


How can organisations strategically position themselves in competitive labour markets? (AC 1.1) 
For an Organisation to achieve success, it must formulate a resourcing strategy that both attracts the appropriate individuals and distinguishes the Organisation from its competitors. (Taylor and Woodhams, 2012)
There are several ways in which an employer can strategically position themselves to be competitive including: 
1. Competitor Analysis
A competitor analysis examines various strategic aspects of an Organisation’s competitors, including their brand image, salary offering, benefits packages, and job security. By understanding what the competition offers, you can determine how to position your Organisation to attract potential employees and distinguish it from others in the market (Taylor and Woodhams, 2022a. P.53-54). 
2. Employer Branding 
Employer branding involves showcasing your Organisation favorably to the labour market, thereby attracting potential employees who aspire to work for you (Taylor and Woodhams, 2022a. P. 55). A robust employer brand should align the Organisation’s values, people strategy, and policies within the company brand. Integral to the Organisation’s culture and values are the ethical standards upheld by the employer through its employees’ conduct (Peters, 2023).
By developing a strong employer brand, a positive workplace culture, and gathering insights from current employees you can attract excellent candidates and ultimately become an employer a choice. A linkedIn study (2016) demonstrates that a good employer brand can cut attrition by 28%. It also lowers recruitment expenses by up to 50% by aiding in talent retention (Copos de Prada, 2022). 

What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2) 

The influence of shifting labour market conditions is substantial and can have a significant impact on an organisations ability to attract, retain, and cultivate talent (Boys, 2024).

Two primary labour market trends exist – tight and loose. A tight labour market is when there are fewer prospective employees than job opportunities. Conversely, loose labour markets find an abundance of skilled jobseekers competing for limited opportunities for employment (Taylor and Woodhams, 2022a. P.32).

Changes in labour market conditions can be anticipated by using a PESTLE analysis, which will identify potential Political, Environmental, Social, Technological, Legal and Environmental issues. 

A good example of an Economic factor that has affected resourcing recently would be the UK’s exit from the EU, this has diminished the ability of employers to draw talent from European Union nations that have traditionally served as significant pools for new hires. Consequently, labour markets have become more constrained, leading to skill shortages in various sectors across the board, such as the NHS (Taylor and Woodhams, 2022b. p.71). 

This coupled with significant political pressure to prevent immigration levels rising any further signifies that labour markets will further tighten (Taylor and Woodhams, 2022a. p.34).

In times of tight market availability, employers must demonstrate increased creativity in their approach to personnel and recruitment strategies, with a specific emphasis on the following: 

· Strong employee branding 
· Innovative recruitment initiatives
· Strengthening retention strategies
· Investing in development initiatives
· Engage in long term resource planning (Taylor and Woodhams, 2002a. P.32). 


What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3).


Role of Government 

As worries about skills gaps and labour shortages in the UK continue to grow, the government's main goal is to safeguard the economy.  This has led to the implementation of various skills reforms aimed at promoting economic growth. (Taylor and Woodhams, 2022a. p.35). 

Policies such The Skills Act, known as the skills and Post-16 Education Act, focuses on implementing measures to align with the requirements of the labour market, aiming to develop workforce skills, vocational education, and training to fulfil employer and industry demands (GOV.UK, 2022). 

Several initiatives have been implemented since inception in a bid to create a talent pipeline for employers, with the aim of boosting productivity and growing the economy (Taylor and Woodhams, 2022a. p. 35).

Role of Employers

For employers, skills are essential for addressing both present and future business needs. To achieve success and maintain a competitive edge, organisations must focus on talent management and succession planning that identifies, cultivates, develops and retains the necessary skills to build productive workforces for the future (Crowley, 2023). 

By allocating resources to enhance employee's skill levels via internal development programmes, structured career pathways and coaching initiatives, employers foster a culture where continuous learning is both ingrained and actively promoted throughout all tiers of the organisation (Crowley, 2023).


Role of Trade Unions

Trade unions (TU) play a vital role in ensuring future skills are met by advocating for policies that promote training and education opportunities for workers. (TUC, 2021a).

The TUC helps to shape government policies on education and training, advocating for increased investment in skills development and lifelong learning opportunities. For instance; The Union Learning Fund (ULF) facilitated the enhancement of skills and knowledge amongst employees contributing to an estimated £1.65 billion to the economy. The initiative has had a beneficial effect on retention rates, salaries and productivity (TUC, 2021b).

By working with employers and government officials, TUC helps to ensure workers are equipped with the skills necessary to adapt to new technology and industry trends (TUC, 2021b) 

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)

Effective workforce planning is crucial in ensuring than an organisation can meet its current and future staffing needs. By strategically aligning labour supply with organisational demand (George, 2023). It encompasses the analysis of the existing workforce, forecasting future workforce requirements, and identifying discrepancies between present and future workforce needs. Effective workforce planning can have a significant impact on the overall success and performance of an organisation by enhancing productivity, reducing turnover and driving success (George, 2023). 

Forecasting demand allows organisations to predict the skills it needs in the future, it ensures that you have the right people in the right roles, at the right time (Taylor and Woodhams, 2022a. p. 38). 

One of the key impacts of effective workforce planning is improved efficiency. By identifying gaps in the workforce, organisations can train and develop employees to meet current and future demands. This leads to a more skilled workforce that can adapt to changing market conditions (Taylor and Woodhams, 2022a. p. 40).

Another benefit of effective workforce planning is increased employee engagement and satisfaction. By valuing employees and utilising their skills effectively, they are more likely to be motivated and committed to their work, resulting in lower absenteeism, and decreased turnover rates (George, 2023). (212 words). 
 
 






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)

Various techniques can be used to support workforce planning to ensure organisations meet their strategic objectives and have the right people in the right roles. 

Forecasting Demand

· Managerial judgement: One advantage of using managerial judgement in workforce planning is the ability to make well informed decisions based on knowledge and experience. (Hart, 2024). However, there are drawbacks linked to employing managerial judgment, including, the possibility for biases and subjectivity affecting decision-making (Alturki, 2023). 

· Working back from Costs: A financially smart approach is to assess requirements whilst considering financial constraints. However, it might not always align to strategic goals or operational requirements (Armstrong, 2014). 

Forecasting Supply

· Employee Turnover rates: To anticipate hiring needs and comprehend retention issues, it is imperative to analyse turnover rates considering factors such as retirement and average resignations each year (Taylor and Woodhams, 2022. P.39). However, external factors may also have an impact on turnover rates, resulting in unpredictability and unreliability of data (Alturki, 2023).

· Critical Incident Analysis: Analysing particular events or changes that significantly impacted the workforce can yield insightful information. But this approach is reactive, concentrating more on the past than future planning (Boxall and Purcell, 2022). 

In conclusion, the context, quality, and relevance of the data used determine how effective workforce planning strategies are. The best outcomes are typically obtained via a combined strategy that is customised to the unique needs of the organisation (Alturki, 2023). (230 words). 

Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)

Succession planning is an essential component of organisational strategy, with the objective of identifying and developing future leaders and other critical positions within the company to fill key roles when current post holders leave (George, 2024). This involves evaluating existing employees to determine their suitability for advancement into leadership roles (Taylor and Woodhams, 2022a. p.40). Appraisal meetings are key in the process, identifying the aspirations of employees, and assessing current skills and agreeing development initiatives to support progression (George, 2024). There are a range of activities can be utilised to support staff with development including formal training programmes, work shadowing and providing ‘acting up’ opportunities (Taylor and Woodhams, 2022a. p.40). The aim is to create a diverse pool of talent, from which a suitable replacement can be chosen upon a position becoming vacant. 

Contingency planning on the other hand, involves preparing for unforeseen events that could negatively impact the workforce (Forbes, 2023). An example of this would be the recent pandemic, Survey results from 2020 show almost 40% of professionals surveyed did not have a contingency plan in place to deal with COVID-19. Contingency planning involves analysing potential risks and developing strategies to mitigate them, such as having back up plans in place, cross training employees, or implementing remote working policies (Forbes 2023).

By implementing both succession and contingency planning, organisations can mitigate workforce risks and ensure continuity in operations. Both approaches are essential for building a resilient and adaptable workforce (Linked In, 2023). 

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)

Internal job advertisements provide existing employees with the chance to apply for advancement opportunities within an organisation. This practice has the potential to enhance employee commitment and motivation, while also increasing retention rates and overall performance (Sharma, 2023). Additionally, managers conducting interviews are likely to possess a good understanding of the business culture and values, ultimately contributing to a successful match for the prospective candidate (Indeed Editorial Team, 2023). 

However, this approach has the potential to restrict the candidate pool and hinder the organisation’s ability to tap into a more diverse range of talent. Additionally, it may lead to potential issues such as favouritism and bias during the selection process (Taylor and Woodhams, 2022a. P.46-47).

Another strategy to consider for recruitment is utilising a recruitment agency to access a broader and more diverse pool of candidates. This can facilitate the introduction of new perspectives and skills to the team; however, this method may prove to be expensive and time-consuming for managers when reviewing applications (Taylor and Woodhams, 2022a. P. 43). 

When it comes to selection techniques, apart from interviews, assessment centres can serve as a valuable means to assess the skills and capabilities of individual candidates, providing a more reliable method of determining their suitability for the position. However, this approach is only practical where the is a large pool of candidates, given its resource-intensive and expensive nature (Taylor and Woodhams, 2022a. P.45). 
 
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)

The rates of employee turnover differ among professions and sectors, often resulting in high turnover in fields such as construction, retail, and hospitality services. Similarly, lower-compensated positions within private sector services may also experience elevated turnover rates (Peters, 2024). In additional to this, the CIPDs Labour Market Outlook Report (2024) highlights further potential issues for the public sector with forecasts predicting a decrease in public sector workforces in the next quarter, and a persisting gap in the pay awards between private and public sector organisations. This discrepancy indicates it may become more difficult to retain public sector staff in the coming months (CIPD, 2024). 

There are various reasons why employees choose to leave an organisation. Some may be enticed by the prospect of a new role, while others my feel ‘pushed’ to seek alternative employment due to dissatisfaction with their current role (Peters, 2024). A significant factor contributing to resignation, is often poor relations with line management, which can result in disengagement. Additionally, research indicates that certain groups such as women and LGBT+ employees, are more susceptible to facing discrimination and barriers within the workplace (Peters, 2024). 

Retention is also being impacted by recent global changes and technological advancements. As businesses encounter fresh challenges and opportunities for developing a strong workforce. Several emerging trends have come to light which help organisations identify influencing factors that determine whether an employee stays or leaves an organisation, these include but are not limited to: (The Atticus Group, 2024). 

· Rise in remote or hybrid working – Employees seeking balance between work and personal life, Implementing remote working models is crucial in enhancing attraction and retention. 
· Investment in development - Opportunities for growth are essential for retention. Individuals are attracted to companies that prioritise investing in their employees advancement.  
· Inclusivity and Diversity – A diverse and inclusive workforce is imperative. Employees are inclined to be more connected to organisations that demonstrate these values through their culture, leadership, and policies (The Atticus Group, 2024). 





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) 

Talent refers to individuals who have the capacity to greatly impact an organisations performance, either through their current contribution or by reaching their full potential (Quilliam, 2023). 

Retaining talent is crucial for the success of any organisation. In addition to avoiding issues that arise with high turnover rates, organisations that retain talent, benefit from enhanced productivity and organisational performance (Indeed editorial team, 2022). 

At an individual level, organisations can offer customised training and development initiatives tailored to the specific objectives of every employee (Quilliam, 2023). Coaching and mentoring are also proven strategies to support individuals in reaching their full potential (Taylor and Woodhams, 2022). Furthermore, secondments or lateral moves within an organisation offer valuable developments opportunities and aid in enhancing organisational capability, skills, and knowledge (Quilliam, 2023). 

At a collective level, it is imperative for an organisation to adopt a comprehensive strategy for the cultivation and retention of talent. Recent reports on the ‘Great Resignation’ have highlighted that employees are leaving organisations due to issues such as insufficient pay, lack of work-life balance, and limited opportunities for growth (Forbes, 2024). To address this, organisations should consider the following offerings to enhance employee development and increase retention rates -

· Competitive and fair pay
· Flexible working opportunities
· Promote work life balance
· Recognise and reward staff fairly
· Build staff engagement
· Provide staff wellbeing initiatives
· Foster a culture of growth and personal development (Forbes, 2024).
 
In conclusion, developing and retaining talent requires a multi-faceted approach that addresses the needs of both individuals and groups within an organisation. To be effective, initiatives need to align with strategic objectives. By adopting the approaches outlined businesses can benefit from high performing workplaces, cultivate a learning culture, and improve inclusivity and diversity as well as adding value to the employer brand (Quilliam, 2024).  







Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3) 

Building and supporting talent pools is a critical aspect of any organisation’s talent management strategy. A talent pool is a group of candidates who have the skills, experience, qualifications, or recognised potential needed to fill key roles within an organisation (Quilliam, 2024). 

Inclusive recruitment and selection practices, ensure fair access to opportunities for everyone (Taylor and Woodhams, 2022. P.46). It is imperative that recruitment procedures are altered to minimise the impact of bias and discrimination and ensure the right candidate is selected for the role (CIPD, 2022). 

One approach is having a robust performance management process, this helps in identifying talent early. Performance Reviews or Appraisals are a great way of supporting learning and development needs of an individual (Gifford, 2024). However, over the past decade, there has been considerable debate surrounding the effectiveness of ‘traditional’ appraisal methods. Common criticisms include;

· Infrequency, 
· heavy emphasis on historical performance at the expense of future performance enhancement
· Potential bias inherent in feedback provided solely by a single source, typically the employees line manager (Gifford, 2024). 

With the value in annual reviews being increasingly challenged, regular, meaningful conversations are now considered more effective in aiding with identifying and developing talent (Siggins, 2016). 
Furthermore, Learning and development (L&D) programmes ensure that employees acquire skills relevant to current advancements, such as technological developments.  As automation and AI substitute some positions and transform others, the demand for enhancing employee skills increases (Quilliam, 2024).
However, for L&D processes to be successful, consistent monitoring is essential as well as observing labour market trends, as these can affect development strategies (Quilliam, 2024). Research indicates that 60% of companies’ L&D functions are misaligned with their business goals due to outdated methodologies and historical budgets that do not reflect current realities (McKinsey & Co, 2019). 





Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4). 

Firstly, diversity plays a key role in fostering creativity and innovation. When individuals with diverse perspectives, experiences, and skill sets collaborate, they bring a wide range of knowledge and ideas that can lead to innovative solutions and advancements. According to McKinsey’s report on ‘why diversity matters’ (2015), companies with gender-diverse teams are more likely to outperform those that lack diversity, with ethnically diverse companies showing a 35% higher likelihood of outperforming others (Wessingger, 2017). Diverse talent pools can challenge conventional ways of thinking, spark innovation, and drive competitive advantage. 

There is also an economic advantage to having a more diverse talent pool, increasing the diversity of candidates lowers hiring costs, especially when there is strong competition for talent (Forbes, 2020). In addition, having a broader talent pool means you have more qualified candidates to choose from, and thus, the average quality of your talent will be higher (Taylor and Woodhams, 2022b. p. 82). 

Additionally, fostering diversity in talent contributes to enhancing corporate reputation by promoting values of equality, diversity, and inclusion. By being perceived as ethically conscious and socially responsible, businesses can attract top talent, customers, and investors (Taylor and Woodhams, 2022b.p.82) Additionally, diverse teams are better equipped to understand and cater to the needs of a varied customer base, resulting in enhanced customer satisfaction and loyalty, which can ultimately result in increased revenue and organisational performance (Taylor and Woodhams, 2022b. P.82)
In conclusion, embracing diversity in building talent pools can lead to increased innovation, improved decision making, and ultimately enhance organisational performance. 
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 can have a significant impact on an organisation, affecting performance, morale, and productivity (Peters, 2024). 

Dysfunctional turnover can be extremely costly to an organisation, the costs being both direct and indirect. It’s important to understand the costs associated with dysfunctional turnover to understand the extent of the problem and to implement retention initiatives (Taylor and Woodhams, 2022a. p. 49).

	Direct Costs 
	Indirect costs 

	Advertising costs 
	Loss of production from departing employee

	Recruitment costs 
	Loss of morale in colleagues 

	Induction and training of new employee 
	Reputational damage

	Selection expenses
	Lack of ROI from leaver

	Cost of covering vacant role
	Loss of skills and knowledge 


                                                                               (Taylor and Woodhams, 2022a. p.50)

Monitoring employee turnover to comprehend its impact on an organisation’s performance is essential for promoting the business’s strategic objectives. Turnover can serve as an indicator of workforce concerns, like discontent with opportunities for advancement, or insufficient benefits and recognition of contributions (Peters, 2024).

Furthermore, employee turnover can detrimentally affect an employer’s brand and reputation. A significant turnover rate can signal to prospective candidates that the company is not a secure or appealing workplace, which impacts its ability to attract and recruit talent (People Management, 2022). Research indicates that a positive employer brand and reputation not only enhances the capacity to attract and retain talent, but also reduces turnover by up to 28% (Gattaca, no date).

Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)

Contractual agreements may differ based on an organisation’s specific workforce requirements (Suff, 2023). 

A frequently used type of contractual agreement is the permanent full-time contract, in which an employee is engaged on a full-time basis with job security and benefits. (Cheary, 2024). This type of agreement is well suited for positions that demand a prolonged commitment to an organisation. Employees with this type of contract are covered by the rights outlined in the Employment Rights Act 2010. 

Alternatively, fixed term contracts are another option available to employers when there is a specific, limited organisational requirement, such as covering absences or fulfilling short term increases in business demands (CIPD, 2021). Employees under these agreements are also safeguarded by the Fixed term Employees (prevention of less favourable treatment) regulations 2002, which ensures that they receive equal treatment compared to permanent employees. (CIPD, 2021). 

Contractor agreements involve hiring individuals on a project-by-project basis. This type of contract is frequently used when an organisation needs specialised expertise, skills, or innovative solutions to address specific goals or challenges within a defined time frame (HRFleek, 2023).  

In conclusion, the type of contractual arrangement chosen by an organisation should be carefully considered based on the workforce needs and the nature of the work being performed. 
 

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)

The rights and responsibilities of employers and employees are outlined in the employment contract, which are referred to the ‘terms’ of the agreement (TUC, 2022). These terms can be categorised into express terms and implied terms (Daniels, 2022. P. 46). 

Express terms refer to the terms that have been mutually discussed and agreed between both parties either verbally (at interview) or in writing (TUC, 2022). Express terms usually cover aspects such as salary, working hours, and annual leave entitlement, but they can also encompass a broad range of provisions, such as mobility clauses requiring employees to relocate in certain circumstances (TUC, 2022). Law dictates that certain express terms must be documented in writing and provided to the employee in the form of a statement of particulars (ACAS, 2023). Express terms cannot diminish statutory rights, for instance, an employer may propose an employee a wage lower than NMW, and the employee can except, however, if an employee chose to contest this later in court, the employer cannot justify this as fair because it would constitute diminishing the employees’ statutory rights (Daniels, 2022. P.47). 

Implied terms refer to conditions that are not explicitly stated in an agreement because they are so obvious, or because they are mandated by statutory employment laws. (ACAS, 2023). An example of this is the obligation to refrain from compromising mutual trust and confidence as well as an employers’ duty of care towards its employees (TUC, 2022). Daniels (2022, p.67) explains that these terms typically arise from collective agreements, statues, customs and practices, and court rulings. 

Employment Tribunals rely on implied terms to discern the true intentions of the employment contract, promoting fairness and justice in the employment relationship. Therefor it is crucial for expectations to be clearly communicated and repercussions outlined of these expectations are not met (ACAS, 2023). 

Could you explain the components and two benefits of effective onboarding? (AC 4.3)

The onboarding or induction process presents a valuable opportunity for the Organisation to greet and acclimate their new hires, providing them with the necessary information and assistance to excel in their role (McCartney, 2023).  An effective onboarding process should consist of a “soft side” and a “harder side” (Taylor and Woodhams, 2022a, p. 47).
The soft side includes helping new starters feel welcomed and comfortable in their new role, and the harder side focuses on training and development to enable them to conduct their work effectively (Taylor and Woodhams, 2022a, p. 47). 
Newly hired employees must understand the organisation, its culture, its people, and the responsibilities associated with their position. A comprehensive induction program should encompass various essential components such as health and safety guidelines, details about the work environment, and information about the facilities (McCartney, 2023). 
To achieve success in instilling confidence and ensuring individuals are adequately prepared for their roles there are several approaches that are commonly implemented (Taylor and Woodhams, 2022a, p. 47). These include assigning a mentor or buddy to new employees to support them during their induction period. Additionally, training sessions play a significant role in welcoming and orienting new staff, often featuring senior leaders to effectively convey expectations (Taylor and Woodhams, 2022a, p. 47). Whilst traditionally, these sessions would be held over a day or half a day, with recent increases in remote working, online onboarding is now becoming more prevalent with benefits including increased accessibility, reduced delivery time and improved candidate experience (Mohdzaini, 2021). 
Effective onboarding strategies offer advantages for both employer and employees. Employers benefit from reduced turnover and absenteeism, as well as increased employee commitment and job satisfaction. Additionally, employees can gain a better understanding of the organisation, its culture and values, their responsibilities and operational procedures (McCartney, 2023). 
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