclusive environment, they are more inclined to have long meaningful careers. They state inclusive workplaces build confidence in individuals and support employees to achieve their full potential, which results in higher performance. They report diverse teams often have higher morale and are more productive. Mathew (2023) supports these ideas arguing when individuals are respected, engaged and included in work, job satisfaction is high and employees are more inclined to stay. She states inclusive hiring practices are essential to support and build inclusive talent pools. 

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)
Boys (2024) recognises when turnover percentages are too high this can negatively impact growth and performance. He states with current shortages in the labour market employers with high turnovers are finding it more difficult to fill vacancies. He argues when highly skilled employees decide to move on these individuals can be more costly to recruit. Peters (2024) supports this idea arguing retaining highly skilled employees is more valuable to employers, as the cost of replacing such individuals can be extremely high and vacancies harder to fill. She argues having open positions can put strain on other areas of an organisation and individuals meaning workloads are stretched. 
Peters (2024) argues recruitment costs are another major financial implication for an organisation when turnover is high. She states dealing with resignations and future recruitment results in high administration cost, which is accompanied with the cost of training and inducting new employees. Work Human Editorial Team (2023) state productivity can also be affected as time is taken up to recruit and train new employees.
Work Human Editorial Team (2023) argue when employee turnover is high it can also have a negative impact on other members of the workforce. They state high turnover can lower employee morale and reduce employee’s productivity. They state this in turn will affect the talent attracted to future vacancies making it harder to recruit. 

13. Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
Gov.uk (2024) state there are various types of employment contract for employees depending on their employment responsibilities. For example, full and part time contracts, fixed term contracts, contractors and zero hours contracts. 
Accounts and Legal (2021) state full time and part time permanent contracts are issued to employees who are intended to remain in a position for a long period of time. They state a permanent contract remains in place until it is terminated by either the employer or employee. Gov.uk (2024) state individuals on a permanent contract are entitled to number of benefits and protected by employment law. They state for the contract to be legally binding it must be provided in a written statement outlining the agreed terms. Accounts and Legal (2021) state part time permanent contracts are designed for individuals who are permanent but work fewer hours. 
Gov.uk (2024) state fixed term contracts are issued to employees who are employed to work for a set length of time. The CIPD (2023b) state these contracts may be issued to individuals working on a specific project or employed to cover individuals on maternity leave or long-term sick. Gov.uk (2024) state employees on a fixed term contract are entitled to the same treatment as any permanent member of the workforce. The CIPD (2023b) support this arguing an individual employed on a fixed term contract is protected by the Fixed-term employee regulations 2002, which states individuals are to receive the same treatment as any other member of the workforce. They also state it must be written in the contract that the employment is not permanent with an expected end date. 
The third type of contractual agreement is designed for freelances, contractors and consultants. Gov.uk (2024) state these individuals are self-employed and responsible for their own tax and national insurance contributions. They are governed by contracts of work as opposed to an employment contract. Ayling and Suff (2023) state other than the provisions outlined in the agreement set out between the two parties self-employed individuals have very few employment rights. 

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)
Ayling and Suff (2023) state a contract of employment is an agreement between an employer and employee, which is legally binding. They state a contract is made up of a mixture of ‘express’ and ‘implied’ terms. They state some terms in a contract will be written and some may be verbal. 
Acas (2023) define express terms as terms written in a contract that apply to specific terms such as pay, working hours and holidays. Ayling and Suff (2023) state express terms can also be presented in company handbooks and other forms of communication. They do not need to be restricted to an employee’s contract unless the terms are deemed to have contractual effect. They advise employers familiarise themselves with the latest employment law before drafting express terms to ensure they meet the minimum legal standard for example, the right holiday pay, minimum wage and rest breaks. Ayling and Suff (2023) state a written statement of particulars of employment setting out certain key employment terms is a statutory right for employees and workers. 
Acas (2023) state implied terms relate to terms that are so obvious they do not need to be written, statutory terms that come from employment law and terms implied through practice. They state even though implied are not recorded in writing they are essential for effective working relationships. Ayling and Suff (2023) state some examples of implied terms are the duty to provide safe working environments for employees and the right for employees to equality in the workplace. Acas (2023) advise employers to prevent misunderstandings they set clear behaviour standards and repercussions for not upholding standards. 

15. Could you explain the components and two benefits of effective onboarding? (AC 4.3)
Edwards (2024) states effective onboarding can benefit new employees through building confidence which in turn promotes productivity more quickly. She states effective onboarding can provide new recruits with training on essential company products and services enabling the individual to settle into their role quicker promoting performance. This idea is supported by the Indeed Editorial Team (2024b) who state effective onboarding can promote confidence in the first few days of employment and help individuals become part of the current team more quickly. They also recognise another benefit to effective onboarding is retention. They state onboarding is an individual’s first introduction to the organisation. They argue ensuring the process is positive is essential for retention and long-term careers. 
The Indeed Editorial Team (2024b) state to create an effective onboarding process an organisation can create an onboarding strategic plan. They advise making the current team aware of their new colleague prior to the start date and scheduling an induction meeting to induce everyone on the first day. By doing this the new employee will familiarise themselves with key personnel and begin to feel part of the team.
Preparing a workspace and ensuring equipment such as laptops and phones are set up prior to the start date enables the new employee to become productive from the start. This also helps the individual feel valued and important boosting morale.
It is advised to identify any initial training opportunities for the new recruit in the onboarding process. This will promote morale and enable the individual to become a valuable member of the team more quickly. Training maybe shadowing co-workers in the initial days whilst identifying more specific training and development opportunities for later on. 
Building a good relationship with employees at the onboarding stage is essential for promoting a long-lasting career, employee morale and effective teams. Creating opportunities for the whole team to interact and get to know each other is essential to promote productivity and job satisfaction. 
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