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How can organisations strategically position themselves in competitive labour markets? (AC 1.1) 
Taylor and Woodhams (2022) assert that for an organisation to succeed, a resourcing strategy must be created that draws in the proper talent, setting them apart from the competitors. To assess the competitive environment and pinpoint all of the direct and indirect rivals in the fight for talent in the labour market, competitor assessments are used to look at many strategic facets of the organisations' competitors (Taylor and Woodhams, 2022). For example, the company's image, place in the market, competitor advantages and disadvantages, pay offered and job security and stability.
Expanding on a few of these points, an organisations image or “branding” is important to consider because in recent years organisations have increasingly understood and prioritised the need of a branding strategy for the duration of the employee lifecycle in order to create workforce that is motivated and guarantee a positive work environment. A study by Hosseini et al (2022) indicates that by keeping talent and raising employee engagement, a strong employer brand outperforms rivals in terms of performance. (CIPD, 2023).
Prioritising employee benefits and permitting a good work-life balance for their employees is another way that an organisation can be perceived as desirable and competitive. This can take many different forms, including paid time off, reduced stress at work, mental health programs and support, flexible working hours, etc. (Simionescu & Naroş, 2019). Businesses stand to gain from this because it makes them more competitive in the labour market by drawing in competent workers and ensures that the workforce is driven and ready to serve as loyal ambassadors, enabling businesses to keep their high performing and valuable workers (Simionescu & Naroş, 2019).
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What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2) 
Resourcing is the practice of efficiently recruiting and selecting individuals for roles inside the company by assessing their abilities. As changing labour markets shape an organisation's reputation and aid in attracting talent, they have a variety of effects on resourcing decisions (Sabel, 2019). There are two primary tendencies in the labour market: tight and loose labour markets (Boys, 2024).
Deman for labour is governed by the number of people employed and the number of open positions in the market and employment plus the number of persons seeking work (unemployment) determines the supply of the market (Boys, 2024).
When there is a comparatively strong demand, the labour market is considered "tight” and there will be plenty of open positions and minimal unemployment. When labour is in relatively high supply, there are many job searchers and few available positions in the market, which is when the market is deemed "loose" (Boys, 2024).
Due to the combined pressures of helping employees cope with the growing cost of living and the tighter labour market, many companies are increasing pay. Also, employers are pressured to ensure positions are advertised as flexible when possible and to provide prospects for internal promotion (Boys 2024).
Things like technological advancements can be responsible for shifting the labour market , which influences branding, long-term organisational planning, development plans and recruitment decisions. To benefit from new concepts, tools, and software, businesses need to respond by continuously evaluating their processes and policies (Boys, 2024). Organisations also must respond by prioritising employee development, teaching staff members how to use contemporary technology to improve efficient communication and task performance (Blut and Wang, 2020). 
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What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3) 
Government 
The government play a significant role in ensuring that future skills demands are satisfied by establishing regulations that are meant to aid organisations in adopting staff development and providing financial support to strengthen the implementations,  (Commitee of Public Accounts, 2022). Despite the fact that skills policies are devolved, there are a few fundamental ideas and strategies that are being implemented UK wide (Crowley, 2023). Improved career counselling, more accessible and adaptable further education (FE), more apprenticeships, greater employer participation in the skills system, and focused assistance for skill development in small and medium-sized businesses (SMEs) are a few of these (Crowley, 2023).
Employer
Employers have a crucial leadership role to play in offering viable paths into the workforce (Levesque et al., 2022). These strategies can take a variety of shapes, such as collaborating with nearby schools, developing in-house skill-development initiatives, or determining the talents they require and sharing those abilities with nearby partners in the community and education. Employers can also position future employees by providing high quality work experience (Levesque et al., 2022).
Trade Unions
Trade union-led learning centers and union learning reps contribute to skill development by promoting the advantages of digital skills for example (TUC, 2021). Through offering chances for workers to advance critical skills, unions provide a helpful pathway for people to succeed. Additionally, unions facilitate Collective Learning Funds (CLFs), which are union-led programmes that encourage workforce co-investment in personal development in order to lower the cost of such learning. Additionally, they prioritise promoting high-quality apprenticeships and using union representatives to assist learning opportunities and support workers during their learning (TUC, 2021).
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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) 
According to George (2023) of the CIPD, workforce planning is one of the key business processes that synchronises people strategy with evolving organisational demands and could be the most productive thing a company does.
Labour supply and demand are balanced through the process of workforce planning (George, 2023). To help a company achieve its purpose, goals, and strategic plan, a workforce planning process analyses the current workforce, identifies future workforce needs, finding gaps and putting solutions into place to deal with these (George, 2023).
According to George (2023), actioning workforce planning processes can; Recognise and adapt to the demands of evolving customers, identify inefficiencies, boost the retention of employees, boost production quality and productivity, boost the work-life balance of employees and lower labour expenses to support flexible scheduling and workforce deployment (George, 2023). All of these aid in informing HR practices such as recruitment and selection, talent management, retention and succession planning (George, 2023).
Despite its advantages, workforce planning and estimating future labour requirements can be challenging, particularly in sectors of the economy that are experiencing fast change or when dealing with unpredictable economic situations (George, 2023). Implementing it can also be expensive and time-consuming, particularly if new technology or more staff members are needed. One may argue that labour planning is rigid and can hinder an organisation's capacity to react swiftly to unforeseen shifts in the market (Bonifacio, 2024).
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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) 
Forecasting Demand
In the process of workforce planning, firstly it is important to forecast demand. There are many methods that can be used to do this.
Managerial judgement - This is where the people leading the workforce planning exercise make management assess the current workforce against the organisation's needs. This technique relies on the knowledge and experience of senior staff to deliver effective judgements and analyses (Graham & Anwar, 2019).
Working back from costs - This method may also be used to assess labour demand. This covers the expenses related to onboarding new staff members and helping them gain the skills they need (Graham & Anwar, 2019).
Forecasting supply
Also used as a tool during workforce planning exercises are techniques focused on forecasting supply. 
Scenario planning  - During this exercise, one must make assumptions and weigh various "realities" regarding how the business environment will evolve over time and how the organisation can account for it (Mariton, 2019). Although a useful exercise, it is important to note that this technique is time consuming and requires resources that a small organisation may not be able to sacrifice (Mariton, 2019).
Skills audits - Employers may do this by dividing up their staff into functional and strategic business-critical positions, then evaluating each employee's skill set to see how it may complement that of their colleagues (CIPD, 2023).
Employees may possess a relevant set of abilities and skillset that they have gained outside of work in addition to the skills they commonly utilise in their day-to-day tasks. When addressing "skills gaps" found during the workforce planning process, the results from a skills audit might be very important (CIPD, 2023).
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Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3) 
The main focus of succession planning is to ensure that important positions can be filled in the event that a current employee leaves that role within the company or changes responsibilities. Succession planning is one of the core people practice functions that reduces a number of risks for an organisation and its future (George, 2024).
One approach to succession planning is creating talent pools (Wenzel, 2023). This entails compiling a list of individuals possessing particular talents or competencies to address the future demands of an organisation. HR and organisational leaders need to be aware of the organisation's strategy, essential competencies, and talent risks for key positions in order to develop a talent pool (Wenzel, 2023). Talent pools support a larger group of workers, contractors, or even third-party applicants and enable businesses to uncover future leaders from broader groups, including other corporate locations and departments, not only those in the leader's department (Wenzel, 2023). Additionally, talent pools are more likely to promote diversity, inclusion, and belonging than traditional succession planning, which favours those who fit in with the status quo giving organisations the opportunity to create a less homogeneous leadership team (Wenzel, 2023).
Utilising appraisals to identify people interested in advancement and succession inside the organisation is an additional strategy (Smith et al, 2022). Appraisals are a helpful tool for recognising workers who do their responsibilities well and exhibit the skills and behaviours required to advance as successful leaders. Furthermore, people management specialists might obtain employee feedback to learn about their perspectives on succession within the organisation (Smith et al., 2022).
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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) 

Table 1: Advantages and Disadvantages of various recruitment and selection methods.
	Method
	Strengths 
	Weaknesses

	Website advertisements
	. There is no extra cost. Once organisations have a recruiting website or a recruitment page built into their website, it becomes effectively a free platform for job listings (Buckley, 2023).
. Increased site visits -Candidates may browse the website even if they decide not to apply for a job. Even if a visitor does not submit an application for a job right away, their visit to an organisation's website might still lead to more communication and further interaction (Buckley, 2023).
	. The ads will not reach passive candidates that are highly competent but content with their current employment and not actively seeking a job. These individuals would need to be approached or directly headhunted (Landes, 2024).

	Interviews
	.Face-to-face or virtual interviews provide the chance for direct communication, the evaluation of non-verbal clues and body language, and the capacity to establish rapport (Gupta, 2023).
. Online interviews provide flexibility and convenience. Applicants do not need to take time off work or travel (Gupta, 2023).
	. Organising in person interviews, particularly for candidates travelling for or overseas candidates can be very costly (McRoberts, 2018).
. Additionally, the interview process can be lengthy because all candidates need to communicate directly with the recruiting staff (McRoberts, 2018).
. With online/virtual interviews, there are risks for technical problems, such a bad internet connection, problems with the camera or microphone etc. These can negatively impact the interview and, applicant's performance and experience.

	Social Media advertisements 
	. In one 2018 study, social media proved to be a successful, time and resource efficient recruiting technique that also seemed to increase candidate engagement and participation (McRobert et al, 2018).
. Social media advertising generates publicity for the organisation (McRobert, 2018).
	. Because of social media's large reach and capacity to draw in many people, it becomes difficult and time-consuming for human resources specialists to assess every application (McRoberts, 2018).
. Even while social media advertisements are free, they may have a restricted audience unless paid advertising and promotion is employed (McRoberts, 2018).

	Assessment centers
	. An accurate predictor of good performance (The British Psychological Society, 2015).
. The recruiters get the opportunity to spend more time with the candidates than usual. Interactions with the candidates over a greater period of time allows for more accurate and informed judgements and decisions by the recruiters (The British Psychological Society, 2015).
. Gives the candidates more of a chance to decide whether the organisation is the correct fit for them.
	. Assessment centers can be extremely costly and time consuming, with some taking place over numerous days.
. Due to their many moving parts, assessment centers can be logistically difficult to organise and run (The British Psychological Society, 2015).



464
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) 
One impactful trend in turnover that's effects are still seen today, occurred during the Covid-19 pandemic. Tessema et al, (2022) referred to this as the "Great Resignation", with 4.4 million employees in the US leaving their jobs. These trends were seen reflected across many other countries worldwide. This was due to burnout, stress, and depression due to inadequate measures for their health and well-being during the pandemic (Tessema et al, 2022). Further research by Tessema et al, (2022) found that, 25% of workers would leave their jobs for a better work-life balance, while 35% of employees say they would leave in quest of more salary and better benefits.
As per the CIPD's Labour Market Outlook report for Spring 2024, even while the labour market has partially returned to its pre-COVID norms, there is still a significant number of job openings compared to previous times. Their data indicates a continuous decline in the net employment balance across sectors. Based on this pattern, there may be more declines in turnover and consequently vacancy levels in 2024 (CIPD, 2024).
Some factors that influence people to leave or remain in their jobs include reward and recognition. Some studies have found that contingent rewards are one of the factors with the highest correlation with turnover intention, along with salary (Ali, 2008). Organisations should use recognition and reward as a motivating strategy in a company to improve employee well-being to keep high performing and valuable employees (Belete, 2018).
Research has also indicated that organisations with a hierarchical management structure in which senior organisational managers make decisions, have greater turnover rates. This is a result of workers not feeling engaged or involved in the development of the organisation (Belete, 2018).
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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) 
According to Stone et al. (2020), talents are valuable and unique abilities that individuals possess, and it is in the best interest of every organisation to concentrate on developing and retaining talents on both an individual and group basis. 
One strategy that may be used is employee training and development, which aids in the growth of talent at the individual and group levels (Stone et al., 2020). Organisations assess workers' abilities using a variety of methods, including performance report evaluation or observation in order to carry out a training plan successfully. For instance, after conducting a performance evaluation report, HR can put in place a training program designed to teach staff members time management techniques. This promotes professionalism and skill development, both of which are necessary for the growth and retention of talent (Stone, et al, 2020). 
Individually, flexible work arrangements are associated with improved retention rates. According to a recent Hays survey, employees are more likely to be incentivised to stay at companies that provide flexible working hours, with over half (56%) saying they would be ready to take a lower-paid position in return for a better work-life balance (Mayne, 2023).
Lastly, organisations would be more likely to retain talent at both the individual and group levels by implementing fair and equitable rewards like bonuses or salary raises, a key component of raising employee motivation (Stone et al., 2020). By doing this, a company may lower its staff turnover rate and increase employee motivation to carry out their jobs well and meet its strategic objectives (Stone et al, 2020).
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Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3) 
A talent pool is a collection of workers and potential candidates who have a lot of skills and abilities and are thus well-suited to fill a variety of tasks inside the organisation (Quilliam, 2023). 
Coaching, mentoring, and networking are a good approach to help people who are enrolled in talent management courses and part of an organisation's talent pool (Quilliam, 2023). Most methods of coaching and mentoring are centered on using one-on-one discussions to improve a person's abilities, comprehension, or productivity at work (Hayden, 2023). Coaching and Mentoring can help with performance management, prepare and support individuals through change, and encourage self-directed learning and growth (Hayden, 2023).
However, it is only one of several treatments that businesses may employ to address specified learning and development needs. Its benefits must be weighed against those of other development therapies, and it should only be applied when it is unquestionably the most effective means of promoting a person's learning and development (Hayden, 2023).
Another approach used to build and support talent pools within an organisation would be through performance reviews, considered by many as a crucial component to performance management and supporting existing talent pools within an organisations (Gifford, 2024). Similarly to coaching and mentoring, these are typically done face to face but are considered a more holistic approach to managing performance (Gifford, 2024). Performance evaluations are primarily used to assist learning and development objectives, however, unlike coaching and mentoring, performance reviews/appraisals may also be used to influence administrative decisions such as compensation, pay, promotions, and redundancies (Gifford, 2024).
Despite their effectiveness, it can take time to gather information for performance metrics that guide performance appraisals. For performance metrics to be both relevant and helpful, they need be carefully chosen in order to avoid wasting time and resources (Gifford, 2024).
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Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4). 
Organisation reputation and brand 
Because social exclusion can impede the expansion and growth of commercial markets, it is vital that companies take corporate responsibility into account in the framework of equality, diversity, and inclusion. A growing proportion of employers now feel that an organisation's entire reputation and image plays a significant role in attracting and keeping both clients and staff, and prioritising diversity plays a huge role in supporting this (Ali, 2022).
A Hosseini et al (2022) study indicates that by raising employee brand and prioritising EDI initiatives organisations can build a strong employer brand which outperforms rivals in terms of performance. An organisation's effectiveness in internal communications, induction, and performance management may also be positively impacted by a strong employee brand (Peters, 2023).
Furthermore, Employers facing difficulties in recruiting and competition for talent will rely even heavier on employer branding as in these scenarios it is even more crucial. The influence of employer brand is beginning to be realised by organisatons of all sizes, with 75% of participants in a study said they had taken steps in the previous year to enhance their organisation's employer brand (Peters, 2023).
Improved judgement and enriched perspectives.
Diversity and innovation results were determined to be statistically significantly correlated by the Harvard Business Review. The most inventive businesses were also the most varied in terms of migration, gender, education, and age. Additionally, diverse teams are better able to recognise goods and services that cater to the demands of wider consumer profiles (Wong, 2024). This ultimately results in more informed decision-making. According to Wong (2024), decision-making in teams that are more diverse is improved by 60%. Specifically, 73 percent of the time, gender-diverse teams fared better than solo decision makers (Wong, 2024).
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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) 
When top-performing workers decide to leave an organisation at a higher rate than underperforming workers, this is known as dysfunctional turnover (Peters, 2023a). This increases the workload of the existing staff, which can be detrimental to morale and productivity. Because of the potential for expensive declines in production and performance, this might also result in financial losses for the organisation. Organisations and their HR professionals should develop and implement strategic workforce strategies that guarantee efficient recruitment and selection and lower an organisation's turnover rate (Peters, 2023a).
Researcher Wiley Edge collected data from 500 business leaders in the UK which showed that a high staff turnover rate resulted in complaints about a change in company culture from remaining team members in 23% of businesses, and another 23% of businesses had noticed a deviation in company culture from the stated mission and values (Cholteeva, 2022).
The financial cost of dysfunctional staff turnover on businesses may be its greatest consequence, causing direct and indirect financial loses (Dwesini, 2019). This is particularly the case when it comes to recruiting and selecting new staff. Organisations utilise a range of resources in an organisation to improve the efficiency of the recruitment process, which can be costly and time-consuming. These include the time it takes employees to process new starters and leavers, the financial cost and time taken to conduct an efficient induction process, and the cost of advertising positions (Dwesini, 2019). Moreover, expensive training programs are often implemented as part of the employee development process during the onboarding phase. These expenses can greatly impact an organisations financial situation and lower revenue, hindering organisational growth (Dwesini, 2019).
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Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1) 
Zero-hour contracts
Zero hour contracts are most frequently understood as an agreement in which neither the employer nor the employee is required to perform any work that is given or offered (Daniels, 2022).
Zero-hour contracts can increase workforce flexibility by giving employers access to a pool of workers they can call on as needed (Daniels, 2022). This is especially useful for seasonal industries, such as retail, which requires more workers during the Christmas season, or seaside towns, which require more workers during the summer (Daniels, 2022).
However, other businesses employ these contracts in a more questionable manner, by just assigning shifts on a weekly or monthly basis without providing workers with a guarantee about the volume of work they would be assigned. The practice of employing zero-hour contracts has drawn a lot of criticism since it creates uncertainty of work an hours and, consequently, income (Daniels, 2022).
Fixed term contracts
These agreements are made when a company wants to employ someone, but only for a certain amount of time (Daniels, 2022). Fixed-term agreements are frequently employed when a unique project needs to be finished, for example. Companies may recruit one person or a large team to work on the project, but when it ends, it's likely that the employees who were specifically recruited will have no further work beyond this (Daniels, 2022). In this case, an employer would have given a fixed-term contract that specifies the end date of their employment (Daniels, 2022).
Fixed term contracts can also be utilised when a company wants to conduct a "trial period" before committing to a permanent job. (CIPD, 2021). In addition, maternity leave and long-term sick leave is commonly covered by fixed-term contracts (CIPD, 2021).

283
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) 
Expressed terms are specified terms, such as an employee's salary or working hours, that are often stated in writing, for example on an employment contract or a statement of particulars (Acas, 2023). Express terms can be negotiated orally during discussions and exchanges (Acas, 2023).
Organisational managers must ensure that the terms used within the organisation and within employment contracts are compliant with national laws, as outlined in the Employment Rights Act of 1996 (Daniels, 2022). An employer cannot, for instance, stipulate in a contract of employment that an employee would be getting paid £5 per hour because this is less than the minimum wage. Employers are not allowed to enforce terms that violate the law (Acas, 2024).
Terms that are referred to as “implied terms” include those that are deemed too obvious to be written down, any statutory rights derived from employment law and terms that are implied through "custom and practice"(Acas, 2023). 
If a term satisfies the "officious bystander test," an employment tribunal judge would deem it too “obvious” to be made an express term and would deem it unnecessary to write into an employment contract (Acas, 2023).
Employers are not usually required to put implied "statutory terms" in writing since they are derived from employment legislation. For instance, if an employee meets the requirements, they are entitled to statutory sick pay; nevertheless, their employer is not required to record the statutory sick pay rate in writing (Daniels, 2023).
The terms implied through "custom and practice" relate to long-standing customs or agreements that both parties accept and are therefore expected (Daniels, 2022). It would be acceptable for employees to assume that they are entitled to bonuses due to "custom and practice" if they have received bonuses annually for the past ten years. (Acas, 2023).
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Could you explain the components and two benefits of effective onboarding? (AC 4.3)
A key element of a successful onboarding process is expectation clarification, which involves HR specialists providing direction on what is expected of employees. As a result, workers are able to effectively perform by understanding their roles and carrying them out in accordance with the organisation's expectations (Smith et al., 2022). These expectations can be set out through strong and effective communication between employer and employee through role and departmental information sharing, which can provide clarification and comfort (McCartney, 2023).
During onboarding, socialisation is also essential. One way to help new staff establish solid working connections within their new teams is to provide them with opportunities such as specialised events or "meet and greets" (McCartney, 2023). The phrase "onboarding" refers to the entire process, which starts with a person's initial interaction with the company prior to their official joining and continues with them learning the workings of the company and adjusting to their new job. Every company, regardless of size, need to have a thoughtful onboarding process that gives a new hire a good impression of the company (McCartney, 2023).
Efficient onboarding procedures have both immediate and long-term advantages for organisations and workers (McCartney, 2023). Benefits for companies include lower absenteeism and turnover rates as well as higher levels of commitment and work satisfaction from staff members. A well-crafted induction program gives staff members the chance to meet new coworkers, learn more about the organisation and their role, and get up to speed quickly (McCartney, 2023). It also helps them integrate into their new workplace smoothly. Furthermore, a favourable organisational culture is developed through successful onboarding, and this has a positive influence on the organisation (Smith et al., 2022).
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