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Introduction
Detailed below are responses to the questions asked by the attendees of the forth coming CIPD event. 
AC-1.1
Organisations strategically position themselves in a competitive labour market to attract and retain the strongest candidates. The perception of an employer, their values and career development opportunities are an important factor for attracting staff. Research conducted by Hosseini et al states a positive employer brand results in better performance against competitors. (Peters, 2023a).
Organisations that have sustained a positive position in the labour market for a long time, can claim ‘employer of choice’ status.  They have gained respect as employers and attract good candidates when vacancies become available. During tight labour markets relying on this status is not enough because other leading organisations will match the EVP. According to Ladjemi (2014) there are five irresistible brand messages that maximise attractiveness in the marketplace. EVP being the main consideration but promoting organisational values such as honesty, reliability, security, and authenticity have a significant impact on candidate’s decisions. The fifth brand message is skills development. Candidates want to know there is a future for them with the organisation to grow and progress.    
A competitor analysis can help organisations stand out. Reviewing competitor’s employee value proposition (EVP) mission, values, and social presence, provides insights into competitors strengths and weaknesses. These insights enable organisations to position their employee brand to attract the best talent (French, 2024).
Reputation greatly affects organisations strategic positioning especially if it is bad. For example, in the 1990’s the phrase ‘McJob’ was being used for entry level, low skilled and paid jobs due to the global image portrayed by McDonald’s (Taylor, Woodhams, 2022). P&O Ferries laid off 800 staff by video message in 2022 to replace them with cheaper workers (Jotischky, 2022). Significant investment is required to repair the damage. 
  	 
AC-1.2
Changing labour market conditions impact the resourcing decisions made by organisations as they negotiate tight or slack labour markets. Tight labour markets occur when there are plenty of job vacancies but few available applicants causing organisations to compete for the limited number of candidates. This causes pressure on wages as organisations increase the EVP to attract individuals. The average hours worked increases as organisations try to cover labour shortages with overtime and training costs increase as many organisations employ less skilled individuals and train them in-house.
Slack labour markets are the opposite and occur during period of high unemployment. There is an abundance of candidates and few job vacancies. Slack labour markets lead to stagnant real wages as organisations do not need to increase wage to attract staff. The average hours worked reduces and part-time, temporary and zero hours contracts increase (Pettinger, 2019). 
Economics conditions affect how many people organisations need to meet customer demand. Data provided by the CIPD in their ‘Labour Market Outlook Survey’ or the ‘Bank of England’s Monetary Policy Report’ can help organisations forecast labour needs using key economic indicators such as unemployment, inflation and wage growth (Boys, 2023). 
A PESTLE analysis (Battista, 2023) looks at the external environment and covers present and potential future scenarios. It identifies long-term trends which can impact the labour market. External factors we have seen in recent years include in the Covid-19 Pandemic and Russia’s invasion of Ukraine. The pandemic has increased the number of people on long-term sick, shrinking the available workforce and creating a tight labour market. Falling real pay has led to an increase in industrial disputes with trade unions negotiating higher pay as their bargaining power increased (Elliott, 2022). 

AC-1.3
In 2004 the government commissioned a wide-ranging and formal skills review by the National Employment Panel due to a shortfall in the level of skills available in the working-age population. The report published in 2006 identified two areas for action: improve levels of basic skill and improve higher and specialist skills. These objectives have under pinned the government policy since then (Taylor & Woodhams, 2022). 
Government are responsible for legislation that ensures future skills such as Immigration policies. The UK population born overseas has been increasing in the UK, but now the population is not economically sustainable they are tightening immigration policies so only migrant with specific skills are permitted to live here (Taylor & Woodhams, 2022). 
In England only, people are not allowed to leave education until they are 18. Encouraging them to continue in higher education, start an apprenticeship or work while in part-time education allowing them to learn skills necessary for later life and future employment. (GOV.UK, NDa).
Apprenticeships offer employers the opportunity to home grow their employees, ensuring skills developed match the current and future business needs. Small employers are eligible for government funding to cover the cost of the apprenticeship incentivising employers to take part and ensure future skills needs are met. 86% of businesses said apprenticeships helped develop skills relevant to their organisation (GOV.UK, NDb) 
In 1997 trade unions established the Union Learning Fund (ULF) in partnership with the labour government to promote essential skills qualifications in English, maths, and IT to the workforce. They have enabled migrant workers to gain qualifications building social cohesion. The ULF have supported learners in higher education, continued professional development programmes and apprenticeships (Unionlearn, 2020). 



AC-2.1
Workforce planning (WFP) is the process of balancing future demand with labour supply. Organisations calculate long and short-term demand and the labour and skills necessary to meet that demand. Effective WFP ensures the right people with the right skills are in the right place at the right time to achieve the organisation’s strategic objective. CIPD (2023) refer to this as the ‘Seven Rights of WFP which also includes the right cost, risk, and shape.  Taking each of these areas into account has a positive impact on the organisation, the employees and productivity (Taylor, Woodhams, 2022). 
Despite the importance of avoiding unnecessary costs from under and over staffing such as redundancy programmes or temporary staff at premium rates, less than half (46%) of employers use WFP according to CIPD & Omni. Less than 20% calculate the cost of losing employees which can be avoided by investing in a strategic learning & development programme that can upskill people in areas where there are talent shortages. (Ronan, 2021). 
WFP involves a critical role analysis which identifies the impact on the business if a role is vacated today. Certain roles would severely impact the business and therefore strategies must be put in place to replace these skills. Organisations can anticipate some of these changes through succession planning and retirement projections enabling timely recruitment of external candidates or training of internal succession candidates (CIPD, 2023). 
It is estimated that 90% of resignations are due to dissatisfaction and could therefore be avoided. Employee turnover has a negative effect on the organisation due to the cost of recruitment the loss of skills and knowledge and the effect on colleagues. WFP can identify these areas and improve employee retention (Taylor & Woodhams, 2022). 

 AC-2.2
Extrapolation and interpolation are perhaps the quickest and easiest methods to forecast demand. Extrapolation uses quantitative data to identify past trends which are then projected forward. Extrapolation is limited because it is based solely on historical data and does not account for internal or external factors affecting demand (Gibson, 2021). Combining this with a PESTLE analysis will provide a more accurate forecast, however somethings cannot be predicted like the increased demand for PPE during the pandemic. 
Interpolation uses a future target such as increasing revenue by 20% in 1 year and then interpolating it with the current revenue to identify what a 20% increase in revenue has on demand (Gibson, 2021). For example, if 5,000 items are sold in one year to make X revenue how many items need to be sold to increase to Z revenue.  
Another approach is managerial judgement which uses the knowledge and experience of senior staff. An example is the Nominal Group Technique (Gibson, 2021) where a panel are given the same information and asked to independently formulate their forecasts which are then voted and ranked until a consensus in achieved. 
Forecasting supply start with current labour resources and identification of skills. Based on quantitative data such as turnover rates you can calculate the number of employees likely to remain at the time being forecasted. It is important to analyse the age of the workforce to see how many people are approaching retirement. Promotion rates will help forecast how many people will have changed roles and upskilled. Sickness reports can provide useful information regarding days lost which affects productivity. This data can then be used to calculate the number of employees needed to fulfil future demand (Taylor, Woodhams. 2022).  

AC-2.3
Succession and contingency planning aim to identify a group of people that have the ability and knowledge to step into another role on a temporary or permanent basis. 
Traditionally succession planning focused on the top-down approach which only targeted a select few, missing key roles as they were non-managerial. Now it is aimed at selecting and developing a pool of talent throughout the organisation from which a successor can be chosen (George, 2024). 
The appraisal process is central to succession planning as it identifies employees with high potential who want to be developed for a future role. Appraisals provide the opportunity to assess current skills and highlight areas for growth. A formal development plan will ensure they learn the critical skills required to fulfil future roles. Home grown talent ensures seamless transition and continuity of services when roles become available and promotes a culture of growth and professional development. It minimises business disruption and mitigates the risk of having vacant roles or making costly hiring decisions which are quickly regretted (Ryba, 2023). 
External candidates bring new ideas, skills and experiences and can be a great opportunity for organisations that lack internal supply or require a strategy shift or a cultural reset. However external candidates require more time, energy, and resources and they lack the cultural understanding that internal staff have (Foot, 2022).    
Important factors to consider when planning for internal or external succession is the internal impact of looking externally, the overall cost, the impact on the organisations culture and which will bring the greater value. 

AC-2.4
An organisations website can be an effective tool for recruitment, attracting candidates and screening out those that are not a good fit. The webpage can include information about the role, the organisation, the culture, and values giving prospective candidate an idea of what it would be like to work there. Individuals browsing the website could be attracted to a vacancy. (Mrozek, 2021). However, drawing people to your website can be difficult.  Without linking it to a social media campaign or paying to advertise on Google there are very few ways to drive traffic to your website. 
One to one interviews with a Manager are more flexible and create a relaxed environment.  Managers have a wealth of information regarding the organisation and the role that they can share with the candidate. They will understand the role and the dynamic of the team so can assess a candidate’s suitability. Managers may not be natural recruiters or have experience at interviewing so training must be provided to ensure they know what they can and cannot ask, such as age. They must be aware of bias like beauty and affinity bias (NHS, 2022) and remain consistent and objective with each candidate.  
A recruitment agency can simplify the recruitment process by screening candidates and only suggesting the best for interview, but this comes at a price. Using an agency reduces the time needed to prepare adverts, sift applications, and arrange interviews so can benefit small organisations who do not have recruitment teams. Agencies cannot convey organisations culture or recommend candidates that fit with existing employees. 
Psychometric testing has become increasingly popular for scientifically assessing candidates’ soft skills. It can identify suitability for a role, whether they are a good fit for the organisation’s culture and can easily screen many candidates without needing to interview. Testing has limitations as it is subject to the conditions at the time of testing and does not evaluate candidates’ real-world performance and potential. It does not consider qualification, experience and practical skills so can only form part of the selection process (Yorke-Davies, 2023). 

AC-3.1
One of the biggest turnover and retention trends we have seen in recent years is work-life balance. During the pandemic many organisations implemented homeworking which made everyone realise it was a long-term possibility which improved health, well-being, work-life balance, productivity, and efficiency. Trends in technology advancement have contributed to remote working with many organisations using cloud-based software. Applications like Teams have made it easier to check in with employees and see how they are doing, another big retention trend. Employees want to feel needed and appreciated or they start looking for other employment and in the current market they have an increased chance of finding a similar if not better role (Gordon, 2022). 
There are many factors that influence whether employees choose to leave or remain such as the push and pull factor.  When an employee is attracted by a new job or career prospects it is known as the ‘pull’ factor but when an individual is dissatisfied in their current role it is called the ‘push’ factor (Peters, 2023b). Employees might leave due to ill-health or family relocation, which is unavoidable turnover whereas financial hardship, which makes alternative employment more attractive could be avoidable. Another reason could be a breakdown in working relationships or a breach of trust. If the dissatisfaction is not directly linked to the role or the employer, there is potential to retain the employee. For example, if the issue is financial, giving a pay rise or matching the offer of another organisation could prevent them leaving. A breach of the psychological contract is more difficult to repair, and extrinsic rewards may not persuade the employee to stay. 

AC-3.2
According to CIPD “talent refers to individuals who can make a significant difference to organisational performance” (Quilliam, 2023). It is important to develop and retain these key individuals. 
Training and development helps staff realise there is an opportunity to develop, grow and progress within the organisation. Appraisals and regular progress meetings provide a good opportunity to discuss what employees need to give them ideal learning opportunities. Discussing what they find rewarding or challenging and looking at short- and long-term career goals will help identify what training needs they have and the best way for the organisation to deliver them. Investing in individuals and enabling them to follow their career path makes them feel valued, improves the psychological contract and allows them to flourish (Rogers, 2020).
Career breaks, where possible are another approach to retention. In the current tight labour market highly skilled individuals are difficult to find so enabling a key employee to take a break ensures you maintain their skills for the future. In 2019 the Metropolitan Police Service launched a return programme for female police officers. They identified reasons why women weren’t returning to the Met, the main one being a perceived lack of flexibility and reviewed the maternity and flexible working policies to make a return to work easier.  The Met also offered a return at the same level of seniority and where possible in the same unit but also gave the option of a lateral move to another role (ExpertHR, 2020).
Both of these approaches focus on talent retention. The first by investing in training and development that makes them want to stay and enables growth with the organisation and the second by making sure those that have been trained can stay with the organisation. 
AC-3.3
Talent pools are groups of employees that are trained and developed for greater responsibility within an organisation. Organisations focus on developing employees in areas that align with company competencies and values rather than developing individuals for specific positions. 
In developing and fast paced industries that are unable to adequately forecast long term succession planning, talent pools provide an ideal tool. 
To build a talent pool you must first identify the competencies needed to enable the organisations strategy. Even if the strategy changes the competency will remain the same, such as critical thinking. Performance reviews should be used to assess current talent and identify skills gaps. 
Once the skills needed have been identified regular recruitment and training activities can focus on developing those skills and creating a stream of internal talent that can be utilised when needed (Lauby, 2018).
Coaching is a great tool to help people be more effective and productive in their existing roles as well as empowering them to take on new challenges and responsibilities (Mind Tool, 2023).  
Mentoring is another tool used to share an experienced colleagues knowledge to support the development of less experienced individuals (Hayden, 2023). 
Another approach to talent pooling is using external contractors. They are regularly used by organisations for their specialist skills but because they are not managed through payroll they are not considered by human resources as part of talent management (Levington, 2021). 
Data and analytics are the tools used to collect, measure and interpret information about talent pools. They help identify what skills and competencies are needed now and in the future and help improve the quality and efficiency of the hiring and selection process through data driven assessments, screening and matching techniques (Harver Team, 2022).  



AC-3.4
Diversity is an important part of building and supporting talent pools as it improves employee engagement. Engaged employees bring fresh ideas, feel safe and happy at work and have the space to reach their full potential. Diversity includes ages, genders, backgrounds, working styles and communication preferences so fostering a culture that embraces all these differences gives the organisation a competitive edge in recruitment and retention (Thompson, 2021). 
The talent pool needs a wide variety of skills and individuals at different levels to create a stream of talent. Changing the recruitment and learning and development process to remove unconscious bias will create a fair evaluation based on ability and qualification instead of demographic and characteristics. Diverse pools consist of individuals with a variety of backgrounds, diverse problem-solving methods and a collection of cognitive approaches that result in more effective and innovative solutions. Together these strategies make individuals feel valued and truly engaged. Organisations that foster diverse workplaces have highly engaged employees that work 12% harder are 57% more effective at collaborating and 19% more likely to stay with the organisation (Tenney, 2024).
Diversity and inclusion play a big part in how an organisation is perceived by stakeholders. To build a diverse talent pool a positive reputation makes your organisation more attractive to work for. According to the CEO Survey conducted by PWC (2017) in 2015, 80% of participants said an employer’s policy on diversity and inclusion was an important part of their decision to work for the organisation.
Creating a learning and development plan that accommodates diversity boosts the organisations reputation and increases available talent. For example, 19% of working age adults are disabled so failing to make reasonable adjustments to include them in training sessions can significantly reduce the talent pool (Reid, 2022).  

AC-3.5
Dysfunctional turnover (DT) can be extremely expensive incurring both direct and indirect costs. Direct costs are those directly associated with processing the leaver and hiring the replacement such as time, expenses, marketing, training and possibly agency fees. Indirect costs are associated with the levels of production from the leaver in their last weeks and the new starter in their first weeks. DT can also have a negative impact on staff morale and company reputation (Taylor and Woodhams, 2023). 
Despite the cost associated with DT many organisations do not calculate their labour turnover costs, mainly due to the complexity of the calculation. The simplest calculation is to estimate the cost of turnover for a ‘typical role’ and multiply by the number of dysfunctional leavers.  The CIPD’s Resourcing and Talent Planning Survey 2022 showed only 17% calculate turnover cost which is less than the 20% reported in 2021 (CIPD, 2022b). 
It is important to understand why people are leaving organisations. Unavoidable turnover is when the decisions is nothing to do with the company such as ill-health or relocation. Avoidable turnover is caused by dissatisfaction in the workplace such as poor leadership, low pay and benefits or a lack of training opportunities. 77% of organisations are finding it difficult to attract candidates and 60% are finding it difficult to retain. As a result, 37% undertook initiatives to improve employee retention (CIPD, 2022b). Identifying why employees are leaving must be a key part of the retention strategy to prevent avoidable losses. Most organisations use exit interviews to find out what would have encouraged them to stay and what improvements can be made for the future. 

 AC-4.1
Different contracts can be used to ensure organisations are not under or over staffed like full/part-time, fixed term and zero hours. There are also different employment statuses like employee, worker and self-employed who receive different protection from the law. Employees enter a contract of employment and are protected by employment law. Workers have an employment contract but are often more casual such as agency workers. Workers are not protected from unfair dismissal claims or statutory redundancy. Self employed workers are free to decide when, where and for whom they work. They arrange their own sickness and holiday arrangements and pay their own tax and national insurance. They have few employment rights but are protected from discrimination (Daniels, 2022). 
It is important to get the correct definition for employment status as each one has different rights. Any doubts over employment status are referred to an employment tribunal where tests are carried out to determine the employment relationship. A high-profile case ‘Uber B V and others v Aslam and others’ (2021) concluded that although the drivers thought they were employees and Uber thought they were self-employed they were in fact workers because they provided a service to Uber, they had to work personally, and Uber was not the customer. This meant Uber had to pay National Minimum Wages and holiday pay. 
Fixed-term contracts are useful to provide absence cover for long term illness or maternity/paternity leave or to provide additional resource for a project. Fixed-term employees are treated the same as permanent employees but at the end of the contract are dismissed. If their contract is more than 2 years, they have unfair dismissal rights and if they are continuously employed for 4 years they are treated and permanent employees (CIPD, 2021).   

AC-4.2
Contracts of employment describe the basis of the employment relationship and are made up of express and implied terms. Express terms are discussed and agreed by both parties are not always in writing. For example, an employer could offer a wage lower than minimum wage and the employee could accept, however express terms cannot diminish statutory rights, so if in the future the employee challenged the wage the employer cannot argue that it was agreed because it diminished their statutory right (Daniels, 2022).  
Implied terms are not specifically agreed between both parties and are not expressly set out in the contract but are implied into the contract by common law, statute or custom and practice. Examples of implied terms for employees are to be ready and willing to work and not to disclose confidential information. For an employer they are to provide a suitable work environment or to give reasonable notice (Warner Goodman, 2022).  
Collective agreements are a source of implied terms and are an agreement between an employer, employee and trade union following a collective bargaining process. They can be incorporated into an employment contract either expressly or implicitly. Express incorporation means the employer has a legal obligation to inform employees that a collective agreement directly affects their terms and conditions. If a collective agreement is not expressly referred to it may still be possible to imply the terms into the contract.  In ‘Arthur H Witton Ltd v Peebles‘ (EAT/835/93) a 20-year-old practice of paying a collectively agreed industry rate implied into their contracts meant the employer’s failure to pay the annual increase was a breach of contract (Croner-I, 2024). 

AC-4.3
Onboarding is an essential part of establishing a culture in the workplace. It is the period of transition between a new starter joining and becoming competent and settled. The most common components of an onboarding process include:
A welcome and introduction to the organisation, its mission, and values. Providing information about the organisation its background and structure will help establish the culture. Give a tour of the premises introduce key colleagues. 
A review of their duties and responsibilities. Including expectations and performance standards. Explain the process and how performance will be monitored.  
Provide training on specific software, skills and knowledge required for the role either online or face to face.  
Provide a copy of the staff handbook and go through the procedures and systems.    
Create opportunities such as lunch and coffee breaks to meet and network with colleagues and mentors. 
Provide on-going support from a manager or mentor. Some organisations use the ‘buddy system’ where the new starter is paired with a ‘buddy’ who is there point of contact to ask questions and for support and guidance. Another model is ‘job shadowing’ where the new starter observes and shadows an experienced team member getting firsthand experience of the role (Gray, 2023).
When done correctly new starters feel like part of the team from day one and it increases employee engagement. Engaged employees are more invested in their work and the success of the organisation. They feel connected to company goals and are motivated to contribute their nest effort.
Effective onboarding can lower turnover rates which reduces the cost of recruitment and training. It builds an experienced and knowledgeable team with a strong company culture (Ketkin,2023).  
Conclusion
I hope the information provided is sufficient to respond to the participants questions. Further information can be found in the reference list below.

