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How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
CIPD (2023a) refer to PESTLE (an acronym) as a management tool for business strategy, with the labour market being a focus for the political and economic section of this analysis to review external pressures organisations face in competitive labour markets.
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Figure 1 taken from CIPD (2023a)
It is also worthwhile to review the internal SWOT for internal pressures organisations face to strengthen the position having a holistic view of any opportunities to thrive or business threats faced by organisations to minimise their impact (CIPD 2024e).
Employee brand describes how an organisation markets what it has to offer to potential and existing employees, to help make itself distinctive and appealing (CIPD 2023h). In a competitive labour market, there is value in having a branding approach to the whole employee lifecycle to build an engaged workforce and ensure a positive work experience instilling the reputation of an employer of choice i.e. retaining current employees should be the focus as much as recruiting the new employees. Talent management and having a talent pool of candidates who can quickly be moved into a key role is useful to ensure organisations are able to continue to effectively work their objectives (HR morning 2023). As well as this, good recruitment is vital, especially when labour markets are tight. It ensures that the workforce has the relevant skills and abilities for the organisation's current and future needs (CIPD 2023d).
On top of the above, people are valuing corporate responsibility (CR) more in potential employers, recognising the ethics driving a business’ impact on society, the environment, and the economy. This focus on ‘doing the right thing’ can have benefits of brand enhancement and reputation and therefore makes good business sense (CIPD 2023c).
What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
The labour market provides background for all organisations as it helps inform staffing needs in relation to customer demand (CIPD 2024g).  The Office of National Statistics (ONS) give quarterly updates on the labour market on key economic indicators such as inflation, unemployment, and wage growth ONS (2024), so it is wise for employers to monitor this as well as conducting a PESTLE as above AC 1.1 (CIPD 2023a). Research has found in modern times, workers value progression and development, with a focus on personal growth meaning businesses need to adapt to this narrative. Walters (2024) states that 91% of millennial professionals regard prospective career progression a top priority when selecting a job which is a social influence on a changing labour market.
The market demand for labour is measured by the number of people in employment and the hours they work, plus the number of unfilled job vacancies. The labour market is often spoken about in terms such as ‘tight’ labour market, when businesses are thriving and the demand for labour is higher than the supply of workers to fill the roles therefore more available job vacancies, on the contrary to this ‘slack’ labour market is where there are more workers than there are job vacancies leading to unemployment being higher (CIPD 2024g).
Businesses must react accordingly to these conditions i.e. in times of tight labour market conditions salary offerings tend to increase and businesses offer better working conditions and make themselves look more attractive by adapting to the needs of desirable recruits i.e. increase family friendly policies and flexible working to ensure a better work life balance in caring roles, which will in turn aid the retention of current staff to curb the need to recruit (CIPD 2024g).
What is the role of government, employers, and trade unions in ensuring future skills needs are met? (AC 1.3)
The government’s role in employment legislation protects workers by regulating the relationship mutual relationship between employers and employees by providing rights at work and fair treatment (Daniels 2022). These regulations also ensure there is protection underrepresented groups i.e. minority groups meaning there is a wider pool of people in the labour market to meet future skills needs. The government also fund skilled qualifications i.e. nursing/ teaching qualifications to encourage people to participate in these courses without the onerous debt attached to studying (NHSBSA no date).
Employers should identify skill requirements for roles and future proof themselves and the business by horizon scanning for what the future may look like and planning accordingly.  Having a robust training plan for current employees and offering apprenticeships are a good way of employers responding to this challenge i.e. by investing in training to ensure a skilled workforce and apprenticeships providing a structured plan for young people entering the labour market.  This is a financial commitment for any business carrying with it the risk of people then leaving on completion of a qualification, although the government’s introduction of the Apprenticeship Levy in 2017 attempts to address declining employer investment in training and apprenticeships in the UK (CIPD no date). 
Trade unions (TU) help skills needs to be met by representing and supporting colleagues through conflict in employment relation issues with a reasonable solution. Similarly as part of the agenda to improve access to learning in Wales, The Welsh Union Learning Fund provides money to fund qualifications for trade union members (Gov.wales 2024) as well as supporting Union Learning Representatives (ULR) who are TU volunteers who support colleagues with learning in the workplace (Unison 2024). 
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)
CIPD (2023d) advise workforce planning is the analysis of current workforce and determining future workforce needs, therefore identifying the gap between the workforce available now and future needs usually over a 12 month period. Workforce planning is a strategic practice and proactive in response to the commercial goals of a business, though can be hard for businesses to do when going through periods of change due to the uncertainly of how things will look in the short term future (CIPD 2023d). An example of workforce planning would be using EBP and attrition data to assess annual staffing needs based on replacing attrition to maintain numbers or forecasting how many new recruits would be needed to grow a workforce in line with business growth. This is proactive and would mitigate the risk of being potentially understaffed.
CIPD (2023d) elaborates into strategic workforce planning being over a 3-5 year period, in line with horizon scanning. An example of strategic workplace planning involves Admiral Group PLC, who had a recent restructure of the HR department, moving Target Operating Model to Ulrich’s Business Partner model of HR (CIPD 2023e).  This meant there was a need for HR professionals with experience working with this TOM to bolster the change and ensure a successful transition, using an external recruitment process to achieve this. On reflection of this practice, training and developing the existing HR team would have reduced these recruitment costs although would have taken more time, it is important to also reviewing if there is any option for redeploying resource from around existing workforce before expensive outsourcing (CIPD 2023d).  
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)
CIPD (2023b) outlines a framework of techniques for workforce planning.
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Figure 2 taken from CIPD (2023b)
Establish a baseline – take stock of external i.e. labour market and internal factors i.e. organisational goals, that impact organisation through PESTLE (CIPD 2023a) and SWOT analysis would achieve this (CIPD 2024e). These methods are quick to implement and cover a wide variety of potential considerations.
Assess workforce supply – determine needs and evaluate internal supply of talent. As mentioned above in AC 2.1 in relation to forecasting, using an organisations available data is key to making informed workforce planning decisions i.e. attrition and internal promotions (CIPD 2023b). Using data must be considered alongside qualitative data such as PDP’s and annual reviews to be accurate. 
Analyse workforce demand – assess against future business goals. Liaising with senior leaders to make more informed staffing decisions around upcoming business changes, though this is based on managerial judgement as an estimate. Similarly a workflow analysis/time in motion study could be used to analyse the activities undertaken in each role although again is subject to inconsistencies if filled in incorrectly (CIPD 2023b).
Carry out a gap analysis - compare supply with demand to understand where to focus recruitment needs. Proper interpretation here will help prioritise and focus activity on workforce planning, addressing skills gaps needed with current employees, business as usual numbers, resource challenges and potential reductions, though if not reviewed regularly it will be unreliable (CIPD 2023b). 
Create an action plan – establish the best way to close the gap identified in the gap analysis. Using a framework known as 7 B’s, consisting of five talent management levers and two demand optimisation levers. Reviewing elements such as buy (acquiring necessary talent externally) and bounce (removing employees) as well as bot (use of automation) and balance (with business strategy) (CIPD 2023b).
Deliver plan – ensuring collaboration with stakeholders. Evaluating each technique and stage throughout to result in a higher impact and buy in from the business (CIPD 2023b).
Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
To define the terms, succession planning is again strategic and uses EBP, it focuses on identifying and growing a talent pool of potential employees to fill business-critical positions by utilising internal talent to be able to keep the business running smoothly in the event of growth or attrition in these key roles (CIPD 2024b). Contingency planning helps employers respond appropriately and professionally to unexpected events by having an agile plan in anticipation i.e. ensuring if there was a power outage on site in a call centre, that all staff have hybrid capabilities to work from home as a backup. 
Leadership schemes are a traditional way of succession planning, focussing development opportunities on employees who identify themselves with the skillset and willingness to progress into key roles (CIPD 2024b).  It involves tracking who has potential but isn’t there yet and what can the business do to develop their potential i.e. having a leadership mentor or lateral moves around the business. Assessing likely successors should done through meaningful conversations within performance management frameworks i.e. annual reviews and 121 meetings (CIPD 2024a).  Investing in formal learning for employees, both with internal and external qualifications is a second way of planning through closing skills gaps. Though evidently having more of an outlay, having a skilled workforce makes a business more credible and likely more successful from a performance/profit perspective, along with being more attractive to potential new recruits.  
Both approaches mean businesses can retain internal talent ultimately keeping the cost of recruitment down, though recruiting for external resource to boost a business’s talent pool with fresh ideas (CIPD 2024b). 
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)
Using a corporate website for recruitment is a cheaper method, being as most businesses already have a website in use and adding a job vacancy section is good sense, serving a dual purpose. A website needs to have high usage, be well engineered and updated regularly which can onerous and costly if marketing is outsourced therefore using multiple recruitment platforms is desirable (LinkedIn 2024). As an alternative, you could use a recruitment agency to provide candidates. Agencies will pre-screen applications to save managerial time and have access to larger pool of candidates seeking roles. Though they can be expensive with no guarantee of filling the vacancy and they also have no vested interest in the company so no tangible incentive to get the best person for the job in place as well as the risk of them referring candidates to other open vacancies of a similar nature (HR Daily Advisor 2019).
Formal interviews are a well-practiced, traditional method of selection and can aid consistency of the recruitment process if the interview panel are the same throughout. However this is a formal and artificial method of recruitment that can put pressure on candidates meaning they don’t perform to their ability. There are also neurodiversity considerations here, people who require extra time to process and respond are often impacted and despite there being a legal obligation for employers to ask, candidates may not feel comfortable declaring this at the point of application (CIPD 2023j). Assessment centres are a good alternative, they can provide good insight into how candidates interact with others within a team environment through individual or group work using oral or written tasks, although are time consuming and hard to organise logistically, with accessibility being a consideration for those with disabilities (CIPD 2023h).
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)
Monitoring turnover can help identify trends and issues needing review, though tenure should also be reviewed alongside this, as low turnover brings a risk of not bringing new talent into the organisation (CIPD 2024f).
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Figure 3 taken from CIPD (2024f)
The Covid-19 pandemic in 2020 influenced workers resignations despite the market uncertainty, it was so substantial the media named the term ‘The Great Resignation’ (BBC 2024). This was due to people wanting jobs being more meaningful, flexible, and inclusive. This was compounded by involuntary turnover for the businesses that had to lay staff off due to not trading through the pandemic.
Traditionally, pay and reward has been a turnover trend and the driving factor behind why people remain or leave a job. CIPD’s Labour Market Outlook for Spring 2024, advises that expected pay awards for the next 12 months remain static which is positive in today’s labour market (CIPD 2024g). Though Engage for success (2024) advise that employee engagement increases the chance of business success with both organisational and individual performance and productivity, similarly a focus on wellbeing and ensuring job satisfaction amongst employees should be aimed for to compliment this.  They advised an individual who feels they have a clear role in the organisation, helping to fulfil its purpose and objectives and being given a voice to offer ideas and views on how decisions are made also have high levels of employee engagement. This is supported by CIPD (2024c) who advise of the psychological contract and the influence here on how employees perform. When workers feel their contributions and what they receive in return are balanced fairly, they tend to give more to doing the job in hand i.e. performing at a higher level and attending work reliably. 
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)
CIPD (2021a) defines talent as individuals who can have an impact on organisational performance by reaching their potential and utilising their skillset, which moves on to defining talent management as a process for attracting, identifying, developing, and retaining these individuals. 
Talent management within organisations is an investment in its employees, creating development opportunities, encouraging continuous learning, and building a high-performance workforce (CIPD 2023f).  CIPD (2024a) states annual performance appraisals remains an important part developing individuals, measuring performance, assessing training needs and providing feedback.  Personal development plans support this individual approach as does coaching and mentoring to develop talent. Though talent management needs to evolve in the current climate, with technological advances in AI and changes to legislation with flexible working/work life balance being an important factor to the retention of employees, an agile approach to talent management is key (CIPD 2021b).  
Businesses can consider rewarding employee retention with financial bonuses; Admiral Group PLC have a share scheme that rewards tenure of employees with up to £3600 shares a year after probation, designed due to 0-12 month cohorts being the biggest attrition risk. Wellbeing at work is also a crucial factor to consider, from a social responsibility, legal and business perspective as stated by Tayler & Woodhams (2022), who advise employees value working for an organisation that prioritises wellbeing with support resources and initiatives. These elements are all mentioned in the CIPD’s concept of Better Working Lives, which states that access to good work is vital to employee enrichment and should be accessible to all (CIPD 2019).
Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
A talent pool is a group of qualified internal candidates available to fill vacant positions, which is faster and more cost effective than recruiting externally. Candidates in a talent pool should already possess the skills and experience needed to perform the job therefore development of this group is vital to success.  This is supported by HR Morning (2023) who states there is value in recruiting from an existing talent pool as this can be motivational for employees who feel their career aspirations are achievable.
Inclusive talent attraction initiatives will diversify a business’s talent pool. CIPD researched into the influence of AI on recruitment which may result in fairer outcomes for participants who may be discriminated against due to visual protected characteristics i.e. age and disability (CIPD 2021b). Similarly, the Centre for Ageing Better (2024) created an inclusive recruitment toolkit which includes guidance such as creating a more inclusive job advert by removing stereotypical language and outlining flexible working options to support those with caring responsibilities. This can remove bias and increase the selection pool (CIPD 2021b) and result in a business reaching people that would have been otherwise restricted from the talent pool. 
As referenced in AC 3.2, annual performance appraisals supports existing talent pools. The concept of an annual review is well socialised, though can be criticised for being too infrequent, with a review on past performance rather than objectives. Management competency to carry out meaningful conversations is imperative to effective performance management too.  Modern approaches favour more regular feedback, in quarterly reviews and monthly 121 meetings, providing more frequent support and relevant development. Though performance reviews are open to bias as they are subjective to the manager reviewing and a more EBP approach, adding performance data would strengthen talent management (CIPD 2024g).
Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
There are many benefits of having a diverse talent pool. Harvard Business Review (2013) supports that diversity can unlock innovation and creativity which can directly impact business performance and productivity. They break this down specifically into inherited diversity based on traits you are born with i.e. gender and race and acquired traits i.e. studying abroad, all meaning that employees can help businesses review situations from wider and more varied perspectives. This can help to capture potential outcomes and go some way in minimising risk as well as boosting overall improvement. Similarly, to AC 3.1, having a wider talent pool can increase the chance of recruiting the right person and feeding into the CIPD’s statement of ‘the right people, with the right skills, in the right roles, at the right time’ CIPD (2023b) which aids performance and productivity further. Furthermore having a diverse talent pool can positively influence how a business brand is view by both internal and external customers, which can in turn influence profitability (CIPD 2023h).
Similarly, supporting diversity in talent pools also reduces the risk for discrimination within businesses. Having diversity and inclusion at the centre of a business’s strategy helps adjust the lens on all aspects of change management and policies and procedures creation, for both for internal and external customers. There can be consequences for those who don’t follow employment law regulations, especially if an employee feels they’re treated differently due to any elements of the Equality Act (2010). In this case, they may raise a discrimination claim against individuals or a business which can be costly and reputationally damaging if escalated to an Employment Tribunal (ET). 
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 occurs when top-performing employees choose to leave a company at higher turnover rates than less well performing members of staff and is detrimental to organisations (XCD Ltd 2024). High turnover of staff means being at risk of losing talented employees and organisations should measure the cost of employee turnover (CIPD 2024d).
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Figure 4 taken from CIPD (2024d)
Dysfunctional turnover of high profile roles within businesses can have an unsettling impact on the morale of the rest of the workforce and can go on to affect the reputation of the organisations brand, as in the case of Tesla, the car manufacture, who lost their CEO in 2023 and have gone on to lose several other senior managers, suffer a reduction in sales therefore making 10% of the workforce redundant (Reuters 2024).
Moreso, the cost of recruitment to replace lost members of staff is also a negative biproduct of dysfunctional turnover, as covered in AC 2.4, the cost of agency fees due to their far reach can be inflated with no guarantee of return.  There is also the inevitable loss of productivity that occurs when you replace an experience member of staff with a new starter, the average probationary period is 3-6 months to allow for training and development. This also takes line management resource, distracting from performance or strategic management duties. Overall dysfunction employee turnover is accepted as problematic, employees who hold more in-demand or specialist skilled roles will be more valuable to organisations and therefore more of a loss therefore retention initiatives should be a priority (CIPD 2024d).
Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
There are many suitable types of contractual arrangements than an organisation may require, at differing times i.e. in Admiral Group PLC, as well as having permanent staff, with an open ended date, due to a restructure involving upskill training for existing staff, the decision was made to offer fixed term contracts (FTC). This provided breathing space to complete training before the efficiency impact of the restructure was visible. Though FTC offer flexibility to employers, recruiting extra resource is expensive. Furthermore, should an FTC exceed 2 years then the employee will gain full employment rights and right to redundancy payments and if the FTC exceeds 4 years, the employee will automatically become permanent (Daniels 2022). 
Agency contracts could be used as well as contractors, whose skills maybe required temporarily. Though the Agency Workers Regulations (2010) advised that from October 2011 agency workers in the UK have the same terms and conditions as employees in organisations doing similar work for longer than 12 weeks continuously including pay, holiday entitlement and overtime (Daniels 2022). Agency costs can be expensive for businesses although when needed, they come with the benefit of being a contingency plan, being able to plug staffing gaps quickly to cover unexpected leave. Department for Business, Energy, and Industrial Strategy (2018) reported there is an increase of zero hour contracts due to the ‘gig economy', as businesses can have a flexible additional workforce that they pay on a task by task basis at short notice. This can be uncertain income for the worker though is beneficial for businesses who only pay for output, especially those with seasonal enterprises (Daniels 2022).
Finally, part time contracts could be used, though these can be tricky as often there is a discrimination element to part time working, i.e. more women working reduced hours to support caring responsibilities though the Part Time Workers Prevention of Less Favourable Treatment Regulations (2000) provide protection here (Daniels 2022).
I have heard there are different types of terms in contracts – surely a term is a term. Can you differentiate between express terms and implied terms? (AC 4.2)
A contract is terms of the employment relationship agreed between employees and employers. This doesn’t have to be in writing, if a contract is verbal, it becomes as official and legally binding as it would be in writing. Written contracts are the preference for ease when it comes to working through disputes as everyone understands their rights and responsibilities (Daniels 2022).
Express terms are terms that have been discussed and agreed between both parties, although they cannot diminish statutory rights i.e. remuneration or specific working hours (ACAS 2023). Implied terms are made up of obvious work rules i.e. not stealing from the workplace, reasonable custom in practice and statute i.e. The Flexible Working Regulations (2014), updated 6th April 2024, allowing flexible working from day 1 of employment are a change of statute and therefore this amendment becomes accepted as part of the contract without amendment (Daniels 2022). Other implied terms in a contract are made up of legal responsibilities, including the employee having to pay wages, having to provide work if earnings are dependent on work being provided, to take reasonable care for the health and safety of employees and to deal effectively with bullying at work and grievances, though this isn’t exhaustive. In response to this there are responsibilities of the employee to cooperate reasonably (Daniels 2022).
An employer cannot override statutory terms with an express term and therefore have equal importance. Further to the above, there is also incorporated terms that can form part of the contract that come from sources such as staff handbooks (ACAS 2023).
Could you explain the components and two benefits of effective onboarding? (AC 4.3)
A well-developed induction plan helps create a positive experience for new starters to integrate into a business, known as onboarding. Effective onboarding is a mutual benefit to both employers and employees and there are many aspects of this spanning HR, learning and development and health and safety; from right to work documents and bank details being processed, DSE risk assessments and health and safety procedures being taught, through to full induction training to complete the job role with a probationary period that is reviewed regularly. Effective onboarding should be a well socialised concept around businesses as it helps new starters understand the business goals, working environment and benefits, it should also focus on instilling the culture and values as well as practical elements such as demonstrating working hours, location and any equipment needed to perform the role and introducing people to their colleagues (CIPD 2023i).
Setting mutual expectations is a valuable benefit of effective onboarding. Clear job descriptions with transparent roles and responsibilities helps employers to set the expectations of the role before the recruitment process begins, and prospective employees have an opportunity to understand these and make an informed decisions about the role they are applying for. There is also the benefit of being able to increase engagement and commitment from day 1, through welcome procedures that make new employees feel appreciated, sometimes from before they even begin work. Admiral Group PLC send all new starters a welcome box containing a branded water bottle, mouse mat and a jigsaw piece, indicating everyone is part of the bigger picture. 
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