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1. How can organisations strategically position themselves in competitive labour markets? (AC 1.1) 
According to the latest labour market intelligence data, CIPD (2023) state 7 in 10 employers were planning to recruit in the next three months and the number of redundancies in the UK are likely to fall. As a result, employers will be competing against each other to attract quality candidates and employers need to think strategically about how to be competitive to attract and retain the best talent (Boys, 2023) 
Reward and benefit are one way that employers can position themselves to succeed in a competitive market, for example, Chambers (2023) suggests that organisations are currently offering higher starting salaries to remain competitive because there is a lack of skill within the candidate market. However according to (Mayne, 2022), higher salaries are not enough, and businesses should be doing more. As a result, salary sacrifice schemes are also being used in reward to help employees during the cost-of-living crisis, Baker (2022) argues that whilst cost saving is key for attracting candidates, 65% of candidates would consider EV car schemes to help with their carbon footprint and could be the difference when applying for jobs in a competitive market. 
Employer branding is another way of being competitive within the current labour market, this is a chance for organisations to differentiate themselves from the competition and stand out without offering higher salaries. Lybrand (2023) suggests employer branding is critical and if done correctly, can send a wave of positivity around the workforce that will send a message externally to the public, thus attracting new staff. Glassdoor, Indeed and social media are ways that individuals can express their feelings about an employer, they can leave reviews about their experiences and according to Morris (2023), many job seekers will read these reviews before applying and social media has a significant impact before applying. However, whilst good reviews can highlight great practice, Russell (2023) argues that often disgruntled former employers or unsuccessful applicants are the most likely to leave reviews and so reviews can’t always be taken literally. 
2. What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
A tight labour market is when unemployment is low and there are many vacancies that remain challenging to fill. A loose labour market is one that has more candidates than vacancies, so unemployment figures rise and there is less competition for talent (Boys, 2023). Organisations must be able to adapt resourcing decisions to everchanging conditions to remain competitive.
Within a tight labour market where there is a shortage of skills and talent, organisations will find themselves competing against each other in a small pool for quality candidates. Therefore, some organisations may decide to adopt hybrid/remote working opportunities to widen their talent pools. By re-evaluating their approach to resourcing and considering remote workers, organisations will not only be able to attract more candidates, but also increase the diversity within the workforce (Hanover, 2023). Barrett (2023) develops this to suggest that increasing diversity within the workforce through remote working can create more effective businesses and retention levels will also increase. Selection methods in a tight labour market can force employers to remove as many steps from there recruitment process as possible (University of Lincoln, 2022). For example, if employers require applicants to go through an assessment centre, this can be very timely, and candidates may choose to withdraw to work at a competitor who has less steps in the recruitment process.  
Loose labour markets give organisations the chance to fine tune their recruitment process by adding additional steps to the process such as skills assessments. This can ensure the best hire is being made in a time where there are many candidates to choose from (Cotter, 2023). This differs to a tight labour market where organisations will need to ensure their process is quick with minimal stages to the process as normal. Where market conditions allow, skills assessment not only allow employers to objectively measure performance at interview but can be used to highlight poor performance and areas for development (The British Psychological Society, 2015). 
3. What is the role of government, employers and trade unions in ensuring future skills needs are met? (AC 1.3)
Shams (2022) suggests that governments play a key role in ensuring that future skills needs are met, this can be through immigration support to allow skilled workers to relocate to the UK, or funding to help upskill the workforce. One example of this is the shared prosperity funded project, ‘Multiply24’, by the UK Government. This project aims to improve the level of numeracy across communities that may help jobseekers be eligible to apply for more job opportunities or carry them through to further education, and as a result, leading to higher wages over time (Coleg Sir Gar, 2024). 
Trade unions are very useful when it comes to supporting the workforce, this is known as bargaining. Trade unions are often used to fight for employee rights, this can be working conditions, pay conditions, and contractual conditions. Union learning reps are used to support skills and personal development across the workforce to ensure their members are well trained to peform and develop in their roles (Nowak, 2022). TUC (2021) suggests that union learning reps are successfully boosting development to close skill gaps in the workforce and aid organisations to meet the skills needs of the future.
Employers play a role through their learning and development teams to ensure not only their internal workforce can develop skills, but also the wider labour market through internship and apprenticeship schemes (CIPD, 2022). Organisations have a role to identify training needs and bridge the gaps by providing training solutions which will in turn, futureproof the workforce with pathways for advancement (RICS, 2024). This can be seen through the developments of AI being the top skill need today and how organisations are trying to ensure future skills for AI are met (University of Oxford, 2023). 
4. 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)
Workforce planning is a process aimed at gathering various information to analyse that will create a picture of what the future may look like, this will inform the relevant people professionals and managers about the forecasted skills and people required in the workforce (George, 2023). Workforce planning ensures organisations have the right people, in the right roles, and at the right time (Miller, 2023).
Workforce planning has an excellent impact on employee retention, this is because as organisations begin to develop a picture of what skills are needed, they should also consider the labour market and understand what skills are hard to recruit (George, 2023). If demand for labour is high, organisations may focus on keeping their current staff through reward strategies and developing staff to close skills gaps. Therefore, strategic workforce planning allows for strategies to be put in place to mitigate losing staff from the workforce, along with developing skills across the workforce that can influence employee satisfaction as it creates career progression that has a positive impact on employee retention (Forbes Human Resource Council, 2023). 
Effective working planning also has an impact on cost and mitigate risks. For example, workforce planning may highlight that workforce demand will decrease over time and the need for staff will reduce. Therefore, instead of offering permanent contracts to employees, organisations may choose to offer fixed term roles or outsource to contractors. This gives flexibility to organisations and helps mitigate unnecessary redundancy costs that may occur from poor workforce planning (Lavri 2022). 
5. 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)
Workforce planning can be the most effective task an organisation can do, the process can be adapted to suit any business and it does not have to be complicated, but it is essential to deal with challenges and issues that organisations will face (George, 2023). Whereas there is no ‘one size fits all’ approach, there are different techniques to support the process.

One technique to forecast demand is managerial judgement, this is a process that relies on managers and senior managers as experts in the market to understand and predict the future need from the workforce (Ngyuen, 2022). However, Taylor (2002) suggests that this technique can be very subjective as they rely on the opinions of managers rather than information that is factual. This is supported by Ngyuen (2022) who argues that external environments are far too complex for managers to understand without involving people professionals. 

To forecast supply, organisations should consider various types of data such as their employee turnover rate and labour market intelligence. Labour Market intelligence would suggests how tight or slack the recruitment market is, this is key in workforce planning to understand the availability of talent in the current market (Boys, 2023). In addition, employee turnover rate can highlight areas where organisations are losing talent to identify skills gaps (Davis, 2018). Using key data is essential, as supported by George (2023) who argues that workforce planning should be evidence based to give the best insights. However, whilst there are a range of techniques involved in workforce planning, Sullivan (2016) argues that a range of techniques is the best approach to ensure a robustness throughout the workforce.

6. Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3)
Talent pool development is one way of succession and contingency planning that can mitigate any risk to the workforce. To talent pool externally, organisations can keep a pool of candidates on their applicant tracking systems to target new jobs at when they become available (Pinpointhq, 2023). For example, if employers know that there will be a vacancy coming up and they have sufficient talent within their pool already, they may interact with that talent to keep them interested so they apply for a role (Harver, 2023). This benefits employers as they spend less time and money recruiting and can successfully hire quicker. Internally, organisations can pool their talent together, create development opportunities so when staff retire or promote, there is someone behind already skilled to take on the role, this is succession planning. These mitigate risks of leaving a vacancy unfilled and impacting the organisational performance (Wenzel, 2023).
Workforce planning is another approach to succession planning as it requires people professionals to partner with managers to assess their current workforce. This assessment will consider things such as current abilities, skill gaps, retirement plans, performance management, and identifying those who want to progress (George, 2023). Workforce planning aims to ensure the right people are in the right jobs at the right time (Miller, 2023), however, it also considers skills gaps in the workforce which is key to succession planning and creates resilience in the workforce, should it encounter any issues (Sullivan, 2016). Organisations can create career pathways formally through performance reviews, or informally, and offering development opportunities aimed at succession planning throughout the organisation (George, 2024).
7. 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)
Advertising all vacancies on the website is a reactive approach to recruitment and organisations should do more to attract talent (Morris, 2023). By advertising a position and waiting for applications, organisations are fishing in a pool of active candidates that may have already engaged with the organisation, so there is an advantage that may know the organisation already. However, Boys (2023) shows how a tight labour market creates competitiveness between organisations and so proactive recruitment should be carried out to attract passive candidates that may possess more skills and knowledge (Hong, 2014). 
For hiring managers to interview applicants, they should be sufficiently trained because untrained interviewing managers can cause poor candidate experience and potentially unfair processes leading to claims of unfair treatment and discrimination (Cooper, et al., 2012). Developing this, Jose (2022) suggests the top reason for declining a job offer is a result of a bad interviewing experience from underprepared managers. In a market where talent is hard to come by, organisations cannot afford for line managers to turn candidates away (Boys, 2023). Therefore, whilst managers interviewing can ease workload for people professionals, they must be suitably trained or the process could fail. 
One selection method used is assessment centres, these are used to measure performance at interview and is an objective method, so the process is not open to subjective views (The British Psychological Society, 2015). However, whilst this method allows greater time for interaction between the candidate and employer, they can be very costly and do not allow a great deal of flexibility to fit around candidates limited availability (Cooper, et al., 2012). Therefore, Hook & Jenkins (2019) argue that assessment centres should only be used for senior executive level appointments to gain the most value. 
An alternative recruitment method is the use of social media. Doyle (2023) suggests that 73% of candidates are passive, however, these passive candidates are keeping up to date with industry news on Linkedin, active on Twitter, and keeping family updated on Facebook. Therefore, the use of social media to attract these candidates can be extremely beneficial for organisations. Morris (2023) supports the use of social media not only to headhunt top talent, but to engage with passive candidates to develop the employer branding. 
8. 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)
Employee turnover can come because of voluntary and involuntary turnover. Voluntary turnover is where employees leave based on their own decision, for example, higher salaries or personal reasons. However, involuntary turnover is where employees are forced to leave for reasons such as redundancy or terminations (Peters, 2023). As stated in the latest CIPD Labour Market Outlook, trends currently shows that more organisations are looking to hire, and fewer organisations are considering making redundancies (CIPD, 2023). As a result of this trend, Boys (2023) would suggest that organisations must strengthen their offer of employment to not only recruit the best talent, but also to retain those that might be tempted by a higher salary elsewhere.
Reward packages can play a significant role in retaining talent within the workforce, this is supported by Cotton (2023) who suggests that both financial, and non-financial rewards are key to retention within the workforce. Fields-Davis (2022) shows how one current trend within retention is salary sacrifice schemes. Due to the cost-of-living crisis, giving employees to opportunity to lease an electric vehicle that is cheaper to run and maintain, whilst also saving on tax and national insurance is considered one of the best retention tools within the current market. This example feeds into employee satisfaction, Flowers & Hughes (1973) argue that employee satisfaction is one trend that will never go out of style, whilst financial rewards such as salary sacrifice improve satisfaction, the importance of exit interviews on finding out how the workforce are feeling is invaluable to organisations in retaining staff.
9. 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)
Quilliam (2023) defines talent as those individuals who can improve organisational performance through contribution, or by hitting their potential in the workplace. One approach to develop and retain talent is through learning and development programmes. According to Dennison (2023), continuous development is essential to upskill current employees, and develop the skills of new employees. This benefits organisations as they can prepare their workforce for the future organisational needs, however, Mayne (2013) suggests this also makes employees feel valued which helps increase retention levels.
Flexible working and work-life balance is another way to retain talent on an individual level. ACAS (2015) argues that if organisations can offer flexible working tailored to individual needs, it can enhance their work life balance and improve job satisfaction. Whilst Knowlton (2023) develops this to suggest a good work-life balance leads to high retention across the workforce, Mayne (2023) argues that work-life balance is the biggest tool for retention and a bigger driver than higher pay. 
On a group level, workplace characteristics is another approach to develop and retain talent. Peters (2023) suggests that workplace characteristics are essentially the culture within an organisation, and so by promoting a positive culture in the workplace will not only increase employee motivation, but retention levels too. Additionally, Smith (2021) argues that this also improves the employer branding that will attract new talent who will want to develop in their new employment. Cooks-Campbell (2023) develops this to suggest that on a group level, workplace characteristics that are diverse and inclusive can help attract, develop and retain various talent groups that will also increase the employer branding proposition. 

10. Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
A talent pool is gathering and developing information on a group of candidates that may be qualified for potential roles within an organisation (Gray, 2023). Whilst the talent pool may include experienced candidates within a field, it can also include those currently studying degrees, or very early in their career. Talent pooling allows organisations to create a database of potential applicants that they can proactively market new vacancies to rather than advertising roles and waiting for applicants to come to them (Harver, 2023) However, (Barratt, 2021) suggests that organisations must engage with their talent pools to keep them interested, this could be through organisation developments, new staff benefits, or industry updates. The more organisations engage with passive candidates, the more likely they are to attract to their talent pool and keep them interested (Pinpointhq, 2023).
The role of learning and development can play a key role in developing internal talent pools, for example, workforce planning can be used to identify future skill gaps across the workforce and create development pathways for employees to upskill and promote into new roles (Quilliam, 2023). Schneider (2017) develops this to suggest that performance reviews are key to identifying talent and how to develop the pool to ensure opportunities for progression and skill development. Performance reviews are formal ways of developing talent pools, George (2024) argues that it is a great way to understand who wants to progress and allows organisations to put the necessary steps in place. However, (Mackenzie, et al,. 2019) argue that performance reviews can be subjective and so talent pools become a group of favoured people. To combat this, George (2024) states how managers have a role to stick to fair and inclusive recruitment procedures that give all staff the option to progress and to only opt out if they choose to. 
11. Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4)
Whilst diversity within talent pools come with various benefits, one benefit to organisations is enriched perspectives and an increase in creativity. Cooks-Campbell (2023) argues that diversity within talent pools brings together a range of backgrounds, perspectives and experiences that can positivity impact on decision-making and problem-solving. Cooks-Campbell (2023) continues to suggest that diverse talent pools often lead to unique approaches that research suggests makes organisations twice as likely to be market leaders of innovation. Whitfield (2021) develops this to suggest that enriched perspectives and creativity leads to reduced risks of discrimination within organisations because as more diverse teams and cultures develop, managers and senior leaders become more aware of the importance of equality and diversity. 
Another benefit of diversity within talent pools is employee turnover and in turn, employer branding. According to Cooks-Campbell (2023), diverse workforces foster inclusivity and a sense of belonging with staff, this helps to increase employee engagement and reduces employee turnover. Smith (2021) supports this and suggests that whilst retention levels increase, happy employees are more likely to share their experiences of being in the workforce through social media, company reviews, and their friends and families. By sharing experiences, organisations are positively impacting their employer branding and naturally content on their websites and social media will portray diverse workforces that will help attract top talent to their organisations.  
12. 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)
Organisations can measure employee turnover by dividing the number of leavers against the average number of employees during the time period, and then multiplying by 100. This calculation gives a percentage to show employee turnover, the lower the number, the less turnover. Luther (2023) argues that dysfunctional employee turnover comes with two types of cost, hard costs, and less tangible costs. Examples of hard costs consist of recruitment and selection costs and training costs. Hall (2019) develops this to suggest that the average cost to replace employees is approximately £15,000 when you consider loss of productivity, recruitment, and training. In addition to this, if organisations use recruitment agencies to fill their role, the expected cost pe hire would increase. Therefore, Luther (2023) and Hall (2019) would agree that managers should be taking employee turnover as a key metric to maximise productivity and profitability.
As explained by Warnes (2023), organisations are currently in a war for talent and looking to develop to attract the best talent in their industries. Therefore, if managers are to overlook employee turnover, then they are potentially losing some of the best talent and, in turn, losing skills and knowledge that is hard to replace (Davis, 2018). Hudson (2022) argues that whilst there is a skills shortage in the current labour market, the cost of high employee turnover restricts organisations’ ability to upskill their workforce to address the skills gaps. Therefore, if managers can work on ways to retain staff and address turnover, they will retain skills and knowledge and potentially use the saved recruitment costs to upskill and develop their workforce.  
13. Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1)
There are various contractual arrangements that are available to both employers and employees, however, there is not a one size fits all approach and workforce needs will determine the arrangement required. For example, an employee contract that is permanent is suitable for positions that have no anticipated end date and require long term sustained commitment, this is often the most popular contract used across the UK and aims to keep skilled workers within the workforce Nikoloska (2023). Permanent contracts ensure that organisations see return on investment from training given (Parks, 2017), however, Parks (2017) also argues that organisations can secure talent at a lower salary by employing them permanently, compared to those contractors. 
Contractors can be used by organisations to outsource a specific set of skills or expertise for an agreed period of time (Ridley, 2019). For example, workforces within the construction industry often require contractors as organisations outsource their building and maintenance work, this is usually for a set period and once work is complete, the contractors will leave. Marsh (2000) argues that contractors are cheaper for organisations because they do not require onboarding, training, or oncosts such as pension contributions, instead their fee is fixed and the contractor would arrange their own tax, NI and pension. Hamerla (2023) supports the use of contractors for projects because they do not have any rights to redundancy or sick pay, instead a flexible arrangement that soley aims to complete a particular project. 
Another contractual arrangement are agency workers, these have various benefits to both the employer, and worker. For the worker, agency work is flexible, and workers can pick up hours to suit their needs, however, they usually move around various organisations (Silkin, 2022). For employers, agency workers can provide resilience where staff sickness will impact performance, in addition, they do not require background checks as they are already complete and workers can start sooner (Petersen, n.d.). For example, education providers rely on agency workers to cover sickness because although teachers may be sick, the class will still need to be taught. Agency workers can be paid a slightly lower rate, however, after 12 qualifying weeks agency worker rights mean they are entitled to equal pay and conditions as permanent employees (Silkin, 2022).  
14. 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)
There are two types of terms that are included in contracts, express terms and implied terms. Express terms are those that are stated in writing in contracts, however, they can also include verbal agreements. Whilst express terms are usually put into contracts of employments and offer letters, they can also be found in induction or employee handbooks. These express terms should comply with employment law and they are found to be breaking law, they cannot enforce them (ACAS, 2023). For example, express terms can include things like salary, working hours, and base location. However, if the contract stated a salary that was below national minimum wage, this wis breaking the law and employers would not be able to enforce the term.
Implied terms are terms that are not written or spoken, but mutually understood by employer and employee. For example, it may not be written that employees should not steal from the organisation, however, theft is an implied term and one that is understood between both parties. To differentiate the terms, expressed terms are those are spelt out to ensure employers are compliant with the law and implied terms are usually come as a result of an action that comes back to a mutual understanding between employer and employee.
15. Could you explain the components and two benefits of effective onboarding? (AC 4.3)
One benefit of effective onboarding is that new employees can understand organisational values and cultures before starting their new role. Kosinski (2023) states that culture and values are the greatest things that separate organisations between their competitors, so an effective onboarding experience can ensure new hires fit into the culture. Milburn (2022) supports this to suggest those hires who understand values and culture at onboarding are more likely to stay within the organisation and increase retention levels. According to Matuson (2021), the first three months is the most crucial time when it comes to new hires resigning, this can be down to various reasons, but an effective onboarding experience can mitigate this. Howells (2024) supports this to suggest that 22% of people know within the first 45 days whether the new job is right for them, therefore, an engaging and effective onboarding can ensure new hires fit into the culture and organisation, thus reducing retention issues.

Another benefit of effective onboarding is the development of employer branding. Howells (2024) suggests that modern organisations have a ‘glass house’ effect and today, more than ever, applicants can find out a lot about culture and values from Glassdoor, Indeed and Linkedin. Whilst Tielkemeir (2024) argues that company reviews are usually disgruntled former employees, or unsuccessful candidates, Bowles (2017) suggests that many reviews are from new candidates that have just onboarded within their new role. Therefore, job boards like Glassdoor and Indeed automate emails to find out what their recruitment and onboarding experience was like. As a result, effective onboarding to retain and satisfy new employees will result in positive reviews that will promote the culture and branding within the organisation, get this wrong and organisations may face many reviews about resigning early after a poor onboarding experience. 
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