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(AC 1.1) How can organisations strategically position themselves in competitive labour markets? 
A well defined employer brand showcases the organisation's values, culture, and employee value proposition, making it more attractive to potential candidates (CIPD, 2023a). By applying marketing techniques to people management, organisations can display their unique working environment to both potential and existing employees, which enhances recruitment, engagement, and retention efforts (CIPD, 2023a). Google serves as an example of this approach. Google effectively markets its unique culture to potential and current employees by emphasising perks such as bringing pets to work, on-site healthcare, generous death benefits, and meaningful work (Zulfan et al., 2020). This strategy helps attract top talent and boosts engagement through a fun and supportive environment, which in turn improves retention (Zulfan et al., 2020).
A SWOT analysis is an important tool for organisations in order to identify their strengths, weaknesses, opportunities, and threats in the labour market (CIPD, 2024a). This self-assessment helps management make informed decisions and develop strategies to capitalise on strengths, address weaknesses, seize opportunities, and mitigate threats (CIPD, 2024a). By understanding their competitive position, organisations can better align their people strategy with the organisation’s objectives.
It is crucial for an organisation to adapt to the changing world of work to remain competitive. The CIPD (2023b) international survey highlights the importance of flexible and hybrid working arrangements, as well as the need for people professionals to develop specialist skills such as analytical skills, talent management, and navigating change. Organisations that prioritise employee experience, invest in their people professional skills, and embrace new ways of working will be better positioned to attract and retain top talent in a competitive labour market (CIPD, 2023b).

(AC 1.2) What is the impact of changing labour market conditions on resourcing decisions? 
Changing labour market conditions have a direct impact on resourcing decisions in organisations. Economic factors such as GDP, unemployment rates, and inflation all influence the demand for and supply of labour (CIPD, 2024b). During a recession, reduced consumer spending may lead organisations to downsize their workforce and focus on cost-cutting solutions in their resourcing decisions. 
Demographic shifts such as an ageing workforce and increasing female participation since the 20th century alter the composition of the labour market (Wilton, 2019a), in a workplace with an increasing proportion of older workers, organisations should adapt their resourcing strategies to accommodate a multigenerational workforce, such as offering flexible working arrangements, or reskilling employees to stay up to date with technological advancements.
To navigate these changing labour market conditions, organisations can use a PESTLE (Political, Economic, Sociological, Technological, Legal and Environmental) analysis to evaluate the external factors which are influencing labour market conditions to make informed resourcing decisions (CIPD, 2024c). This can be used to analyse technological advancements, which may require organisations to recruit employees with specific digital skills moving forward. 
Resourcing decisions may also be influenced by employer branding and recruitment methods. A strong employer brand helps organisations to compete for talent and drive employee loyalty through effective recruitment, engagement and retention practices (CIPD, 2023a). In a competitive labour market, innovative recruitment strategies, such as social media campaigns or employee referral programs, can expand the candidate pool and help organisations to stand out. 
Organisations must be proactive and adaptable with their resourcing decisions, using tools such as PESTLE analysis to assess external factors which are influencing the labour market. Organisations can attract, retain and develop employees by adjusting to demographic shifts, strengthening employer branding and adopting innovative recruiting strategies.

(AC 1.3) What is the role of government, employers and trade unions in ensuring future skills needs are met? 
The government is responsible for creating policies and initiatives that promote skill development, such as investing in education and training programs, providing funding for apprenticeships, and encouraging lifelong learning. In 2021-22, the UK government spent £3.9 billion on adult education (National Audit Office, 2022), which shows an ongoing commitment to developing skills.
Employers have a direct stake in ensuring their workforce possesses the necessary skills in order to remain competitive, attract talent and improve retention rates. A 2019 Linked In survey suggests that 94% of employees would stay with their employers if they invested in their development (Chopra-McGowan, 2022), which suggests significant impact on retention rates. Employers gain an advantage by investing in upskilling initiatives as this closes the skill gap within the existing workforce and attracts candidates which are seeking development opportunities (Furman, 2023). Amazon’s ‘Career Choice’ program has proven to be successful for the organisation, which enhances the employee experience by offering free education to low skill workers to transition them into specialised positions, such as HR partner (Furman, 2023). 
Trade unions advocate for workers' rights to access training and development opportunities, and can negotiate with employers to establish learning agreements, ensuring that employees have the time and resources to enhance their skills (TUC, 2021). Trade unions employ Union Learning Reps which perform three key functions; identifying skill gaps, connecting workers to appropriate training programmes, and addressing any barriers to learning such as hesitation or uncertainties (TUC, 2021). 
Collaboration among these three entities is essential for effective skills planning and development. The Welsh Government's "Skills for All" initiative is an example of such collaboration, providing free, high-quality courses to help individuals build up their skills, progress in work, and boost their job prospects (Careers Wales, 2020). 

(AC 2.1) 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?
Effective workforce planning allows organisations to anticipate and prepare for the projected workforce needs and competency gaps in order to align with the organisation’s strategic goals (Taylor and Woodhams, 2022). 
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Figure 1: Processes of Workforce Planning (CIPD, 2023c)
The image illustrates the iterative nature of the workforce planning process, displaying key parts such as understanding the organisation, analysing the workforce and identifying gaps. This approach contributes to a number organisational impacts such as, enhancing strategic ability, optimising resource allocation and improving employee retention and engagement. 
By forecasting future talent needs, organisations can proactively address skill gaps, enabling swift adaptation to market changes (CIPD, 2023c). This forward-thinking approach ensures competitiveness in rapidly evolving sectors. However, workforce planning is not an exact science and requires flexibility to adapt to unforeseen changes (CIPD, 2023d).
Effective planning ensures that organisations have the appropriate talent in place where and when it’s needed (Taylor and Woodhams, 2022), this approach enhances operational efficiency and can lead to future cost savings on recruitment. It allows organisations to optimise the workforce by addressing shortages, surpluses or skill mismatches (CIPD, 2023d). 
Workforce planning positively impacts employee engagement and retention by having a clear progression pathway and more targeted development opportunities which fosters a culture of learning and improvement (Taylor and Woodhams, 2022). This leads to improved employee satisfaction and potentially lower turnover rates. However, if not managed carefully, it may lead to unrealistic expectations among employees about career advancement. 
Workforce planning provides a framework for more informed decision-making in areas such as recruitment, training and succession planning (CIPD, 2023c), but should be implemented carefully to avoid unrealistic employee expectations or inflexibility to market changes. 

(AC 2.2) I want to introduce workforce planning in my organisation but I’m unsure which techniques to use. Could you evaluate the techniques used to support the process of workforce planning? 

Effective workforce planning relies on using credible techniques such as the Seven 'Rights' of Workforce Planning and Gap Analysis.
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Figure 2: Seven 'Rights' of Workforce Planning Diagram (CIPD, 2023d)

The Seven 'Rights' of Workforce Planning offers a comprehensive framework encompassing right capability (ensuring correct skills and competencies), right size (appropriate headcount), right shape (optimal workforce composition and structure), right location (proper geographical and structural placement), right time (having people when needed), right cost (considering financial implications), and right risk (accounting for workforce-related risks) (CIPD, 2023d). 
The main strengths lies in flexibility and adaptability to organisations of various sizes, preventing oversight of key aspects. However, balancing all seven elements simultaneously may overwhelm organisations with limited resources. 
Gap Analysis compares the current workforce with future needs to identify skill gaps, surpluses, or shortages (CIPD, 2023d). It starts by assessing current skills, often by using skill assessments (Green, 2024). The next step is identifying critical future skills based on organisational strategy and industry trends, which is then compared to current skills to identify gaps. The results guide decisions on training existing staff or hiring new employees (Green, 2024). 
Gap analysis provides clear insights into workforce capabilities and deficiencies, guiding targeted training and development strategies (Green, 2024). However, its effectiveness relies on accurate forecasting of future needs, which can be challenging for rapidly changing industries. It may also not capture all nuances of employee capabilities, such as soft skills or potential for growth.
Both techniques offer valuable support to workforce planning. The Seven ‘Rights’ provides a holistic framework, while Gap Analysis offers specific insights into skill requirements. Organisations may benefit from using both approaches together, while adapting them to the specific needs and resources.

(AC 2.3) Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks?
Individual position planning focuses on identifying and preparing successors for specific senior or critical roles within an organisation. This approach involves selecting high-potential individuals and providing them with tailored development opportunities to prepare them for future leadership positions (CIPD, 2024d). This mitigates workforce risks by proactively developing internal talent through in-house job rotations, secondments and targeting training which ensures a ready pipeline of qualified successors for key roles should a role become vacant (CIPD, 2024d). 
HSBC are using this method in replacing their CEO, the potential successors have both been rotated through key financial departments, sent on international assignments to gain global exposure, and given further training to advance their financial strategy (Wilson, Griffin and Choudhury, 2024). This preparation ensures that a well-prepared candidate can seamlessly step into the role without an impact to the organisation. 
Succession planning through building talent pools can be used to create groups of talented individuals which are capable of filling a variety of roles within the organisation. Instead of focusing on specific positions, this approach groups jobs by function, level, or required skills, which allows for the development of more versatile individuals and successors (CIPD, 2024d). The aim of this is to create adaptable employees, each capable of stepping into different roles as needed.
Microsoft develops their talent pool by fostering cross-functional collaboration, which encourages employees to explore diverse roles and gain exposure to different aspects of the organisation (Testlify, 2023). This enhances individual growth and equips Microsoft with a workforce of versatile professionals capable of stepping into various roles as needed. 


(AC 2.4) 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? 
Advertising on an organisation's website is cost-effective and reaches interested candidates. It showcases the organisation's culture and benefits, allowing candidates to familiarize themselves with the organisation before applying. However, this method has limited reach, potentially missing candidates not actively checking the website.
Interviews allow direct assessment of candidate’s qualifications, experiences and cultural fit (Indeed, 2022). Interviews enables in-depth discussion of the specifics of the job and allows managers to gauge the candidates interpersonal skills and enthusiasm towards the role. However, this method can be subject to unconscious bias (Indeed, 2022), for example an extroverted candidate may be perceived in a higher regard than an introverted candidate more suited to the role. Some managers may also lack proper interviewing skills, which may lead to poor hiring decisions. 
Social Media offers a modern approach to recruitment. It provides access to a broader, more diverse talent pool and allows organisations to showcase their culture and values (Cassidy, 2021). Like the organisation’s website, this is cost effective method but offers the advantage of direct engagement with potential candidates. However, it requires constant management and strategy to maintain an authentic brand presence. Organisation’s using this as a recruitment method should be weary about using personal information from social media profiles in the hiring process, as this may lead to discrimination claims (Cassidy, 2021). 
Skill-based assessments evaluate candidates abilities directly related to the job. These evaluations, including practical job simulations and scenario-based tests, offer a reliable indicator of job capabilities (CIPD, 2023e). They showcase candidates practical skills in job-related scenarios. However, this method can be time-consuming and resource-intensive to implement. It may also cause candidate stress, potentially affecting performance.

(AC 3.1) 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? 
One significant trend is the increasing frequency of job changes among younger workers, particularly Millennials and Gen Z. These generations often prioritise career development, work-life balance and finding positions which align with their passion and skills, leading to higher turnover rates than older employees (Vemparala, 2023). Career development opportunities are paramount, with younger workers more likely to leave if they perceive limited growth or advancement prospects (Singh, 2019). This highlights the need for training programmes and some form of progression within the organisation. Leadership and management style both have an impact on the decision to stay and leave, with younger workers often preferring more collaborative, and less hierarchical work environments (Singh, 2019). This shows a growing need for fair and inclusive HR practices within an organisation. 
A major trend influencing employee turnover and retention is the growing demand for workplace flexibility. Since the COVID-19 pandemic, employees have increasingly prioritised flexible working arrangements in their job decisions. A CIPD study found a significant gap between the flexible working options employees currently use and what they would choose if available, indicating substantial unmet demand (CIPD, 2021). This desire for flexibility is a key factor in why people choose to leave or remain with an organisation, and organisations offering a diverse range of working arrangements, including both location and schedule flexibility, are likely to see improved retention rates.
Organisations can lower turnover and improve their retention rates by focusing on key areas which matter most to employees. This includes offering robust career development opportunities, adopting a more collaborative leadership style, and providing a diverse range of flexible working arrangements. 

(AC 3.2) I want to compare different approaches to developing and retaining talent on an individual and group level? Could you give me some pointers? 
At the individual level, one effective approach is coaching and mentoring. This personalised method allows for targeted skill development and career guidance, helping employees grow in their roles and feel valued by the organisation (Hayden, 2023). Coaching can be particularly effective for developing leadership skills and addressing specific growth areas (Hayden, 2023) By investing in individual development, organisations demonstrate their commitment to employee growth, which can significantly enhance retention.
At the group level, communities of practice represent an effective approach to talent development and retention. These are informal groups of people who share a common interest, passion, or area of expertise and come together regularly to collaborate and learn from each other (Wenger and Snyder, 2000). Unlike formal teams or departments, communities of practice are self-organising and self-selecting, driven by the participants desire to share knowledge and improve their skills (Wenger and Snyder, 2000). This method fosters a culture of continuous learning and can cover a broader range of topics than individual coaching. Communities of practice promote networking and relationship-building within the organisation, which can enhance employee engagement and retention (NHS, 2015).
Coaching and mentoring provides personalised, one-on-one development that can address specific individual needs and career goals (Hayden, 2023). It allows for confidential discussions and targeted skill enhancement, which can be particularly effective for leadership development. Communities of practice on the other hand, offer a broader, more collaborative approach to learning and development. They foster knowledge sharing among peers, promote innovation, and create a sense of belonging that can enhance retention (Wenger and Snyder, 2000). While coaching may require more resources per individual, communities of practice can be challenging to sustain without proper organisational support.

(AC 3.3) Could you evaluate approaches that an organisation can take to build and support different talent pools? 
Talent pools are groups of high-potential employees or candidates who can significantly impact organisational performance, either through immediate contributions or future potential (CIPD, 2023f). Organisations can use two approaches to effectively build and support their talent pools. 
Strategic workforce planning involves analysing current and future talent needs, enabling organisations to proactively build talent pools aligned with long-term objectives (CIPD, 2023d). This approach effectively builds talent pools by identifying critical roles and skills needed for future success. It supports these pools through data-driven decision-making and proactive talent acquisition strategies (CIPD, 2023d). However, its effectiveness can be limited by factors such as poor data quality, lack of clearly defined roles and insufficient support across organisational departments, which can make implementation difficult (HRZone, Undated). If not implemented correctly, this can lead to a slower and less effective planning process. 
Internal mobility focuses on developing and retaining existing talent through career pathing and succession planning. This approach builds talent pools by creating skilled employees who can move across different roles and departments. It supports these pools through continuous skill development and clear career progression opportunities. Internal mobility significantly improves employee retention, employees who make internal moves have a 75% chance of remaining with the organisation after two years, compared to 56% for those who don't (Moot, 2023). However, implementation can be challenging due to cultural and structural barriers such as departmental silos, resistance from managers, or outdated "corporate ladder" mindsets, which may hinder this approach (Moot, 2023).
Both strategic workforce planning and internal mobility programs offer robust ways in developing and supporting talent pools, however organisations should select the approach which works best based on their resources and culture. 

(AC 3.4) Could you evaluate two benefits of diversity in building and supporting talent pools? 
Enhancing innovation potential is a significant advantage of diverse talent pools. Research suggests that organisations with diverse talent pools are better positioned to drive innovation and adapt to market changes (Green and Young, 2019). Talent pools that are diverse in age, gender, and race offer a variety of perspectives and experiences, fostering more innovative problem-solving approaches within the organisation. This diversity can lead to a broader range of ideas and solutions, challenging conventional thinking and sparking creativity. For example, individuals from different cultural backgrounds may approach problems from unique angles, leading to novel solutions that might not arise in more homogeneous groups. Gender diverse talent pools can contribute to more balanced decision-making processes, potentially resulting in more innovative and comprehensive strategies (CIPD, 2022a). However, simply having a diverse talent pool doesn't automatically translate to innovation. Organisations must actively cultivate these pools and create inclusive environments where diverse voices are valued when individuals are brought into teams.
Talent Attraction is another benefit of diversity in talent pools. Organisations with a reputation for valuing diversity are more likely to attract a wider range of talented candidates. This is particularly important for younger generations entering the workforce. A survey found that 83% of Gen Z respondents consider an organisation's commitment to diversity and inclusion important when choosing an employer, while 54% of workers across all age groups would accept lower pay to work for an organisation sharing their values, including those related to diversity and inclusion (Daly, 2023). This suggests that building diverse talent pools can significantly enhance an organisation's ability to attract top talent. However, it's crucial to note that attracting diverse talent is only the first step, organisations must also create inclusive environments to retain and develop this talent effectively (Daly, 2023).
 
(AC 3.5) 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?
Dysfunctional employee turnover occurs when high-performing or valuable employees leave an organisation and are replaced by less capable individuals, this type of turnover is detrimental to performance and productivity (Wallace and Gaynor, 2012).
Financially, dysfunctional turnover leads to increased costs associated with recruiting, hiring, and training of new employees to replace those who have left. According to the Society for Human Resources Management, turnover costs can be triple or even quadruple the departing employee's salary, particularly for highly specialised or senior roles (Michaels, 2023). After the departure, there's often a period of reduced productivity as new hires acclimate to their roles, further impacting the organisation's bottom line (Peters, 2024).
Dysfunctional turnover can result in a loss of valuable institutional knowledge and expertise. When experienced employees depart, they take with them critical skills and understanding of organisational processes, which can be challenging to replace quickly. This loss can lead to decreased efficiency and effectiveness across various functions within the organisation (Wallace and Gaynor, 2012).
Dysfunctional turnover can also have negative effects on employee morale and culture. High turnover rates may lead to increased workloads for remaining staff, potentially causing stress and burnout. It can also create a sense of instability within the organisation, potentially triggering further turnover among other valuable employees (Peters, 2024).
The result of dysfunctional employee turnover extends far beyond immediate financial costs. It creates a ripple effect throughout the organisation, affecting productivity, knowledge retention, team dynamics, and overall culture. The cumulative effect of these factors can significantly hinder an organisation's performance, competitive edge, and long-term success. It is therefore essential to understand and mitigate dysfunctional turnover in order to reduce costs and maintain a skilled, engaged workforce. 

(AC 4.1) Could you assess suitable types of contractual arrangements dependent on specific workforce need. 
Permanent employees form the core of most workforces, providing stability and continuity. These full-time or part-time contracts offer job security, benefits, and career progression opportunities, fostering loyalty and long-term commitment (Auer, 2003). However, they also come with higher costs and less flexibility for employers.
Fixed-term contracts are suitable for projects with defined timeframes or to cover temporary absences. They offer more certainty than casual arrangements while maintaining some flexibility (CIPD, 2021a). These contracts can be full-time or part-time and are ideal for roles with a known end date, such as maternity cover or specific projects. However, there is a risk that employees on fixed-term contracts can feel less secure and invested in the organisation which can affect their engagement and performance (Mauno et al., 2005).
Zero-hours contracts provide maximum flexibility for employers dealing with fluctuating demand. This allows organisations to scale staffing up or down as needed, but offer no guaranteed hours to workers (CIPD, 2021b). While beneficial for some, these arrangements can create financial insecurity for workers and subsequently leads to a much higher rate of turnover (CIPD, 2022b).
Agency workers offer a quick solution for temporary staffing needs or accessing specialised skills, they can be rapidly engaged and terminated, helping manage workload peaks (CIPD, 2022c). However, agency workers may be less integrated into the organisation culture and come with agency fees, leading to an enhanced cost over other employees in the same role. 
Before choosing the type of contractual arrangement for a worker, organisations should identify operational requirements, cost constraints, and long-term strategic goals. The ideal approach may involve a mix of contractual types, tailored to different roles and organisational needs, while ensuring legal compliance and fair treatment of workers.

(AC 4.2) 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? 
Express terms and implied terms are two different types of conditions that form an employment contract.
Express terms are clearly stated agreements between the employer and employee. These are usually written in the employment contract or offer letter, but can also be agreed verbally (Daniels, 2022). Some examples of this include employee's salary, job title, working hours, and holiday allowance.
Implied terms however, are not explicitly stated but are still considered part of the employment contract. These can come from various sources such as collective agreements, laws, workplace customs, and court decisions (Daniels, 2022). Implied terms can include basic expectations, legal rights, and long standing practices in the workplace.
One major difference is that express terms are easy to identify and prove, while implied terms may need interpretation and can sometimes be disputed. It's crucial to understand that express terms cannot override or reduce an employee's legal rights (Acas, 2023).
Implied terms can also become part of the contract if they're necessary for the organisation to function effectively, or if both parties consistently behave in a way that suggests they've agreed to something, even if it's not written down (Acas, 2023). 
The Employment Tribunal case of Metroline Travel Ltd v D'Auvergne and others (2020) illustrates an example of the complexity of implied terms this in the context of a TUPE transfer; bus drivers successfully claimed entitlement to meal relief payments based on a practice established with their previous employer, despite it not being explicitly stated in their contracts. The court ruled in favour of the drivers in this case, recognising the meal relief payments as an implied term of their employment contracts due to the long term practice of this. 
Express terms provide the clear, agreed-upon framework of the job, while implied terms fill in the gaps and ensure fairness. Both are important for defining the rights and responsibilities within the workplace.
(AC 4.3) Could you explain the components and two benefits of effective onboarding? 
The main components an effective onboard procedure are: 
1. Pre-employment preparation: This includes providing joining instructions, new starter forms, and essential information to help employees prepare before their start date (McCartney, 2023).
2. First day welcome: A personalised welcome, workplace tour, and introduction to key colleagues help new hires feel comfortable in their new environment (McCartney, 2023).
3. Organisational orientation: Providing information about the organisation’s history, structure, strategy, and culture helps new employees understand the broader context of their role (Frögéli et al, 2023).
4. Role-specific information: Clarifying job requirements, responsibilities, and performance expectations ensures new hires understand their role (McCartney, 2023).
5. Team integration: Introducing new employees to their team and explaining work processes facilitates social integration (Newhouse, 2020).
6. Training and development: Offering necessary training and outlining available development opportunities helps new hires build competence in their role (Frögéli et al, 2023).
7. Regular check-ins: Scheduling frequent meetings with supervisors and mentors provides ongoing support and feedback (Newhouse, 2020).
Two of the main benefits of effective onboarding are improved employee performance, and increased long-term engagement. 
Effective onboarding practices can contribute to higher levels of role clarity, task mastery, and social acceptance for new employees (Frögéli et al, 2023). These factors help new starters understand their responsibilities, feel capable in their tasks, and integrate into the social environment. Research on new nurses showed that those experiencing structured onboarding reported higher competence levels compared to those who did not (Frögéli et al, 2023), which suggests a positive impact on performance when onboarding effectively. 
Employee retention is another benefit of effective onboarding, with research suggesting that organisations with strong onboarding processes can improve new hire retention by 82% (Southern, 2023). By creating a positive first impression and reinforcing the organisation’s culture and values from the outset, effective onboarding fosters a sense of belonging and purpose. This approach results in more committed employees who are less likely to seek opportunities elsewhere, reducing turnover costs and contributing to overall organisational stability and growth.
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