5HR02 Talent management and workforce planning
3,900 words in total / 260 per AC 
1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
In order to position themselves strategically in the labour market, organisations may compare themselves to other similar organisations. For example, at Dunbia, we have a competitor based in the same area that we use to compare job adverts to our own in order to benchmark salary, working hours and benefits. SWOT analysis can be used to determine the strengths, weaknesses, opportunities and threats of the organisation. SWOT analysis is a self-assessment tool which allows the business to look at what could be affecting business both internally and externally (CIPD. 2024). This may include the brand, culture and employee experience in general. 
One of the most important things to consider when looking at an organisation’s position in the labour market is employer brand. This is the way the organisation presents itself to prospective employees including the values and strategy of the business as well as how the business supports its community and environmental responsibilities (CIPD, 2023). The marketing department of an organisation is integral in setting the brand of the organisation, a survey conducted by the Institute for Corporate Productivity found that higher performing organisations were six times more likely to have a marketing and HR department that collaborated with each other in terms of employer brand. Both departments will be experts in their own areas, HR in identifying talent, and marketing in selling the organisation’s brand to draw the best candidates in to the business through the use of social media platforms such as LinkedIn, Facebook and Instagram (Samdahl, 2019).
Organisations should aim to be seen as an ‘Employer of choice’, meaning that candidates see the business as an attractive employer. Some of the characteristics of an employer of choice are, opportunities to progress, appreciation, work-life balance and fair pay with a good range of benefits. As an employer of choice, organisations can expect to see higher retention rates and a much easier recruitment process (4 Corner Resources, 2023). 

2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
The labour market changes in line with the economy, when the demand for goods and services is high, so will the demand for labour be. When there is a high demand for labour, the market is said to be ‘tight’, this occurs when unemployment is low and there are lots of unfilled job vacancies. The opposite of this is known as a ‘loose’ or ‘slack’ labour market when the number of vacancies is low and unemployment is high (CIPD, 2024). There are many factors that contribute to the changing labour market, they can be analysed using a PESTLE analysis which looks at Political, Economic, Social, Technological, Legal and Environmental factors that affect the market (Makos, 2024).
Recruitment of employees for skilled positions within an organisation is called resourcing. In order to find and recruit the best skilled workers for a role, it is better for the labour market to be ‘loose’ as there will be a bigger pool of applicants when unemployment is high. Although, this can also be seen as a negative in some situations as there may be less time spent with applicants in order to assess their suitability for roles as there are more applicants applying for fewer roles. In this case, the impact on resourcing may be a change in the recruitment process to use technology to do an initial sift through applicants to reduce the time spent on this by the HR team (Allas, 2023).
A tight labour market may affect resourcing by pushing employers to increase wages or benefits in order to attract better candidates. Alternatively, following developments in technology, they may look at hybrid or remote working to widen their talent pool to a further geographical area as well as opening up opportunities for individuals who struggle to attend a workplace setting due to childcare or disability (Boys, 2022).

3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3)
Ensuring future skills needs are met is a multifaceted challenge that requires the coordinated efforts of government, employers, and trade unions. Each of these entities plays a crucial role in addressing the demands of the labour market and preparing the workforce for future opportunities.
Governments play an important role in setting the framework for skills development through policymaking, funding, and regulation. They are responsible for designing and implementing educational curricula that are aligned with future labour market needs. This includes investing in STEM (Science, Technology, Engineering, and Mathematics) education, and lifelong learning initiatives. Governments also provide incentives for businesses to invest in employee training and development. Furthermore, through labour market analysis and forecasting, governments can identify emerging skills gaps and proactively address them by adjusting policies and funding priorities (CIPD, 2023).
Employers are at the frontline of understanding the specific skills required in their industries. They need to invest in training and development programs to ensure their workforce is equipped with the necessary skills. This involves not only providing on-the-job training but also supporting employees in gaining new qualifications and skills through continuous professional development opportunities. Employers should collaborate with educational institutions to ensure that the training provided is relevant and up to date with industry standards. Additionally, fostering a culture of learning within the organisation can help employees adapt to technological advancements and changing job requirements (Faragher, 2022).
Trade unions have a critical role in advocating for the workforce and ensuring that workers have access to the training and development opportunities they need. They can negotiate with employers and government bodies to secure funding and resources for skills development programs. Unions also help ensure that training is accessible to all workers, including those from disadvantaged backgrounds. By participating in skills councils and advisory boards, trade unions can contribute valuable insights into the needs of workers and the effectiveness of training programs (Nowak, 2022).
The collaboration between government, employers, and trade unions is essential for meeting future skills needs. By working together, they can create a dynamic education and training system that prepares the workforce for the challenges and opportunities of the future. This collaborative approach ensures that the skills development strategy is comprehensive, inclusive, and aligned with the demands of the economy.

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)
Effective workforce planning ensures organisations have the right people with the right skills at the right time. Its impact includes:
Forecasting. Accurate forecasting enhances efficiency and productivity by aligning resources with business needs, reducing costs associated with overstaffing or understaffing. It aids strategic planning, aligning workforce capabilities with long-term business goals, and provides a competitive edge by enabling fast market response (Bonifacio, 2024).
Internal and external labour. Understanding internal talent aids in career development and succession planning, retaining valuable employees. Knowledge of the external labour market informs effective recruitment strategies. It mitigates risks of labour shortages and enhances workforce flexibility to adapt to changes in workforce dynamics (Organ, 2024).
Gap analysis. This highlights critical skill shortages or surpluses, helping to prioritise areas that need attention so that resources may be allocated. It supports decision making regarding training, development, and recruitment and enables management to maintain business continuity. Investing in training and development upskills employees, improving morale. Succession planning ensures leadership continuity. Flexible workforce models, such as part-time or remote work, can help to manage labour demand. Collaboration with colleges and universities ensures a steady flow of talent. Using technology and automation for routine tasks allows human resources to concentrate on other roles (CIPD, 2023).
Effective workforce planning significantly impacts an organisation’s ability remain competitive. By forecasting labour demand and supply, identifying gaps, and implementing targeted strategies, organisations can ensure a skilled, adaptable workforce. This improves efficiency, costs, and the ability to grow in a dynamic market environment (CIPD, 2023).

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)
Some organisations will use the judgement of their managers to plan their workforce. There are clear pros and cons to this as each manager will have different levels of experience and biases regarding their workforce resulting in inconsistencies. The main advantages are that it is quick and inexpensive. However, it is subjective and less reliable for long-term planning.
Systemic approaches use models to predict labour demand based on factors like market trends, business growth, and technology advancements. This data driven method is more objective and reliable. Its strengths include being comprehensive and reducing biases, but it relies on accurate data and sophisticated modelling skills (CIPD, 2023).
Employee turnover rate analyses the rate at which employees leave the organisation. High turnover can indicate dissatisfaction and predict potential labour shortages. This helps identify retention issues and predict staffing needs.
It is important to consider external labour market conditions such as unemployment rates and education levels. Understanding these factors helps anticipate the availability of talent, offering a holistic view of the external talent pool. However, it requires continuous monitoring and may be influenced by changes in the economy (Deloitte, 2023).
Critical incident analysis looks into significant events that impact workforce dynamics, such as mergers, layoffs, or economic crises. This helps to predict future workforce needs based on past incidents, providing valuable insights. It is reactive rather than proactive and may not predict unprecedented events.
Combining qualitative and quantitative techniques enables robust, data-driven workforce planning that aligns with both immediate needs and long-term goals. This approach ensures organisations have a skilled and adaptable workforce, enhancing operational efficiency, cost-effectiveness, and the ability to grow in the market environment (Organ, 2024).

6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
Succession and contingency planning are important in any organisation to ensure that there is a plan in place to replace key employees who may change roles or leave the business.
Succession planning involves identifying and developing internal employees to fill key leadership positions, ensuring continuity and reducing gaps in leadership roles. This proactive approach includes evaluating current employees for potential, often through carrying out appraisals, a two-way conversation to determine what the employee’s goals are and where they could fit into the wider business (Koller, 2024). Following this, the manager would create development plans with training and mentoring, and regularly update these plans to adapt to changing business needs. By providing clear career paths, succession planning enhances employee morale and retention whilst also developing a pool of talent for the business to pick from when needed (CIPD, 2024).
Contingency planning prepares for unexpected events that could disrupt operations, such as the sudden departure of key employees or external threats like natural disasters. This reactive strategy includes identifying potential risks, developing specific contingency plans, cross-training employees, and establishing pools of temporary workers to maintain operations. Regular drills and updates to these plans ensure effectiveness and organisational resilience, minimising disruptions and providing structured responses during crises (Leonard, 2024). For example, at Dunbia, we use three different agencies to supply employees for General Operative roles. The number of agency employees required fluctuates dramatically depending on customer orders. As Dunbia are a major meat supplier to a number of large supermarkets in the UK, during the summer, orders are heavily influenced by the weather. It would not make good economic sense to employ direct employees who are contracted to a specified number of hours. Using agencies allows the business to call upon people only when they are needed.

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)
Advertising vacancies on your organisation's website is a cost effective method that targets candidates specifically interested in your company. This approach allows full control over how the job and the organisation are presented, ensuring that the branding is consistent and appealing. However, the main drawback is its limited reach. Only those who visit your website will see the job postings, which can significantly narrow the pool of applicants. Additionally, this method is more passive, relying on candidates to find your postings rather than actively seeking out and engaging potential talent.
An alternative recruitment method is using social media platforms such as LinkedIn, Facebook, and Twitter. Social media can significantly broaden your reach, allowing you to connect with a wider and more diverse audience. These platforms allow active engagement with potential candidates, enabling you to build a community around your brand and attract more interest. Utilising social media can be relatively low cost, especially when network sharing. However, managing multiple social media accounts can be time consuming and requires regular updates and interactions. Additionally, while a broader reach can attract a higher volume of applicants, not all may be well suited for the position, leading to potential challenges in sifting through applications.
Currently, managers conducting interviews provide a direct assessment of candidates, allowing for a tailored evaluation of their fitness for the team and the role. Interviews can be customised to probe specific competencies, offering valuable insights. However, this method is time intensive, requiring significant effort to schedule and conduct interviews. There is also a risk of personal biases influencing the selection process, which can affect the objectivity and fairness of candidate evaluations.
An alternative selection method is the use of assessment centres. These centres combine multiple assessment techniques, such as interviews, simulations, and psychometric tests, to provide a comprehensive evaluation of candidates. This method offers a better understanding of potential job performance and suitability by observing candidates in realistic scenarios. However, assessment centres do require substantial time and investment to set up and run. They can also be stressful for candidates, which might affect their performance. Despite these drawbacks, assessment centres deliver a well rounded evaluation, making them a valuable tool for selecting the best candidates.
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)
Employee turnover rates vary widely between organisations and industries, influenced by several trends and factors. Voluntary turnover, where employees choose to leave, tends to be higher than involuntary turnover due to job dissatisfaction or better opportunities elsewhere (Shweta & Main, 2024). Industries like retail and hospitality typically experience higher turnover rates due to lower wages and less stable work environments, whereas sectors such as healthcare and technology often have lower turnover rates due to job stability and career development opportunities (CIPD, 2024). Generational differences also play a role, with younger generations like Millennials and Gen Z more inclined to change jobs frequently in search of career advancement and meaningful work.
Factors influencing turnover and retention include job satisfaction, career development opportunities, compensation and benefits, work-life balance, organisational culture, and employee engagement. Job satisfaction is crucial; employees who find their work fulfilling and aligned with their values are more likely to stay. Career development opportunities and clear paths for advancement contribute significantly to retention, as do competitive compensation packages and benefits. Work-life balance, including flexible work arrangements, also impacts retention, with employees seeking greater flexibility in their roles (Ellis & Tupper, 2022).
Organisational culture plays a pivotal role; a positive, inclusive environment fosters employee loyalty, whereas toxic cultures or poor leadership can drive turnover. Additionally, engaged employees who feel recognised, valued, and connected to their organisation are more likely to remain committed. Addressing these factors strategically can help organisations mitigate turnover and improve retention rates, ensuring stability and productivity within their workforce (Gleeson, 2017).
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)
Definition of talent; approaches to retention may include appraisal, training and development, lateral moves, flexible working and work-life balance, workplace characteristics, fair and equitable reward, career breaks, realistic job previews, job enrichment, etc.

10. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
Definition of talent pool; inclusive recruitment and selection approaches; learning and development initiatives including coaching and mentoring; role of performance reviews; use of analytical tools.

11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
Enriched perspectives; increased creativity; lower employee turnover; positive impact on employer brand; improved decision-making; improved knowledge and understanding; reduced language barriers; higher engagement; reduced risk of discrimination, awareness of potential pitfalls and difficulties.

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)
Costs associated with dysfunctional employee turnover: methods of measuring employee turnover; direct costs such as recruitment and selection costs, time to process leaver and starter, induction and initial training costs; indirect costs such as loss of productivity by leaver and new starter, loss of skills, knowledge and morale in team, loss of return on any investment for the leaver.

13. Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
Matching workforce need to contractual arrangements. How work can be delivered through different contracts: employee, worker, contractor; permanent, temporary, full-time, part-time, zero-hours; how work can be delivered and resourced in different ways including the ‘gig economy’. Financial terms, work practice terms, behavioural terms, attendance and sickness, reporting.

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)
Including express terms; implied terms: differences between terms implied in all contracts and terms implied through custom and practice; incorporated terms such as those included in handbooks and incorporated through collective agreements.

15. Could you explain the components and two benefits of effective onboarding? (AC 4.3)
Components: pre-employment information, organisational and departmental information, role information, clarification, expectations, socialisation, support and development availability. Benefits: purpose of onboarding such as successful integration of new employees and reduced risk of ‘induction crisis’; the benefits of an effective onboarding programme, such as introduction to and appreciation of the organisation’s culture and norms, improved effectiveness in role, retention and reduced employee turnover.
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