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This unit focuses on the impact of effective workforce planning in considering the development of diverse talent pools and how to contract and onboard the workforce. It also includes analysis of the potential cost to the organisation if this is poorly managed and the tools and interventions required to mitigate this risk.

CIPD’s insight

Workforce planning (July 2025)

Workforce planning is a core business process which aligns changing organisation needs with people strategy. It can be the most effective activity an organisation can engage in. It doesn’t need to be complicated and can be adjusted to suit the size and maturity of any organisation. It can provide market and industry intelligence to help organisations focus on a range of challenges and issues, and prepare for initiatives to support longer term business goals. 

https://www.cipd.co.uk/knowledge/strategy/organisational-development/workforce-planning-factsheet

Strategic workforce planning (July 2025)

This guide introduces you to workforce planning and provides you with an overview of how to do it. It examines the key stages involved in workforce planning and offers a practical structure for determining your strategy, with illustrative examples to guide practice.
We’ll show you how to develop a workforce plan by walking you through two methodologies for workforce planning: a six-stage planning framework and a seven ‘rights’ principle. The planning framework offers six stages for conducting workforce planning in the right order; the seven ‘rights’ principle lists seven areas of the business that you need to consider. 
People practitioners can use this guide to structure their (strategic) workforce planning, to identify the workforce challenges they may face ahead of time, and to put in place the appropriate actions to ensure organisational readiness and success.

https://www.cipd.org/uk/knowledge/guides/strategic-workforce-planning/

Employee turnover and retention (February 2026)

Employee turnover can have a negative impact on an organisation’s performance. By understanding why staff leave an organisation, employers can devise initiatives that reduce turnover and increase employee retention.

This factsheet explains the metrics of employee turnover and retention and strategies on how to keep them at healthy levels. The factsheet also covers why people leave organisations and recommends practices to improve staff retention such as flexibility, fair treatment and employee wellbeing. For more information on turnover patterns for workforces in the UK, explore the CIPD Data hub.

https://www.cipd.org/uk/knowledge/factsheets/turnover-retention-factsheet/

Resourcing and talent planning report (September 2024)

The CIPD’s Resourcing and talent planning report 2024, produced with the support of resourcing transformation specialist Omni RMS, examines employer practices to offer insights and recommendations to guide talent management and investment decisions.

Now in its 24th edition, the report includes for the first time, details of the impact of UK migration rule changes, the role of AI in hiring and the increasing prevalence of flexible and hybrid work options. While these findings are based on UK data, the broader trends and implications should be of interest wherever you are based.

https://www.cipd.org/uk/knowledge/reports/resourcing-surveys/

Skills for the future: Why investment in early talent is crucial for workforce success (February 2026)

Organisations continue to face challenges in recruiting the talent they need despite falling vacancy numbers, while at the same time navigating the rapid pace of technological change and candidate expectations. According to the CIPD’s Resourcing and talent planning 2024 report, supported by Omni RMS, 83% of organisations that attempted to recruit over the previous year experienced difficulties. In response, organisations are turning inward by investing in internal talent mobility, up-skilling existing employees and expanding development programmes to meet current and future workforce needs.

https://www.cipd.org/uk/views-and-insights/thought-leadership/insight/investment-early-talent/

Please note that the purpose of this insight is to link you to CIPD’s research and evidence within the subject area, so that you can engage with the latest thinking. It is not provided to replace the study required as part of the learning or as formative assessment material.


Relevant podcasts

For more information on this unit’s key issues, listen to CIPD’s podcast, HR People Pod.

Episode 7: Great retention
Episode 35: Lifelong learning and green skills



Preparation for the task
You must:
· not use artificial intelligence to suggest ideas, generate content, or structure, edit or enhance your assessment in any way, and ensure that this is your own independent work;
· make sure you understand your Study Centre's instructions on how to complete and submit your assessment;
· watch the supporting video for this unit: 5HR02 Talent management and workforce planning | CIPD
· read the CIPD’s word count policy which your Study Centre will provide for you. Remember that your work will be referred if you exceed the word count limit (+10%).









[bookmark: _Hlk102485723]Task
This task requires you to answer 10 questions, each relating to the case study. Your answers should respond accurately to the questions and should be informed by wider reading from key academic texts, articles and relevant publications. References should be included within each of your answers and full details presented in a bibliography at the end of your assessment.

Please ensure that your work is presented clearly, typically using the question, sub-headings or AC references to link your responses to the questions, and that your work complies with the word count requirements stated at the end of the assessment brief.  

Case study
Founded in the 1950s, Clyssan develops and manufactures a wide range of well-known consumer products. The product range includes beauty, cleaning and food products. Clyssan operates from more than 250 factories and 10 corporate hubs around the world. The global headquarters are in the UK, with regional headquarters in European countries and the US.

To maintain its market position and stay ahead of product market competitors, Clyssan invests heavily in research and development (R&D), including specialist R&D facilities. Around a quarter of Clyssan’s UK workforce are employed in R&D. To encourage teamworking, achievements of the R&D team are credited to the department rather than individuals. There is an expectation that the R&D team deliver fast results, particularly in developing new, sustainable packaging solutions.

[bookmark: _Int_nj0AAGqU]Clyssan offers a one-year industrial placement to almost 100 degree students each year. Students apply for a specific discipline, such as people management, finance, marketing, sustainability, supply chain, research and development, and technology. Currently, vacancies are advertised in the ‘Early Careers’ section of Clyssan’s website and placement vacancy details are passed to placement officers at a variety of universities. Initial screening is completed by AI, and applicants who progress to the next stage complete online tests (numerical and verbal reasoning, and situational judgement). Applicants who progress to the final stage attend a discovery centre (an immersive day where group tasks and individual activities are completed).

Clyssan has recently invested in a new generation of robotics in their factories. For example, robots now pack all pallets of finished goods. Despite this investment, there remains a role for production operatives, who are employed on a range of contracts, including permanent full-time contracts, permanent part-time contracts, zero-hour contracts in addition to agency workers.










Questions

[bookmark: _Int_yTVdvElP]Global organisations have experienced a surge in cyber attacks and it is now more important than ever that Clyssan attract and retain cyber security experts. Explain how Clyssan can strategically position themselves in this competitive labour market. (AC 1.1)

Explain the impact of changing labour market conditions on resourcing decisions at Clyssan. (AC 1.2)

The people function at Clyssan is divided into specialist teams. The Talent Team is responsible for workforce planning, and the value of workforce planning is being questioned. Analyse the impact of effective workforce planning, making clear how Clyssan could benefit from this activity. (AC 2.1)

Evaluate techniques that Clyssan could use in their workforce planning process. (AC 2.2)

You are responsible for recruitment and selection of students for the industrial placement roles. A high number of applications are received for these roles, and you want to ensure that the current recruitment and selection methods are suitable. As part of this activity, evaluate the strengths and weaknesses of:
advertising placement year roles on Clyssan’s own website
liaising with university placement officers
using online tests
using discovery centres to select applicants for placement year roles. (AC 2.3)

The employee turnover rate of R&D employees is higher than in previous years. Discuss what factors could influence R&D employees when deciding whether to leave or remain at Clyssan. (AC 3.1)

Retention of R&D staff at Clyssan is an issue, as there are many labour market competitors, and their skills and expertise are highly sought after. Compare two approaches that Clyssan could use to retain R&D staff. When comparing, it is important to identify similarities and differences between the two approaches. (AC 3.2)

Explain the impact of dysfunctional employee turnover of R&D staff at Clyssan. (AC 3.3)

Assess the suitability and use of permanent full-time contracts, permanent part-time contracts, zero-hour contracts and agency workers for the production operative roles at Clyssan. (AC 4.1)

Explain why it is beneficial for Clyssan to provide effective onboarding for directly employed production operatives. (AC 4.2)

Your evidence must consist of:		
· Q1 to Q10 should total approximately 3900 words. The acceptable word count range for this assessment is 3510 (-10%) to 4290 words (+10%). Any assessment that exceeds 4290 words will be automatically referred, in line with the CIPD word count policy.
· References should be included within each of your answers and full details presented in a reference list or bibliography at the end of your assessment.



Answer Checklist
You may find the following checklist helpful to make sure that you have answered all the questions. You don’t have to use it if you don’t want to.
	Questions
	Answered
Y/N

	Q1.
	Global organisations have experienced a surge in cyber attacks and it is now more important than ever that Clyssan attract and retain cyber security experts. Explain how Clyssan can strategically position themselves in this competitive labour market. (AC 1.1)
	

	Q2.
	Explain the impact of changing labour market conditions on resourcing decisions at Clyssan. (AC 1.2)
	

	Q3.
	The people function at Clyssan is divided into specialist teams. The Talent Team is responsible for workforce planning, and the value of workforce planning is being questioned. Analyse the impact of effective workforce planning, making clear how Clyssan could benefit from this activity. (AC 2.1)
	

	Q4
	Evaluate techniques that Clyssan could use in their workforce planning process. (AC 2.2)
	

	Q5.
	You are responsible for recruitment and selection of students for the industrial placement roles. A high number of applications are received for these roles, and you want to ensure that the current recruitment and selection methods are suitable. As part of this activity, evaluate the strengths and weaknesses of: 
a. advertising placement year roles on Clyssan’s own website
b. liaising with university placement officers
c. using online tests
d. using discovery centres to select applicants for placement year roles. (AC 2.3)
	

	Q6.
	The employee turnover rate of R&D employees is higher than in previous years. Discuss what factors could influence R&D employees when deciding whether to leave or remain at Clyssan. (AC 3.1)
	

	Q7.
	Retention of R&D staff at Clyssan is an issue, as there are many labour market competitors, and their skills and expertise are highly sought after. Compare two approaches that Clyssan could use to retain R&D staff. When comparing, it is important to identify similarities and difference between the two approaches. (AC 3.2)
	

	Q8.
	Explain the impact of dysfunctional employee turnover of R&D staff at Clyssan. (AC 3.3)
	

	Q9.
	Assess the suitability and use of permanent full-time contracts, permanent part-time contracts, zero-hour contracts and agency workers for the production operative roles at Clyssan. (AC 4.1)
	

	Q10.
	Explain why it is beneficial for Clyssan to provide effective onboarding for directly employed production operatives. (AC 4.2)
	



Declaration of Authentication
Declaration by learner 
	I can confirm that:

1. This assessment is entirely my own work and has been completed in accordance with the requirements set by my study centre and the awarding organisation.
2. All sources used within this assessment have been clearly acknowledged and referenced, and that I have not copied from or colluded with any other individual.
3. I have not used AI tools to suggest ideas, generate content, structure, edit or enhance my assessment.

I understand the consequences of malpractice and accept that any violation of this agreement may result in disciplinary action.

	Learner name: 
	 

	Learner signature: 
(This must be a true signature, so a handwritten signature, or a photo or scan of a handwritten signature, or an e-signature. A typed signature is not acceptable.)
	 

	Date of submission*
Date of first re-submission (if applicable)*
Date of second re-submission (if applicable)* 
*This should be the date on which you submit your assessment for marking.
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Marking Guidance for Assessors

You should mark in line with the marking descriptors set out on page 12 of this brief. 
You must provide a mark from one to four for each question set. You must provide constructive, developmental feedback against each question where you award a mark of one, so refer/fail and rich summary feedback at the end of the feedback form, following the instructions provided there.
To pass the unit assessment learners must achieve a mark of two (Low Pass) or above for each of the questions. You must refer/fail them if you award a mark of one for any of the questions.
Please ensure that you use the correct terminology. Learners have three attempts at the assessment. They only ‘fail’ the assessment if they do not achieve a mark of one for any of the questions at their third attempt. Until then they are ‘referred’.
When you have marked each question, you should total the marks awarded and determine the unit outcome. The table below shows the marking bands for each outcome for this unit.

	Overall mark
	Unit result

	0 to 19
	Fail

	20 to 25 
	Low Pass

	26 to 32
	Pass

	33 to 40
	High Pass




Please note that the unit outcome is provided: 
to help learners understand where they are performing well and where they may need to develop
to help inform your teaching practice
for moderation purposes

The qualification is not graded and unit outcomes do not appear on learners’ certificates or statements of unit credit.


Marking Descriptors
	Mark
	Range
	Descriptor

	1
	Refer/Fail 
	The response DOES NOT 
· demonstrate the knowledge, understanding or skill required to meet the AC.
· include any, or appropriate examples, where these are required to support the answer.
· include evidence of the use of reading and research to inform the answer.
· include at least one appropriate reference for each assessment criteria (where this is required).*
· refer to the case study. 
· respond clearly to the question/task and is not well expressed.
· have an appropriate format or structure which meets the requirements set out in the brief.

	2
	Low Pass
	The response DOES 
· demonstrate the minimum level of knowledge, understanding or skill required to meet the AC.  
· include an appropriate example where this is required to support the answer.
· include evidence of some reading and research to inform the answer. 
· include a reference for each assessment criteria (where this is required).*
· refer to the case study.
· respond to the question or task although it could be clearer and/or better expressed.
· have an appropriate format or structure which meets the requirements set out in the brief.

	3
	Pass
	The response 
· demonstrates a good level of the knowledge, understanding or skill required to meet the AC.
· includes use of a good example or examples where these are required to support the answer.
· includes evidence of a good level of reading and research to inform the answer.
· includes good use of at least one reference for each assessment criteria (where this is required).*
· makes good reference to the case study. 
· directly addresses the question/task and is well expressed.
· has a good format or structure which meets the requirements set out in the brief.

	4
	High Pass
	The response 
· demonstrates an excellent level of the knowledge, understanding or skill required to meet the AC.
· includes use of an excellent example or examples where these are required to support the answer.
· includes evidence of extensive reading and research to inform the answer.  
· includes excellent use of at least one reference for each assessment criteria (where this is required).*
· makes excellent reference to the case study.
· responds very clearly to the question/task and is particularly well expressed.
· has an excellent format or structure which meets the requirements set out in the brief.

	
	*Not all ACs in each unit need a reference. If they don’t, the brief will say so. All ACs in Unit 5HR02 require a reference. References should be presented using a recognised form of referencing. For example, if using Harvard referencing, this would include in-text citations and a list of references or bibliography at the end of the assessment.



Marking grid and feedback for learner
	Unit 5HR02: Assessor Feedback to Learner

	Centre number
	

	Centre name
	

	Learner number (1st 7 digits of CIPD Membership number)
	

	Learner surname
	

	Learner other names (e.g. first name and middle name(s))
	

	Reported word count
Submission
	
	Actual word count
Submission
	

	Reported word count Resubmission 1
	
	Actual word count Resubmission 1
	

	Reported word count Resubmission 2
	
	Actual word count Resubmission 2
	



Note to Assessor – Please enter a mark for each AC. You need only provide feedback 
where you have awarded a mark of 1. This feedback should be developmental.

	Task – response to questions

	AC Number
	Assessment Criteria
	Mark 
1-4

	Q1.
	Global organisations have experienced a surge in cyber attacks and it is now more important than ever that Clyssan attract and retain cyber security experts. Explain how Clyssan can strategically position themselves in this competitive labour market. (AC 1.1)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q2.
	Explain the impact of changing labour market conditions on resourcing decisions at Clyssan. (AC 1.2)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q3.
	The people function at Clyssan is divided into specialist teams. The Talent Team is responsible for workforce planning, and the value of workforce planning is being questioned. Analyse the impact of effective workforce planning, making clear how Clyssan could benefit from this activity. (AC 2.1)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q4.
	Evaluate techniques that Clyssan could use in their workforce planning process. (AC 2.2)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q5.
	You are responsible for recruitment and selection of students for the industrial placement roles. A high number of applications are received for these roles, and you want to ensure that the current recruitment and selection methods are suitable. As part of this activity, evaluate the strengths and weaknesses of:
a. advertising placement year roles on Clyssan’s own website
b. liaising with university placement officers
c. using online tests
d. using discovery centres to select applicants for placement year roles. (AC 2.3)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q6.
	The employee turnover rate of R&D employees is higher than in previous years. Discuss what factors could influence R&D employees when deciding whether to leave or remain at Clyssan. (AC 3.1)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q7.
	Retention of R&D staff at Clyssan is an issue, as there are many labour market competitors, and their skills and expertise are highly sought after. Compare two approaches that Clyssan could use to retain R&D staff. When comparing, it is important to identify similarities and differences between the two approaches. (AC 3.2)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q8.
	Explain the impact of dysfunctional employee turnover of R&D staff at Clyssan. (AC 3.3)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q9.
	Assess the suitability and use of permanent full-time contracts, permanent part-time contracts, zero-hour contracts and agency workers for the production operative roles at Clyssan. (AC 4.1)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q10.
	Explain why it is beneficial for Clyssan to provide effective onboarding for directly employed production operatives. (AC 4.2)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Total marks for TASK 
	

	Total marks for TASK (resubmission 1 if applicable)
	

	Total marks for TASK (resubmission 2 if applicable)
	




	Total marks for UNIT
	
	Grade
	

	Total marks for UNIT (resubmission 1 if applicable)
	
	Grade (resubmission 1 if applicable)
	

	Total marks for UNIT (resubmission 2 if applicable)
	
	Grade (resubmission 2 if applicable)
	

	Assessor Feedback Summary
Please use this box to summarise your feedback on the assessment overall. This should highlight strengths and any areas for improvement, either referring to specific ACs or commenting more generally across the assessment. (Note: developmental feedback on any ACs awarded a mark of 1 should have already been provided in the relevant box of the assessment form above.
Please use a different font colour for any resubmission comments)
	

	Assessor name

	Submission
	Resubmission 1
	Resubmission 2

	
	
	
	

	Assessor signature*
I confirm that I am satisfied that to the best of my knowledge, the work produced is solely that of the learner.
	
	
	

	Date
	
	
	



*This must be a true signature, so a handwritten signature, or a photo or scan of a handwritten signature, or an e-signature. A typed signature is not acceptable.
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