AC 1.1
Taylor and Woodhams argue that to be successful it is necessary to establish a resourcing strategy that attracts the right candidates and distinguishes it from its competitors (Taylor, Woodhams, 2012). A competitor analysis examines various strategic factors of an organisation’s competitors, evaluates the competitive environment, and identifies the indirect and direct competitors in the “war for talent” (Keller, 2017).  Strategic aspects considered in a competitor analysis include brand image, strengths and weaknesses of competitors and the competitors’ position in the employment market.  It assesses other aspects, such as salaries, non-financial benefits, such as flexible working, job security, the work environment and training and development opportunities (Taylor, Woodhams, 2012). Crucially, the analysis should appraise the future situation, not simply the present circumstances. An organisation may consider the impact of a competitor developing an employer brand. A competitor analysis enables an organisation to identify facets of its competitors which can determine its own resourcing strategy. The results can also help an organisation ascertain which corporate elements characterise it as an employer and position itself accordingly in the labour market.
Historically, the phrase ‘employer of choice’ has been linked with recruitment strategies that attract and retain employees. Post pandemic, attitudes to home working have changed and employees increasingly expect flexibility at work. McCartney argues that organizations that operate outside a strict 9 to 5 will be “hugely attractive to a diverse pool of talent” (McCartney, 2021), highlighting the importance of firms offering flexible working.  Meeting the development needs of employees is an aspect of being an employer of choice. Research by Right Management found that 60% of employees would be more loyal if these needs were being met. (Jacobs, 2021).  Liberty IT ranks highly on “Great Places to Work” and development is a high priority. During 2021 27% of its employees were promoted. (Jacobs, 2021) The importance of development in building a reputation as an employer of choice is echoed by Phelan, who cautions that employees are likely to look elsewhere if they are not provided with “opportunities for growth” (Phelan, 2021)
(AC 1.2)
Changing labour markets impact resourcing decisions significantly.  A labour market can be considered as tight when there are “vacant jobs are plentiful and available workers are scarce” (Gov.Uk,2022). This impacts resourcing decisions as organisations may struggle to acquire suitable candidates for their roles and may need to reconsider their resourcing strategies. Prior to the war in Ukraine, Puffin Produce harvesting was done by Ukrainian workers on a Seasonal worker visa. Este notes that at the end of 2020, there were an estimated “9,600 Ukrainian citizens in the UK with temporary visas” (Este, 2022). The war led to difficulties in recruiting harvest workers from Ukraine and it became necessary to source labour from further afield, and the seasonal harvest workers currently employed at Puffin Produce are largely from Kyrgyzstan.
A loose labour market occurs when the supply of labour is high, with “few vacancies and lots of jobseekers” (Boys, 2023). Organisations seeking to employ lower skilled employees, may not need to adopt a “sophisticated approach” (Taylor, 2019) to recruitment. Recruiting costs are lower, it is not necessary to “sell” jobs and retaining staff becomes easier.
Blut and Wang state that developments in technology “highly impact” resourcing decisions” (Blut, Wang, 2020) Puffin Produce has invested in technology which removes the requirement to harvest leeks by hand. This resulted in a surplus of employees and rather than recruit to fill vacancies which required similar skills, the harvest workers were redeployed to other areas of the business to fill the vacancies. 
 (AC 1.3)
The role of government is key to ensuring that future skills are met. This is done by establishing policies that provide guidance to employers in enacting employee development, providing financial support to supplement the implementations (Hackitt, 2018).It establishes legislation that empowers individuals to access training.  In 2021, the Skills for Jobs White Paper (Gov.UK, 2021), was launched, which the government hopes will transform post 16 education and training and enhance skills. The white paper presents a commitment to increase the number of adults participating in high quality training, with a target of 200,000 people in England completing high quality training by 2030 (Crowley, 2022). Financial support is provided through £65 million Strategic Development Fund to implement the plans. The Skills and Post 16 Education Act, 2022 (Gov.UK, 2021) allows people to access training and financial support through student loans at any point in their lives. 
Allas, Fairburn, and Foote advise that employers should undertake strategic workforce planning, improve the training offer, and foster a culture of lifelong learning. (Allas, Fairburn, Foote, 2020). Morrisons offers an apprenticeship scheme for butchers, bakers, and fishmongers, which allows its colleagues to gain “technical knowledge, practical experience and wider skills” (Morrisons, 2022).  Danise argues that by investing in employee’s growth and development, they are likely to feel valued and less likely to leave an organisation (Danise, 2022). Upskilling can reduce recruitment costs, boost morale, and improve the reputation of the organisation. Upskilling can be costly, the IFS found that average employer spending on training has decreased by 27% per trainee since 2011. (Tahir, 2023).
Trade unions have a role in safeguarding that future skills are met. They do this is by establishing union led agendas that focus on providing training programmes for employees. Stone notes that trade unions represent employee needs and assess the skills needs and set them out to employers (Stone et al, 2020). Trade unions represent employees in the event of a conflict. If employees request a training programme be applied, and the employer is unwilling, the trade unions examine the case, weigh up the benefits to the employees and lobby the employer for a satisfactory resolution.




AC 2.1
 The CIPD defines workforce planning as the process of “balancing labour supply against demand” (George, 2023).Effective workforce planning impacts an organisation in various ways. It can help organisations to improve their retention rates. If there is a clear plan, appropriate staffing levels and transparent standards, employees are less likely to become underutilised or overworked. , Talent is developed and provided with opportunities for growth. Organ states that where workforce planning is aligned with strategic planning “the workforce can feel united in a common goal” (Organ, 2023)
Workforce planning helps to decrease recruitment costs, resources and time spent recruiting. Acquiring a detailed overview of the staffing and organisational needs and productivity levels ensures that the business is maximising its existing talent. As a result, it can reduce recruitment costs and time and ensure the smooth operations of day-to-day activities. Kingdom Recruitment notes this leads to an increase in morale, which in turn positively impacts productivity and consequently, revenue. (Kingdom Recruitment, 2024)
In an organisation where people are considered a high priority, utilising strategic workforce planning  helps businesses to cater better to the well-being of its workforces wellbeing,  improving the work life experience  and enhancing productivity and retention (Kennard, 2022).Flexible workforce plans and engaged employees ensure a business evolves and pivots as required, customising the strategy to achieve the organisational goals to  meet the requirements, talents, and experiences of employees. 


AC 2.2
Managerial judgment is one technique used to support workforce planning. This technique relies on consultancy from experts or senior managers to predict the future demand of labour (Taylor, 2019). This approach works well for new or smaller companies as it does not involve the collection and analysis of data and can be less time consuming. As this is a subjective approach, critics argue changes in the external environment can be too complex for “a single or group of brains” (Stainer, 1971). There is the risk of bias because of “organisational politics and emotional attachment” (Taylor, 2019).
Systematic techniques may be employed to support workforce planning. This technique involves estimating future requirements by analysing “past and current experience” (Taylor, 2019). These techniques are often comprised of ratio trend analysis, which examines historic business patterns and the number of people employed in various roles to “forecast activity levels to determine an adjusted number of people required” (Armstrong, 2020).  This approach can be straightforward in “stable business environments” (Taylor, 2019), and is often used in the public sector and can be useful where an organisation experiences predictable, cyclical fluctuations, such as an expected uplift in sales at Christmas in a retail business.  Taylor cautions that this can be a complex technique to implement, requiring analysis of separate time series for various departments. (Taylor, 2019).   Fluctuations are less predictable and inevitably require adjusting, nearer to the date in question. If an organisation is complex and experiences several fluctuations, it is useful to implement software, to assist this process. 

AC 2.3
Succession planning is a “process for identifying and developing employees who have the potential to fill key positions in the organisation” (Whitford, n.d) One approach to succession planning is to fill important leadership positions internally. Foot argues that  advantages to this approach are that internal candidates already have organisational knowledge, it reduces onboarding time and provides “uninterrupted momentum” (Foot, 2022) Historically, employees gained experience thorough upward moves, however organisations are now less hierarchical, and CIPD notes that lateral moves are an alternative to way to gain broader experience (CIPD, 2021). Internal secondments also provide opportunities for development, although for these to be successful, individuals must be provided with extensive support throughout. A strong internal succession plan is that of Apple. When Steve Jobs passed away, his successor, Tim Cook was already serving as COO succeeded Jobs. This ensured a smooth transition and Cook has maintained the success of the Company (Lattimer, 2023).
Whilst internally recruited leaders already have tacit knowledge and external hires may be equipped with fresh ideas, Taylor argues, there is an alternative approach to succession  and contingency planning, involving appointing former employees to senior positions. (Taylor, 2019) This approach  reduces the risk of unsatisfactory experiences with external hires, who may prove to be a unsuitable cultural fit. The advantages of appointing former employees, are that they are familiar with organisation, and they have acquired a “breadth of knowledge” from their time in other organisations. Hirsh argues that potential external hires can be included in succession planning and named as members of the talent pool from where successors may emerge. (Hirsh, 2012)

AC 2.4
The benefits of advertising vacancies on the organisation’s website are that it reaches a broad range of potential candidates and is a quick and inexpensive way to advertise vacancies. If the organisation has a strong brand; this increases the likelihood of candidates seeking out opportunities. The drawback of this, is that postings maybe less visible than those on well know recruitment sites (Davidson Morris, 2023). It may generate irrelevant or poor-quality applications which can be time consuming to sift through.
An alternative to this could be to outsource recruitment to an agency. High quality agencies can access a large pool of candidates and typically these will be “pre-screened and pre referenced” (Davidson Morris, 2023). Using a recruitment agency to source candidates can also be time saving.  Zojceska cautions that using agencies can be expensive(Zojceska, 2018).
The advantages of managers interviewing candidates is that it can provide an opportunity for interviewers to ask questions, to establish if the competencies and experience align with the job specification. A face-to-face interview allows the interviewer to assess if the candidate would be a suitable fit for the organisation.  Armstrong notes that interviews “rely on the skill of the manager” (Armstrong, 2020). Interviews can involve stereotyping and may result in subjective and discriminatory judgments by interviewers (McCartney, 2023).
Assessment centres bring candidates together in a group and use different assessment techniques to ascertain the suitability of individual group members for the roles. Advocates for assessment centres argue that the provide more information about candidates than interviews, (Armstrong, 2020). Research by Schmidt and Hunter found that assessment centres alone have a limited ability to predict how an individual will perform in a role. (Schmidt, Hunter, 1998) . Assessment centres can be expensive and time consuming. 
AC 3.1
The Great Resignation is a term given to a trend of employees who choose to resign or change jobs. This trend has largely emerged because of life and work changes caused by the pandemic (Michael Page, n.d). The increase in remote working and furlough payments, opening opportunities, for individuals to “take stock” of their lives. Research by Microsoft found that 43% of employees were “likely or somewhat likely to leave their jobs in the next 12 months “ (Microsoft, 2022). 
The combination of inflation increasing ahead of wage rises and a tight labour market has led to a growing retention trend in “reverse retention” tactics (Mcvey, 2022). A tactic where employees threaten to leave their current workplace, hoping to secure an improved employment package. Visiers market survey data revealed that 71% of British workers do not feel their employer has sufficiently supported them with the rising cost of living. (Visiers, 2022). The research suggests that employees are also “acutely aware” of the  (Mcvey, 2022) challenges organisations are facing to recruit.  Kashyap notes, this increases their negotiating power. (Kashyap, 2022)
People leave organisations for various reasons, broadly categorised as “push and pull factors” (Taylor, 2019). Push factors include inadequate compensation; if salaries and benefits do not correspond with industry standards or employee expectations, it leads to an increased likelihood of individuals exploring opportunities that provide “better remuneration”. (People CXD, n.d) Career development influences people leaving organisations, if they perceive there is a lack of opportunities for growth. Research by GO 1 found that 2 in 5 workers could leave their workplace because of the lack of career opportunities. (GO1, 2022).
Pull factors include competitive compensation and benefits packages. Randstads research revealed that, 53% of participants wanted a pay increase in addition to the usual pay increases. (Randstad, 2022). Well-being and work life balance are important pull factors. People CXD notes that people are increasingly drawn to organisations that prioritise their wellbeing. (People CXD, n.d). Brand suggests that flexible work benefits “are proven to appeal to workers” (Brand, 2023)

AC 3.2
The CIPD defines talent as “individuals who can make a significant difference to an organisational performance by reaching their highest levels of potential” (CIPD, 2021).
One approach that organisations can take to develop and retain talent is using training and development initiatives. LinkedIn Workplace Learning Report 2023 found the most popular way to improve retention is by “providing learning opportunities” (LinkedIn, 2023). This is echoed by Avrachan, who cautions that if organisations fail to provide clear paths for growth, it can lead to increased attrition. (Avrachan, 2023). Morrisons provides opportunities for development through its Pathways programmes. It combines business learning opportunities, on the job training and developmental workshops so employees can “build…a retail career” (Morrisons, n.d).
Another approach to retaining talent is offering flexible working. Suff states that providing opportunities to work outside the traditional 9 to 5 can have “a significant impact on retention rates” (Suff, n.d). Flexible working takes many formats; compressed hours, part time, remote or hybrid working. ASDA is trialling a 4-day working week for store managers to stop them “leaving in droves” (Louis, 2024).
Whilst training and development initiatives provide opportunities for both individual and team growth, flexible working helps employees to build a “better work life balance” (Suff, n.d). Implementing comprehensive training programmes can be time consuming and costly, whereas offering flexible working can lead to reduced costs to the organisation, as overheads such as office space and energy costs can be reduced (Springhouse Solicitors, n.d). A global survey conducted in 2022 (Employee Benefits, 2022) found that 77% of employees cited flexible working as the most important benefit when considering a job change, highlighting the importance of offering flexible working to retain employees. 





AC 3.3
Personio defines a talent pool as a “collection of potential candidates that help an organisation grow and achieve its long-term goals” (Personio, n.d).
One approach to building a talent pool is establishing inclusive recruitment and selection practices. The benefits of diverse recruitment include increased performance, profitability, and retention. Research from McKinsey found that gender and ethnically diverse organisations were more profitable (Mckinsey&Company, 2020). This approach is not without its challenges; 71% of talent acquisition specialists report that achieving gender equality and attracting female candidates continues to present issues. (Recruit CRM, n.d). It is important for organisations to ensure they do not adopt a “one size fits all” approach to recruitment and selection processes; understanding that diverse groups include religious diversity, sexual orientations, and racial diversity (Recruit CRM, n.d).
Organisations can engage with learning institutions, such as universities, to build talent pools. Crawford argues that, partnering with higher education, can yield “intellectual property and growth “Individuals who are new to the professional world, may require extra coaching to navigate what is appropriate in the workplace and posting solely in areas to reach student could be perceived as discriminatory and present a risk of legal claims. (Miller, 2021)
Regular performance reviews are an important factor in supporting talent pools.  They can identify high performers and those who are keen to progress and subsequently help with setting goals and clarifying areas for improvement. Gray notes that by setting clear expectations and providing regular feedback and coaching, this can result in a “culture of high performance and support …growth and development” (Gray, 2023).For performance reviews to be effective, they need to be implemented carefully. If done badly, they can result in a negative experience for the individual. They can also be time consuming, and managers need to understand the natural biases to “eliminate them from the process” (Lotich, 2023).


AC 3.4

Research by Glassdoor found that two third of candidates suggested that diversity was important to them when considering organisations and job offers. (Glassdoor, 2020). Highlighting the importance of making diversity a key part of the recruitment process. Reynolds argues that in addition to making the organisation more attractive to a “ambitious, globally minded candidates” (Reynolds, 2019), it helps to retain them, thus reducing the costs associated with turnover. In a diverse workplace, employees are increasingly likely to remain loyal if they feel “safe, respected and more connected” (Forbes, 2021). This leads to an environment of mutual respect amidst individuals who appreciate the range of perspectives, culture, and experiences of their team. Reynolds states this is an “excellent way to bond colleagues and teams” (Reynolds, 2019).
There is also a compelling financial case. Research by McKinsey & Co found that companies in the top quartile for gender diversity on executive teams were 25% more likely to have above average profitability than those in the fourth quartile” (McKinsey & Co, 2020). This research aligns with other findings that indicate that the wider the representation in the workplace, the “higher the likelihood of outperformance” (The Recruitment Consultancy, 2022).
Whilst there are a range of benefits to building diverse talent pools, there are drawbacks. Working styles and attitudes can vary significantly, which reflect cultural values and increasing differences. A Japanese colleague may consider it disrespectful to leave work before the manager, whereas as a Swedish employee may be more familiar with a six-hour day, which may cause discord. Reynolds cautions that if these are not resolved quickly, it can “put the brakes on productivity” (Reynolds, 2019). Accommodating a diverse workforce can a lead to additional costs, time spent navigating visa requirements and the cost of providing a quiet space for prayer.

AC 3.5

Peters argues that employee turnover has a negative impact on an organisations performance and becomes problematic when skills are scarce, recruitment is expensive, and vacancies are hard to fill (Peters, 2023).

Dysfunctional turnover can impact an organisation in several ways, firstly, it can be costly to replace an employee, research from Built In suggests that it costs 100 – 150% of a salary for a technical employee (Built In, 2023). Additionally, there are other costs such as onboarding and training costs. 

Dysfunctional turnover can lead to a decrease in employee morale. For example, if employees must shoulder an increase in workload and responsibilities because of staff shortages and lack of a trained employees, they may be vulnerable to “burnout” and lead to increased absenteeism as a result.  

Company culture can be negatively impacted, research by Wiley Edge found that company culture had suffered because of high turnover in 63% of organisations. The same research also found that 23% businesses had received complaints about a shift in culture and a move away from the organisation’s values and mission (Cholteeva, 2022).

It can affect the organisations brand; new employees will initially take longer to do their jobs and may not deliver the same customer service standards as their more experienced counterparts. If the remaining employees become overwhelmed with work, the likelihood of them performing at their best decreases and they become more likely to deliver substandard products and services. (McKinsey & Co, 2020). Unhappy employees who leave as result of feeling overworked or disengaged may vilify the organisation on websites such as Glassdoor, further damaging the brand and making it more difficult to attract high quality candidates. 

AC 4.1
An employment contract is defined as an agreement that summarises the conditions of an employee’s working relationship. It includes rights, responsibilities, working hours remuneration, benefits, and holiday entitlement. (Davidson Morris,2023).
A permanent contract is suitable when there is a need for the organisation to employ, long term employees, if it is experiencing a period of growth, as these contracts provide continuity of labour-supply (Lawbite.co.uk, n.d) . Employees who have this type of contract are entitled to certain rights, including being paid the National Minimum Wage, holiday pay, protection from unlawful discrimination and protection against unlawful deduction of wages (ACAS, n.d). 
A fixed term contract specifies the start and end date of employment in advance. These are frequently used to cover a permanent employee’s absence such as maternity leave or to meet the demands of a short-term uplift in work. Puffin Produce employs individuals on fixed term contracts during the daffodil picking season, which lasts from January to April. Fixed term employees are entitled to the same benefits as employees on permanent contract and they must be provided with opportunities to apply for permanent employment. (CIPD, 2023)
 According to Cockett just under half a million people are currently employed in the gig economy (Cockett, 2023). The gig economy is characterized by the ubiquity of freelance work and short-term contracts. Areas of gig work include, the traditional freelancing, bookkeeping, for example and gig marketplaces where people take jobs from businesses such as Deliveroo and Amazon. In contrast to employees on permanent and fixed term contracts, these individuals are not awarded the same protection and rights as employees as they are classed as self-employed contractors. 


 AC 4.2
Express terms refer to terms which are specifically agreed between employer and employee (Davidson Morris, 2022). It is important to note that contractual terms do not need to be written or included in a contract of employment for them to be legally binding. An employment contract may be written or agreed orally; for it to be considered an express term, it must be explicitly agreed by both parties.  Generally, express terms relate to wages, holidays, notice periods and working hours (Peninsula, 2023).  They may cover disciplinary and grievance procedures. If one document is referenced by another, this is incorporated. Referencing a collective agreement or handbook in the written particulars, “that is evidence that the employer believes it to be contractual” (Johnstone, 2024). This can lead to difficulties if it is unclear which document is incorporated.
Implied terms are contractually binding terms, rather than being expressly agreed, they arise because of an “implication in the context of the employment relationship (Davidson Morris, 2022). These include elements such as not stealing from an employer, the employer’s obligation to provide a safe and secure working environment, and the legal entitlement to 5.6 weeks holiday (Gov.UK, n.d). Another example of implied terms could be where over time employer and employee have acted as if an agreed term existed, or where responsibilities emerge through custom and practice, such a gifting a Christmas hamper. Typically, implied terms do not override an express term, and it can be more beneficial to all parties if the evidence exists in writing of the contract and its main terms, and whilst this does not enhance the validity of the contract, Taylor argues that it can be easier to prove if challenged and sets the tone clearly for the relationship from the start (Taylor, 2019).

AC 4.3
The period between a candidate accepting a job offer and starting work is often referred to as pre boarding (People First HR, n.d) Employers can provide resources and information to the employee, so they are sufficiently prepared for their new role. This includes providing access to training materials, introducing them to the team and sending welcome emails.
Another key element of onboarding is learning about the organisation and key stakeholders, for example the CEO and the board of directors. This could be done through one to one or group sessions. Providing an org chart, with pictures can help the new colleague visualise how they fit into the hierarchy.
It can also be beneficial to assign a work “buddy” or mentor to a new starter. This provides them with a safe and comfortable space to ask questions and integrate into company culture. Whilst a work buddy could be a manager, this can work better if a colleague at the same level is selected. This fosters a supportive and collaborative environment. (Aniday, 2023) 
An effective onboarding process can significantly influence the employee experience. Cadman notes that a great onboarding process, can help employees become more effective in their roles, feel more valued and able to engage with organisations values, purpose, and culture (Cadman, 2024).
Effective onboarding helps organisations to achieve a return on their investment. Research by Xpert HR found that the average cost per hire is £2234 (Carty, 2021), not including the hidden costs of HR and managers’ time. Given this investment, it is crucial to get this process correct. Implementing an effective onboarding process, leads to employees feeling they have made the right decision to join an organisation, and line managers are equipped with resources and knowledge to provide the employees with the experience required to perform their roles well, reducing attrition. 
































