5HR02/Module Code BMPD5020- Talent Management and Workforce Planning
‘If companies make a concerted effort to better understand why employees are leaving and take meaningful action to retain them, the Great Attrition could become the Great Attraction.’ (McKinsey, 2021) Discuss. (3.1, 3.2, 3.5, 4.3)
3.1 Examine turnover and retention trends and the factors that influence why people choose to leave or remain. 
Employee turnover will have a negative impact on a business for many reasons. 
You may lose a key employee as they simply move, or they are headhunted with an incentive package that is just too good to be rejected. Also known as a pull reason. An employee can leave due to disagreements with their colleagues or peers. They may feel underappreciated. Ethical reasons such as harassment and unsuitable duties. There could be a negative culture in the workplace or a lack of growth in the company. These are also known as push reasons. Whatever the reason, losing any employee has a negative impact on the company.
Our company found that there was a void in the job role, meaning that production in the company will suffer. The shortfall resulted in others having to ‘pick up the slack’ which in turn left them demotivated. Their morale was affected, and they felt pressured. If a void is not addressed quickly then there may be a knock-on effect of others leaving due to work pressures. 
It is worth examining that a low turnover rate could also result in the business losing out on talent that may be more suitable to the role. 
Since the pandemic started, there has been an increase in trend for leaving job roles. Also known as ‘the great resignation.’ The reasons are not because people simply resigned and left the lab our market but since the pandemic peoples working arrangements have altered. Being able to work from home has opened opportunities for many. Whereas people would be located close to their chosen organisation. They can now work from the comfort of their home for any number of organisations nationally and even globally. This has caused a direct shortfall in the skills in the UK market as job hunters look elsewhere. (Carrillo-Tudela, et al., 2022)
Staff turnover is not always due to the employee (voluntary) but can sometimes be actioned by the employer (involuntary). Whatever the reason the turnover will still cause an issue for the organization. 
Recruiting staff will cost money, take time and retraining will need to be implemented, causing downtime in production from other staff to retrain the new starter. 
As discussed, you cannot always prevent an employee from leaving but there are avoidable and unavoidable reasons that an individual might leave. It is avoidable when they leave, and it is something the company could have prevented. Unavoidable is when a company has no control over it. Such as an individual moving and home working is not available or leaving the labour market to care for a relative. 3.1

3.2 Compare different approaches to developing and retaining talent on an individual and group level. 
Talent in the workplace is best described as an individual(s) who has innate or mastered skills, which help develop the organization when partaking in their role. They are high performing and have potential in the organization. (Carrillo-Tudela, et al., 2022)
These individuals are extremely important to organisations, they are the competitive advantage to a company, therefore should be retained at all costs. All employees should be monitored under KPI’s, and any shortfalls should be discussed on a regular basis. This process should be the same for talented staff and those that are underperforming. It may seem less than obvious that talented staff are given training and development, but it is this nurturing and investment that will ensure that they staff with the company. Our company realise that they need to feel invested in and important to the company. I believe this can be overlooked in companies. 
To attract this talent organisations also need to be competitive in their incentive packages. Our company offer flexible working, fair reward throughout the company and clearly defined job roles and career paths that entice the right talent to the company. It is important that the incentives are fair and where possible companywide. Else there is the risk of a negative culture in the workforce and will cause staff turnover, including the talented individual. 3.2
3.5 Explain the impact associated with dysfunctional employee turnover. 
Our company understand the impact associated with dysfunctional employee turnover. When rates are high the immediate effects can be severe. Aside from losing valuable skills and a decrease in productivity during the implementation of unfamiliar staff, the team can be affected. Morale can decrease and their confidence in the company can will be put into question.
We experienced several apprentices joining and leaving over a brief period. We noticed the adverse effects on the apprentices that stayed. Their reasoning for leaving was due to the company not offering a varied electrical experience. As a solely renewable company, we have now added further questioning in the interview process about desires to work in solely renewable sectors. The colleges offered incentives for the apprentices to be employed, but the cost of training and onboarding these apprentices was substantial.
By measuring the staff turnover and retention companies can see trends and invest time in working on retaining staff in different areas of the organisation. A simple measure is as follows.
Total number of leavers over period x 100
Average total number employed over period
Though it is useful to remove those that naturally finished work such as retirement to reflect a more accurate figure. (Maxwell, 2021) 3.5
4.3 Explain the components and benefits of effective onboarding.  
Following our high turnover rates with apprentices we looked at the onboarding process within the company. We had previously been too caught up in employing someone quickly to manage our workload that it was apparent that this speedy onboarding was causing us more harm than good. 
We wanted to avoid the ‘induction crisis.’ This is where a new employee feels out of their comfort zone, wondering whether they had moved to the right company and missing their old routine with a previous employer. (Daynes, 2012) 
We started by improving the interview process. 
· Questions were asked about desires to work in the renewable sector
· Our company vision and value were explained during interview stage. Whereas previously this was not discussed until onboarding 
· Trial days were introduced so the applicant could experience what it was like to work at the company 
We then invested more time in the onboarding. 
· Staff booklets were produced. Simple but effective guides on ‘how to be a great employee’ and what made us great employers
· Increased time shadowing experienced staff 
Finally nurturing and growing our talent 
· Monthly ‘check-ins’ are now in place to discuss any concerns they might have or things we want the individual to improve on 
· Regular training days 
· Quarterly incentives – days out, nights away, social gatherings
The team are fast becoming the competitive advantage that we want for our company and the team we have are all on the same page as to how to help us grow the business. Our culture is fantastic, we know this due to the productivity levels, the monthly check ins and the way employees enjoy coming into work each day. Whilst there is always a chance of staff turnover, we hope to be able to spot this and discuss prior to a member of staff leaving. 4.3
1.1 Explain how organisations strategically position themselves in competitive labour markets.  
To be competitive in the labour market a company needs to be the employer of choice. They should be able to attract the right talent and retain the talent, nurture, and grow their workforce to meet company values and business objectives. (Onoufriou, 2021)
For a company to be an employer of choice they should invest their time in the following.
Organisational Values – Aside from financial offerings a company’s values including diversity and inclusion, work-life balance and opportunities for L&D are important. 
Perception of the organisation – We strive to be the go-to employer in the renewable sector throughout Wales. We have people contacting us to work with us and that is because of the way we place ourselves in the employment market. Our reputation inclusive of good salaries and nurturing our staff to grow and development help us remain competitive. (Onoufriou, 2021)
We use social media as a platform to ‘show case’ our employees and our commitment to them. Quarterly incentives are publicised and quotes from staff are on social media and in our comprehensive staff booklet for new staff members to see. We want our staff to be our competitive advantage, whilst they must work hard, they understand this from the beginning and understand the rewards that are in place to show appreciation of their arduous work. Our values are embedded from Directors. 1.1
1.2 Explain the impact of changing labour market conditions on resourcing decisions.  
Due to Brexit and the Pandemic the labour market is seen as ‘tight.’ Meaning employing staff is harder than before due to the boom in jobs available and the competitiveness in the market. Employees are now able to work from home, have a better work-life balance and works for companies the other side of the country due to remote working. This means that talent that was once confined to their geographical commuting area is no longer, and candidates can choose jobs based on the company’s incentives and image. (Boys, 2022)
Using a PESTLE analysis to evaluate the factors effecting the labour market including, political, economic, social, technological, legal, and environmental will help businesses assess the market conditions and inform them ready for decisions they make around resourcing. With the labour market being ‘tight’ they will be able to assess their need to increase their incentive packages to attract the right staff but also retain their current staff. 
Company’s need to look at long term planning, working on retention strategies and employing the best talent. The economy is ever changing, therefore is almost impossible to predict what may happen in the labour market. By incorporating PESTLE and SWOT analysis periodically, a company can have an insight into what is going to happen. It is fair to say that simply basing resourcing decisions on the past, present is not ideal. (Battista, 2021) Without evaluating the changing market when looking to recruit, companies may face redundancies in the coming years due to this. (ACAS, 2022) 


The pandemic has forced organisations to use more technology which has resulted in a change in the way they carry out their recruitment and selection. Evaluate this and discuss the potential future impact this may have on diversity and inclusion. 1.2
2.4 Assess the strengths and weaknesses of different methods of recruitment and selection to build effective workforces. 
My company use a selection of recruitment advertising methods including external job sites, social media, and referral schemes. Our most successful route for recruitment has been through social media. This method is free, fast and can reach thousands of people with ease. We have also been successful with ‘word of mouth’ referrals often following social media campaigns. Friends of those that work within the company have approached us. We are often able to get a good insight into their ability via their referee. Whilst we do not offer monetary incentives for referrals, the culture of recruiting friends makes the workplace even more positive and productive. Whilst we have engagement with agencies we have not recruited through this method as we find the fees heavy.
We are proud to have an apprenticeship program at the company and work closely with a college. We have been successful with these candidates. Other methods for larger companies include, jobs boards, intranet, newsletters. 
As we had previously struggled with staff retention, we stepped up our selection method. As an Electrical company we would be contacted by electricians looking to conduct general electrical work. However, we are now truly clear with our job descriptions and adverts that we are a renewable company, therefore the work with reflect this sector. It is not suitable to all, but being clear at the beginning, we have found this is helping with job retention and less applicants who are not interested in this sector. 
Trial days are productive for both the company and the candidate. Understanding ‘a day in the life of an installer’ has proven to be beneficial to the company. 
Application screening tests are useful time savers however there is the chance that employers can miss great candidates if their CV does not highlight the key words, you have asked for. Whilst manually looking at CVs is time consuming; recruiters may notice key words used by the candidates. (Hartmen, 2021)
As a small company with limited applicants due to the skills needed, we choose to manually select staff. It is more personable and a better experience for the candidate and we know that we will not miss a potentially great candidate. 
Whilst we find that referrals are successful, we make sure that the selection process is fair for all applicants. The application process is consistent and non-discriminatory. The job role and description must be clear for all applicants. A measuring process needs to be set prior to the application process to fairly measure candidates on their skills. Arrangements also need to be made for all to be able to attend the interview process. Ensuring there is no disadvantage in connection with a protected characteristic. selection practices. (Hartmen, 2021)
It is also important to evaluate the recruitment process overtime, to ensure it is relevant to the organisation. This is something we needed to do and has proven beneficial to our recruitment process and job retention. 2.4
The UK has been seen to focus so much on apprenticeships in the last decade that the level of numeracy and literacy skills has declined in mainstream education. To help improve this situation the UK government have introduced several initiatives to increase the skills in the UK which includes the scheme Multiply which offers programmes to help adults improve their numeracy skills. (Gov, 2021) Critically analyse the impact on organisations and the role they will play in improving the skills of the UK. (1.3)
1.3 Discuss the role of government, employers, and trade unions in ensuring future skills needs are met.  
Employers play a key role in ensuring their employees have the right training for their development and to increase their skills. This investment in employees will not only produce a more productive workforce but increase economic growth. 
Skills and capabilities are so important business to growth and economic sustainability, and it is essential that employers both understand and play a significant role in this. Workplace skills include writing and understanding reports, analytical tasks and IT problem solving to name a few. ‘Essential Skills’ are growing in recognition. As part of my CIPD Level 5 course I had to complete several essential skills having left school with no GCSEs in Math’s and English. These included Communications, Numeracy, and IT skills. Focusing solely on school grades is not enough, employers and trade unions need to invest in the future of the economy and their staff by improving their skill levels. Learning ‘in the flow’ of work, inhouse development and coaching are all important and should be embedded in company’s culture. 
The UK Government are focusing on improving skills and nurturing all into the workplace. Upgrading skill levels, improving the quality of apprenticeships (essential skills), and encouraging better working practices with emphasis on developing and enhancing skills and experience at work. (Crowley, 2021) 1.3
According to Zimpel (2021) ‘Workforce planning is about generating information, analysing it to inform future demand for people and skills, and translating that into a set of actions that will develop and build on the existing workforce to meet that demand. Understanding of the distinction between ‘soft’ and ‘hard’ aspects can help to explain the renewed interest’ With this in mind answer the following: (2.1, 2.2, 2.3)
2.1 Analyse the impact of effective workforce planning.  
Businesses need to forecast their workforce needs. Trying to recruit when a project has already started and now needs employees to complete the tasks will inevitably lead to failure, poor delivery, or delays. Workplace planning analyses current workforce determines future workforce and looks at how to bridge the gap between the two. 
CIPD use the below table to clearly demonstrate the steps of workplace planning. 
[image: Chart

Description automatically generated] (Weeks, et al., 2018)
My company have taken a 90% cut in the workflow from March 2022 to now. We have had to implement layoffs (1 day a week) and severely tighten down on expenses. Whilst we knew the ‘lull’ in work was coming we had not predicted just how severe it would be. Our workforce has been kept updated throughout this downturn and we are confident that the workflow with change direction and increase. The reasons for the dip are largely due to Government grant changes and supply issues in car manufacturing. We have not started redundancies as we know that we will need our talented staff and more over the coming months. Whilst we are not yet recruiting for staff, we have our campaign ready for when we need to increase our workforce again. It has been a difficult few months, but with a positive culture in the organisation we have worked through it together. 
Workplace planning however, does go beyond market events and looks at reducing labour costs, identifying skill gaps, strategies for L&D, improving work-life balance. 2.1
2.2 Evaluate the techniques used to support the process of workforce planning.  
Workforce planning is the process of balancing labour with organisational needs. According to the CIPD (Zimpel, 2021) workforce planning is ‘The right number of people with the right skills employed in the right place at the right time, for the right cost and on the right contract to deliver the organisation’s short and long-term objectives.’’ 
Workforce planning can take many forms, according to the CIPD (Zimpell, 2021) it can be described using the stages below:
· Understanding the organisation and its environment
· How is it structured now? How will it look in the future? How will it increase productivity? Any advancements on AI/Technology?
· Analysing the current and potential workforce
· Important phase. What workforce is there currently? What are the skills gaps? Attain the views from employees. What is the staff turnover in different areas of the business and why? 
· Determining the future workforce needs
· Use the analysis to determine the skill gaps needed now and in the future. This is critical for the business to ensure that skills are there for business needs. 
· Identifying workforce gaps against future needs
· How will these be recruited to fill the needs of the business? Will employees be upskilled or using gig economy or permanent staff? Evaluate the long term needs of the business against the workforce need.
· Addressing and actioning shortages, surplus and mismatched skillsets 
· Creating a plan to action the above points. The plan must be analytical and consistent but with the ability to adapt to changing environments i.e., External factors
· Evaluating and monitoring actions 
· The plan needs to be monitored throughout it use. An evaluation to assess the success and any changing needs must take place. Any adaptations must be addressed for future workforce planning. 

The above techniques are good process in ensuring good workforce planning. It is fair to say however that sudden external changes can shift the needs of a company and staffing levels in an instant. For example, the pandemic. It is therefore paramount that planning is conducted frequency to align with both internal and external changes. 2.2
2.3 Explain approaches to succession and contingency planning aimed at mitigating workforce risks.  
Succession planning is the plan in which successors are lined up, in a talent pool to fill roles that will become available in the future. Roles that have become available through retirement or current employees leaving a company. It is used to develop new, potential leaders in a role as and when they become available. 
Firstly, the roles need to highlighted. A successor must then be identified. A successor should ideally be ready to step into the post at quick succession once it becomes available. In our organisation we have regular training on all aspects of the business. We find that certain employees naturally fit a specific area of the company. We then work on their training within that sector. Although this is to set the employee up for succession into the role, we also feel it is important as a small company to have a turnkey business, meaning that if a key member is off or would happen to leave the business then operations will not stop but the successor can naturally progress into the role. Although our turnover is low, our company growth is high. Therefore, leaders are progressing onto higher roles. With the training we have provided we are able to use our talent pool of employees to step up to the role. We then look to recruit for their role. 
There are two main types of succession planning: Traditional approach and Contemporary approach. 
The traditional approach is where organisations develop hierarchical, structure plans with clear indication of the next employee to step into that role. Although this works within our company it is harder now, due to the uncertainty of the economy and the movement of employees between organisations. This does however have its draw backs as there is chance companies will miss ‘new blood,’ fresh concepts and ideas from external candidates. (Taylor & Woodhams, 2016)
The contemporary approach is more open and diverse in its approach. It looks at managing talent rather than an individual. In this case, organisations look externally of the business for new talent as well as internal to fill skill gaps. 2.3
‘Anyone doing strategic workforce planning, long-term recruitment or succession planning should include a well-maintained talent pool in their strategy.’ (AIHR, 2020). Discuss with examples. (3.3, 3.4)
3.3 Evaluate approaches that an organisation can take to build and support different talent pools. 
Talent pools are a database or collective of candidates that have the potential to meet the needs of the business. Building talents pools are great for workforce planning but to build an accurate talent pool the person building the database must understand the business objectives now and the projected goals over the coming years. A database of internal staff may be created, highlighting the skills of individuals, the L&D they are working towards and where they will best fit within the company as the objectives and skills are to be met. Their L&D needs to benefit the candidate but importantly needs to reflect the needs of the business. Their development can often link to values of the company and not just the skills needed for a specific role. (Lauby, 2018)
We are currently assessing the skills we have within the organisation through observation and monthly ‘check-ins.’ With any highlighted skills gaps that may be present we can look at coaching programs to progress employees or plan our recruitment campaign to fill the gap. 3.3 
3.4 Evaluate the benefits of diversity in building and supporting talent pools. 
Companies should work with the candidates in their talent pool. They are the competitive advantage of the business and will help to meet business objectives. Nurturing them will enrich their perspective on the company, build confident and increase their productivity. When the business invests time in the employee will feel motivated and appreciated in the company. Staff turnover is likely to decrease, and the company’s image will be raised as ‘the employer of choice.’ 
Alongside the feeling of appreciation, the nurturing of the employee will build their confidence, increase their creative thinking, and boost productivity. It is important to be fair and open with all employees within a company. Whilst some employees might not be suitable for a certain skill set you are looking to fill; they may still be suitable for another. Therefore, they can be placed in a separate talent pool. It is important to communicate this to prevent discrimination, or demotivation. Being diverse in supporting talent pools is wise. Including different genders, age, race, and disability. (Weeks, et al., 2018) 3.4
According to the Suff (2021) ‘UK law currently recognises three main types of employment status: employee, worker and self-employed. An individual's employment rights depend upon whether they are an employee or worker’.  a). Assess how different employment types can meet workforce needs and b) Explain the main contractual terms used in contracts. (4.1, 4.2)
4.1 Assess suitable types of contractual arrangements dependent on specific workforce need. 
Companies now more than ever need to be flexible with working hours and understand the need for work-life balance. Following the pandemic and the introduction of home working, employees have been able to reevaluate their place in the market. A survey found that a huge 83% of all respondents felt happier with being able to work from home (TheLondonMother, 2022)
Different contracts can be offered to candidates based on the needs of the organisation. 
Including 
· Full Time
· Part Time
· Temporary
· Permanent
· Worker - those that personally perform work for an organisation, with or without a contract
· Employee - someone who has entered a contract with a company with structured job role, hours, pay 
· Contractor - employed by a company to complete a project or job or provide services but not employed by the company 

The gig economy now allows companies to use the services of talented candidates on a short term / contracted basis. Gig economy workers are useful when employing someone fulltime is not possible. Gig workers can sometimes be treated less favourably than employees and feel that they do not belong to a company. They may not follow the values and not blend into the culture and therefore not be as beneficial as first thought. (Willmott, 2017)
Whilst using gig economy workers and contractors are useful for tapping into the relevant sources needed at usually short notice it does have its drawbacks. There is likely to be less loyalty and higher sickness levels. 4.1
4.2 Differentiate between the main types of contractual terms in contracts.  
There are two type of contract terms as described by (Suff, 2021),  Express and Implied. 
Express terms are not limited to a contract of employment but can include staff handbooks, and verbal agreements. Employers need to be knowledgeable of the relevant employment laws, inclusive of employee status, NMW, working hours, parental leave and statutory breaks and equal pay. The express terms must adhere to all relevant legal regulations. Employees have the legal right to have written documentation about their employment terms. These must be produced from day one of their employment. (Suff, 2021)
Implied terms are not written nor verbalised but implied. They will not appear in a contract, but implied terms can include. 
· Not stealing from an employer
· Your employer providing safe and secure working environments	
· A regular standard in a company, such as a Christmas bonus will remain. (Gov.uk, 2022)

4.2
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