Talent Management & Workforce Planning – BMPD5020

AC 3.1) Examine turnover and retention trends and the factors that influence why people choose to leave or remain. 
Turnover levels can vary widely between occupations and industries, with the highest levels typically found in retail, hospitality and low paid private sector groups (Maxwell, 2021). 
There are many factors that influence turnover and retention trends for example, management style issues, job satisfaction, ethical issues and motivational issues. Mckinsey suggests that “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” (De Smet, 2021). 
It is important to note that turnover statistics cover both voluntary and involuntary turnover, and not all turnover is avoidable. Turnover can vary between unavoidable and avoidable circumstances, for example skills shortages, labour shortages post-brexit and the domino effect of the COVID-19 pandemic cause unavoidable turnover, as opposed to avoidable turnover due to issues such as job dissatisfaction, organisations lacking positive culture or poor leadership. 
On the other hand, retention trends in the UK portray that employee’s value job security over things such as wages and flexibility due to the cost of living crisis post COVID-19. Employees are choosing to remain with their employers as they fear finding an alternative role may be financially risky and more difficult than ever before due to our current climate. 
Research shows that fewer organisations had employee retention initiatives in the last 12 months compared with previous years. CIPD explains that employee turnover can have a negative impact on an organisation’s performance, and by understanding the reasons behind staff turnover, employers can devise initiatives that reduce turnover and increase employee retention (Maxwell, 2021). 

AC 3.2) Compare different approaches to developing and retaining talent on an individual and group level. 
‘Talent’ can be defined as a person of talent or a group of persons of talent in a field or activity such as a characteristic feature, aptitude, general intelligence or disposition (Webster, 2022). Talent management is used within organisations to attract, identify, develop, engage, and retain individuals who are considered valuable to an organisation. To be effective, the talent of the workforce needs to align with business goals and strategic objectives. By managing talent strategically, organisations can build a high-performance workplace, add value to their employer representation, and improve diversity management (Quilliam, 2021). 
Approaches towards the development & retention of employees may include activities such as appraisals, training & development opportunities, job enrichment, fair reward policies, work-life balance and flexible working. When developing and retaining talent on an individual level, employers may wish to focus on providing employees with career growth opportunities and professional development to allow employees to continue developing their skill set. This enables individuals to feel valued, boosts engagement, and deters employees from leaving, while also ensuring organisations are not sending their existing talent base to their competitors. 
Brent Gleeson advised “Being able to show candidates where they can go and how they get there is critical. You also must prove that you can provide the right resources for professional development. Lacking in this area will ensure high turnover” (Gleeson, 2016). 
In comparison, approaches to developing and retaining talent on a group level can cover activities like group talent management programs which include a range of activities such as formal and informal leadership coaching and or mentoring, secondments, networking events and opportunities to meet board-level individuals or directors (Quilliam, 2021).
Group talent management strategies provide a focus for investment in people and puts managing talent high on the organizational agenda. It can also contribute to other strategic objectives, including adding value to the ‘employee value proposition‘ and creating meaningful work and growth opportunities for staff (Gleeson, 2016).

AC 3.5) Explain the impact associated with dysfunctional employee turnover. 
Dysfunctional turnover can occur when the more talented employees in organisations are voluntarily leaving at higher rate than other workers who may be less skilled, which can have a big impact on the organisation’s productivity rates and bring a big cost implication to keep recruiting and training new employees. Direct costs as a result of turnover come from recruitment activities such as recruitment and selection processes, the time to process both the leaver and new starter, the inductions and the initial training costs. The loss of productivity by the leaver, loss of skills, and loss of return on investments may also arise as an indirect cost occurrence due to turnover. 
Stephan Huerta explains that organisations should welcome enough turnover to ensure they gain fresh new talent but incur enough retention to provide your company with stability (Huerta, 2022). Dysfunctional turnover often proves to be not just disruptive but destructive and can impact the organisation greatly.  High-performing employees frequently leaving can have a knock-on effect with the workforce culture and it also disrupts the consistency within the workforce that sustains a community feeling (Huerta, 2022). 
Organisations with a high turnover rate can experience a loss of experience and staff morale as an impact of staff departure. Research carried out by Clarity Recruitment shows that the impact of employee turnover is often felt by the whole team as the remaining team must absorb their departing team member’s workload. This can lead to a decline in productivity, especially if there are already struggles to manage their previous duties on top of their new responsibilities. When multiple employees leave, the workload can become unmanageable, leading to additional resignations (Clarity Recruitment, 2017). 

AC 4.3) Explain the components and benefits of effective onboarding.  
Onboarding is the process whereby new employees are introduced to the social and performance aspects of their new role, with the goal of getting new hires adjusted quickly, increasing productivity and job satisfaction, and reducing turnover (Valamis, 2022). 
The main components of effective on-boarding covers a wide range of activities starting from when the applicant has been offered a position right through to their first day in the role - including activities such as setting up their payroll and any pre-day 1 induction content e.g. ID badges, uniform, email set up, buddies etc, as well as right to work checks covering DBS, qualifications and references. 
On-boarding is a very influential part of the employee life cycle as it sets candidates expectations for working within your organisation and provides a first impression. The CIPD explains that “An employee’s first impressions of an organisation have a significant impact on their integration within the team and job satisfaction” (Maxwell, 2021). 
Induction days are an opportunity for an organisation to welcome their new recruit, help them settle in and ensure they have the knowledge and support they need to perform their role. For an employer, effective induction may also affect employee turnover, absenteeism and employer brand. (Maxwell, 2021). 
Providing new starters with the pre-employment information that they need will help them to feel more at ease with the transition of a job change and provide a sense of value to the new starter. Benefits of effective on-boarding can be linked to boosted employee engagement & reduced employee turnover as a good integration plan can be an excellent source of motivation for your new employees and stimulate them to give the best of themselves says Catherine Maheux-Rochette (Maheux-Rochette, 2021). 

AC 1.1) Explain how organisations strategically position themselves in competitive labour markets. 
The labour market is the concept whereby the supply and the demand for jobs meet, with employees or labour providing the services that employers demand. The corporate Finance Team explain “Labour market analysis is an integral part of an organisation’s recruitment process because it not only helps it find the most qualified workers for the jobs that it offers but also ensures that it provides a competitive compensation package to its workers” (CFT, 2022). This is important for an organisation to be able to keep its talented workers and continue its productivity. 
The labour supply is defined as the number of workers willing and able to work, multiplied by the hours they are willing and able to work. It is determined by things like wages, people’s preferences to work, trade unions and the new attraction to work life balance (Economics online, 2020). 
Labour markets in the current climate are becoming more and more competitive meaning organisations must ensure they are competing to remain attractive to individuals. For an organisation to position themselves strategically in competitive labour markets they must be an employer of choice. Regularly reviewing employee experience and the attitude towards people practices such as workplace culture, ethics and reputation can help towards the organisational positioning and potentially boost their positioning. 
There are both strengths and weaknesses of organisational competition, for example it drives organisations to invest in their organisational values and practices, however it can in turn at a stress or strain to the organisation. Linked in explain the definition of a company to be an employer of choice is based on the ability to attract and retain the best talent with a desirable company culture, leadership style and employee engagement (Onoufriou, 2021).



AC 1.2) Explain the impact of changing labour market conditions on resourcing decisions. 
Changes to the labour market can have a direct impact on resourcing decisions through activities such as wage rise petitions, hard to fill vacancies as a result of exhausted talent pools, tight labour markets, and the growing pressure to prioritise the attraction, retention and growth of new talent. 
Labour markets in the EU are diversifying in terms of working time patterns and the nature of employment relationships. Tina Weber explains “These changes are driven by socioeconomic trends, such as the shift to a service-based economy and the growing share of women in work, as well as technological developments” (EuroFound, 2020).
The CIPD looked into how COVID & Brexit has impacted the labour market and found that there has been a major job boom in recent years which is reflected in record high employment rates. This would impact resourcing as under these conditions the labour market is said to be ‘tight’, and HR professionals can expect to experience this by finding it increasingly difficult to recruit and retain talented staff (Boys, 2022).
In addition to this, the CIPD found that Brexit has impacted the economic and labour market developments including new migration restrictions for EEA workers. This has resulted in resourcing departments needing to retrain recruiting staff to ensure the correct and appropriate right to work checks are being completed and to ensure all onboarding process are fit for purpose and transparent, for example reviewing offer letters and contracts to ensure they outline any conditions to which the offer is subject such as the right to live and work in the UK (Patel, 2021). 

AC 2.4) Assess the strengths and weaknesses of different methods of recruitment and selection to build effective workforces. 
When recruiting to fill a vacancy, organisations must decide whether to recruit internally or externally, and complete relevant documentation. The use of external advertising through social media such as linked in or through employment agencies has risen in recent years as technology has improved and the pandemic forced a more virtual way of working. External methods of recruitment May bring new ideas into the business alongside Fresh enthusiasm and skills. External advertising is best used for a larger pool of potential applicants as it may reach a greater target audience compared to internal recruitment. External recruitment tends to be expensive to recruit and new employees may not be familiar with the organisations culture or values (BBC Bitesize, 2022).
When using internal methods of recruitment job roles may be advertised though in-house intranet pages, newsletters, bulletin boards, or social media pages. Internal recruitment may be used when recruiting managers require a quick recruitment turn around. This is best suited to internal recruitment as applicants will already be known to the business and be aware of the organisational culture and values and may have previous experience in the department. Internal recruitment is also most cost effective as you avoid advertisement and onboarding costs. On the other hand, some disadvantages of internal methods of recruitment include a lack of fresh talent coming into the organisation, the creation of employment gaps within teams and usually only a small pool of applicants show interest (Indeed, 2021).
Selection methods to build effective workforces may include application screening, interviews, assessment days and references. Organisations should strive to ensure all selection processes are transparent to support fair, diverse and inclusive recruitment is being exercised. 
AC 1.3) Discuss the role of government, employers and trade unions in ensuring future skills needs are met. 
Government, Employers and Trade Unions play a very influential role in ensuring future skills needs are met in order to support economic growth, prosperity, individuals and organistions. The CIPD explain that in today’s competitive labour market, the skills of the workforce are vital to economic sustainability and therefore should be a high priority (Crowley, 2021). 
The government has a core responsibility to play globally in ensuring that future skills are realistically met. The government support future skills by promoting and funding 90% of the apprenticeships in the UK and have a focus on expanding the higher education system for example literacy, IT and numeracy skills (Crowley, 2021). The Government Office for Science have recently looked at how changes in technology and an ageing population affect what skills the UK will need in the future as well as considering how investment in skills and encouraging lifelong learning can have a positive impact on productivity in UK workforces (Gov, 2017). 
Employers have a key role in increasing the skill levels of their workforce which can be key in improving productivity and economic growth. To ensure sustainable and effective talent and succession planning, organisations should prioritise understanding their current and future business requirements while remaining aware of the wider skills context (Crowley, 2021). Employers should also strive to fund additional learning for employees for further skills development. 
Trade Unions can support ensuring future skills by providing the conditions and policies for education and personal development in the workplace, and ensuring all employees are being offered fair and equal opportunities to take part in any further progression within their roles (Academic Tips, 2022).

AC 2.1) Analyse the impact of effective workforce planning. 
Workforce planning is a core business process which aligns changing organisation needs with people strategy and can be the most effective activity an organisation can engage in as it provides market and industry knowledge to help organisations focus on a range of challenges and issues and prepare for initiatives to support longer term business objectives (Zimpel, 2021). 
Workforce planning consists of balancing our labour supply with the labour demand, analysing the current workforce to determine future workforce needs, identifying and analysing gaps between supply and demand and putting plans in place in order to combat any missions or goals in order to find solutions. CIPD research explains that workforce planning is key for finding the right workforce with the correct skills sets required inline with organisational goals and objectives and to deliver both short- and long-term workforce objectives (Zimpel, 2021). 
Forecasting the demand for internal and external labour allows organisations to assess appropriate staffing levels in different parts of the organisation in order to avoid unnecessary costs and prevent shortages of employees where and when they are needed most. Planning also allows HR professionals to monitor compliance with legal requirements regarding reservation of jobs and determine what target audience of staff will be necessary for the future or the organisation (Kukreja, 2022). 
When workforce planning, HR professionals should consider many influential factors - both externally and internally. Among the external factors are competition (foreign and domestic), economic climate, laws and regulatory bodies, changes in technology, and social factors. Internal factors include budget constraints, production levels, new products and services, organisational structure, and employee separations (Kukreja, 2022). Overall, workforce planning allows organisations to prepare for the future allowing them to operate in the best possible way for boosted operational outcome. 
AC 2.2) Evaluate the techniques used to support the process of workforce planning. 
Workforce planning creates new training and development opportunities to future proof the organisations workforce as best as possible with the current information provided. HR professionals use internal and external data analysis and qualitative/quantitative data collection to interpretate   potential workforce risks or issues which could arise in the future such as potential upcoming employment gap. For example, this can be done through age profiling to estimate how many employees are due to retire due to the pensionable age and allows organisations to pre-plan a solution to this to avoid staff shortages. 
NHS employers explain before organisations develop a new strategy, it is essential to have laid foundations which will enable a logical, organised and sustainable approach to reward strategy development. Reward can be both financial and non-financial and can be used to attract, recruit, and retain staff. “A holistic reward package should be administered to staff across your organisation via an effective reward strategy” (NHS, 2021). Using reward strategies when workforce planning can increase recruitment and attractive proposition to encourage the highest-calibre candidates to apply.
Role redesign allows organisations to redesign their future workforce through developing employees’ current skills in order to meet the needs of new organisational systems and processes to improve productivity and output. McKinsey research suggests that many companies are in a permanent state of organisational flux with Almost 60 percent of the respondents having experienced a redesign within the past two years. One explanation for this is the accelerating pace of strategic change driven by the disruption of industries. Mckinsey reveals “as a result, every time a company switches direction, it alters the organization to deliver the hoped-for results” (Aronowitz, 2015).

AC 2.3) Explain approaches to succession and contingency planning aimed at mitigating workforce risks. 
Succession planning is the process used to identify and develop talent and potential future leaders including employees in order to fill senior organisational roles. Succession planning is utilised by the majority of organisations to face potential skills shortages and to fill key roles effectively. Risk mitigation refers to the process of planning and developing methods to reduce potential threats or risks to organisational objectives. This may include implementing risk mitigation strategies to identify, monitor and evaluate risks (Indeed, 2019). 
Developing talent pool databases which consist of your current employees with the potential to step into future roles has become very popular in organisations to meet future skills requirements. Employers can use talent pools to find suitable candidates for open positions and potentially fill the gap relatively quickly as the individual has already been matched to the skill set required for the role. This cuts out the cost of advertising the position and they provide much needed flexibility in fast moving industries (Ginac, 2018). 
Succession planning is crucial to employee engagement because it encourages faith in your employees and hope for promotion in an orderly manner (Kelleher, 2016). The use of appraisals allows managers to identify employees who are interested in progression, meaning organisations can acknowledge this when succession planning and have a plan in place should any employees choose to depart the organisation. 
Assessing current abilities of those who have shown their interest in internal progression allows us to build and develop plans to address gaps in current interests and skills of individuals and provide them with the opportunity to grow their knowledge and behaviours in preparation to progress in the future. This allows workforces to grow their own staff in order to keep up with the demands of the organisation. 

AC 3.3) Evaluate approaches that an organisation can take to build and support different talent pools. 
Talent pools are becoming increasingly popular in organisations, especially in industries with tight labour markets. Talent pools can act as a database complete with potential candidates that have already been pre-assessed and could be ready and waiting for work which is great for tight timescales. Candidates in talent pools have already been matched to the organisations needs and requirements ensuring a flow of candidates are available to contact if needed. 
When building talent pools organisations should ensure they are continuously assessing talent needs whereby employers consider different variables that affect the future supply and demand for talent. This keeps employers aware of the current recruitment climax and creates acknowledgment for talent gaps. Similarly, as talent pools are ‘live’ databases, employers should continuously review each candidate’s profile on their records to ensure that their skills and abilities are constantly up to date to ensure a best match to a role can be made should a role they have been matched to become open. 
Maren Hogan completed research on talent pools and found that looking internally to build talent pools is a powerful option as its cost effective, internal candidates are already part of the company culture, have been provided with extensive training, are familiar with different positions in the organisation and it has been reported that external candidates are 61% more likely to depart an organisation over an internal candidate (Hogen, 2022). 
Organisations should strive to maintain engagement with candidates via talent pools as maintaining personalised engagement with talent is key to ensuring employers stay front of mind. Sharing updates with candidates can also help to keep them up to speed with updates from the company and relevant content which creates a positive employer brand and will ensure potential future candidates are aware of any developments (Xref Recruitment, 2022). 

AC 3.4) Evaluate the benefits of diversity in building and supporting talent pools. 
There are many benefits to be reaped when supporting a diverse talent pool, including having an enriched perspective. McKinsey once released a report which shared that gender-diverse companies are 15% more likely to outperform those companies that are not gender-diverse due to having ethnically diverse outlooks, perspectives, and experiences which can enhance your business offerings (Wessinger, 2017). 
Supporting diverse talent pools attracts a variety of different perspectives from people with different backgrounds allowing the exposure to a such variety leads which can massively increase creativity. Anja Zojcaska explains “When you put together people who see the same thing in different ways, you are more likely to get a melting pot of fresh, new ideas, thus improving the creativity of your workforce” (Zojcaska, 2018). 
Diverse workforces can also boost higher engagement from employees as when people feel included naturally, they feel more engaged. Deloitte conducted research that captured the views of 1,550 employees in three large organisations which showed that engagement is an outcome of diversity and inclusion (Zojcaska, 2018).
Lower employee turnover as individuals from diverse groups feel more valued and accommodated within organisations and therefore choose to remain in their position. Similarly, building a diverse talent pool can have a positive impact on employer brand and reputation as this shows organisations are supporting an inclusive and equal workforce and culture. Studies by LinkedIn show that top talent can be difficult to find, however trying to stand for diversity makes a difference and can attract individuals as they value working at an organisation where they feel like they are a part of the culture regardless of their background (Wessinger, 2017). 
Diversity in the workforce can benefit decision making as accessing opinions and knowledge from a range of backgrounds can enhance the fabric of our organization and set workforces up for long-term success.

AC 4.1) Assess suitable types of contractual arrangements dependent on specific workforce need. 
Work can be delivered through a variety of contractual arrangements dependent on workforce needs and the needs of the service. The CIPD explain that a contract of employment is a legally binding agreement between an employer and employee. In the UK, contracts are defined by the Employment Rights Act 1996 and are issued to workers who have entered work under a contract of service or apprenticeship (Suff, 2021). 
The UK law currently recognises 3 types of employment statuses including employees, workers or self-employed. Organisations can choose the most suitable contract for them by scoping out the nature of the role they need to fill. Managers may wish to analyse the hours that will be required to work each week, if the role should be permeant or temporary, and if full or part time hours would be satisfactory to meet the requirements of the role. This decision may be based off financial budgets available or resources available such as workspace or equipment. 
Full-time permanent roles are best suited to long term workforce needs as these contracts supply stability and continuous skills to the team. 
Work can be delivered and resourced in different ways including the ‘gig economy’ and ‘zero-hour contracts’ which are contracts that set out no minimum numbers of hours for employees. The CIPD explain organisations considering using zero-hour contracts should assess if other types of flexible working patterns would be more beneficial due to the stereotypical reputation of zero-hour contracts. These types of contracts are best suited to situations whereby work arrangements are constantly changing and the employer can not always guarantee work (Davies, 2021). 

AC 4.2) Differentiate between the main types of contractual terms in contracts. 
As an employer, the employment responsibilities you have for your staff will depend on the contractual terms within employees’ contracts and their employment status. Usually, all types of contacts share some similarities such as outlining the job title, contracted hours, main duties and responsibilities, sick pay, pension arrangements and annual holiday entitlements. 
Express terms contacts are usually those expressed verbally which leads to a mutual agreement and followed up by a written contract which is enforceable by law. The UK law requires certain express terms such as above to be put in writing and handed to employees in the form of a written statement and if employers require any amendments to be made to the contract, they must let employees know a month in advance and make an agreement with the contract holder before it can be changed (The National Education Union, 2020). Express terms may also be expressed through handbooks or company notice boards. 
Alternatively, implied term contracts are issued based on behaviours or conduct. These are not written terms but are understood to exist because of the conduct of the employer and employee, for example 'duty of mutual trust and confidence'. This means both employers and employees should mutually trust and respect each other without it having to be in the contract (Furber, 2020).
Some contractual terms may be implied through ‘custom and practice’ which are set out differently to both express and implied term contracts as workplace entitlements become established rights through being practiced and expected for a substantial period. These terms usually end up in an Employment Tribunal to decide if the time period has been sufficient to render the activity/practice a permanent duty under ‘custom and practice’ and become part of employee’s contracts (Furber, 2020). 
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