1.

The term ‘labour market’ refers to individuals who are searching for paid work and employers that are seeking to fill their vacancies (Taylor & Woodhams, 2022a). Organisations will strategically position themselves within the labour market based on different elements including cost of labour, the availability of skilled workers and the working environment (Peters, 2023). Employers will use the labour market to search for skills that are required to enhance their organisation and employees will use the labour market to search for the right job opportunity for them (CIPD, 2022a). 
 
Organisations should strive to become an employer of choice by being intentional about their culture, values and behaviours whilst taking deep care in the employee experience (Richards, 2022). To do so it’s important for them to invest in their employee engagement and enable growth and development for their employees. The organisation's brand image is a key quality that is used to enhance an organisation's perception by potential talent which will have an impact on the organisation's revenue and success (Peters, 2023). Potential employees will use the organisations image and understand their reputation through social media to decide if they believe that the company is one that they are attracted to including their culture and values (Leigh, 2023). Organisations should stand out from their competitors and connect with their values, strategies and policies as well as connecting with their corporate social responsibility (Adams, 2022). 
 
The people professionals support the organisations to ensure that the organisation's brand is an accurate reflection to attract top talent and the organisation consists of an engaged and positive workforce (CIPD, 2023c). The employee brand should be evident through an employee’s full lifecycle and measures should be used to identify how the employees feel (Leigh, 2023). 


2. 

The Labour Market is measured by the number of people in employment, how much they work and the number of unfilled vacancies (CIPD, 2023d). Organisations recruit for specific roles with talented candidates by evaluating their skillset. The labour market influences resourcing decisions depending on what trend it is in at that time. The labour market is referred to as ‘loose’ or ‘tight’. A tight labour market refers to a climate where unemployment levels are low and employers will find they have unfilled vacancies. To ensure organisations can continue to attract talent in a tight labour market they will be more competitive with salaries and reward programmes. In this market, the employee will have more power over the employer and therefore can negotiate on more favourable terms and conditions (Taylor & Woodhams, 2022a). The potential employee here will use the employer brand image as well as development opportunities as a factor to influence their decision (Peters, 2023).


A loose labour market on the other hand refers to the supply of labour being relatively high with only a few vacancies to fill and a lot of applications per role. In this market, the employer hold the power and have stronger influence on the terms and conditions that are offered (CIPD, 2023d). When there are several applicants the recruiters in some instances won’t have the time to thoroughly review all applications meaning the process isn’t thorough and talented individuals can be missed (Goffee and Jones, 2013).

To understand opportunities and threats around labour changes such as skills shortages and current workforce capabilities, a PESTLE analysis is most effective to understand the political, economic, social, technological legal and environmental factors. This analysis is most effective when used alongside a SWOT analysis (Battista, 2023).

The Covid-19 pandemic influenced the labour market and made it a very loose market. It can be difficult to look ahead as some key world events will have an impact and no one will have predicted what happened to happen (Taylor & Woodhams, 2022a). 


3. 



When the government, employers and trade unions work together, they can all hep to ensure that the future skills needs are met however often the three players will not necessarily work together.

The Government plays their role by supporting the UK economy by creating a labour market that is flexible, effective and fair (CIPD, 2022a). The Government should develop strategies to ensure future skills needs are met by the setting of policies that are designed to enhance the employees experience by the implementation of employee development and skills in the form of literacy, numeracy and IT as well as ensuring the financial support is there for employers for skills development. They also support by ensuring education, training programmes and workforce planning initiatives and alive and supporting organisations so the talent that is required is available through an analysis of future skill needs (Government Office for Science, 2017). 
 
Employers must identify the skills needed within their organisation and support by developing their internal talent and investing in them be that with training courses, books, or mentors (Hayden, 2022). Employers can offer internal apprenticeship programmes (Hasluck et al, 2008). As an example, in Morrisons Supermarkets they offer butchers, bakers and fishmongers apprentices to equip their current workforce with the skills they require for the future (Morrisons N.D). It is the organisation's responsibility to ensure they have created an environment that retains their talent as well as attracting external top talent where they can use the work experience placements they have to develop their people. Employers should also identify any roles that will be at risk of automation and identify and skill-gaps (CIPD, 2023c). 
 
The role of the Trade Union is there to improve the working life and promote equality for all. They will use their research to campaign for change by putting people first (TUC, 2018). All unions will have their own agenda with the aim of improving access to learning and development within organisations. Unions will also support the employees by ensuring they have the skills and training that is required to meet the demand of the labour market. When an employee is a union representative it is a legally protected role and the employee is entitled to time away from their role to train and undertake the role (GOV.UK, N.D).


4.


Workforce planning refers to the activities that organisations carry out when considering the specific skill and employees they will need for their future and what strategies are put in place to ensure the requirements will be met (Taylor & Woodhams, 2022a). Effective workforce planning will have a positive impact on evaluating the demand and supply of labour within the internal and external markets and considerations can be made to address the situations that may arise (CIPD, 2023e). It's important that organisations understand the needs of their own employees which will drive the organisation's development. Following the evaluation, the organisation must then compare the availability of a certain skill set and what the possible supply is (CIPD, 2022a).
 
The workforce plan will identify gaps that will arise whilst identifying solutions within the organisation to get the right people into the right roles at the right time for the right cost (CIPD, 2023e). The plans will be both short and long-term and they should be linked to the business’ goals to achieve success (Linkedin, 2022). 
 
When workforce planning is alive within an organisation the business will be reducing their costs as there will be internal succession plans which in turn leads to more engaged, productive employees that add greater output as the organisation is focused on developing their internal employees (CIPD, 2023b). When done correctly, labour turnover will also be low due to the increased engagement and development. (CIPD, 2022b).

A balance between workforce demand and the supply will allow a more effective and efficient workforce plan to be generated. It is important for organisations to plan in advance and forecast supply so they have the right people and with the right skills to fill important vacancies (Linkedin, 2022).


5.

For workforce planning to be beneficial to the organisation it is critical for clear and effective communication to be live between the HR department and the other stakeholders within the business (CIPD, 2023e). The workforce plan will be based on the organisation's goals and linked to the people management. 
 
The workforce plan is broken down to five main stages as described by CIPD (2023e). To begin workforce planning, it is key to understand the business and how it operates. This will include understanding the structure and if any structural change can be made which will enhance the labour supply. The organisation must then analyse the skills, abilities and knowledge that form the workforce. By analysing the data, the reason for labour turnover can be identified, where there is a lack of resources and the effect that has on specific departments. 
 
Once the above two steps have been completed, it is possible to identify current and future skills and knowledge gaps within the workforce. This step allows you to view what the predicted future need of skills will be and allows organisations to prepare for this. The fourth step requires the organisation to build an action plan. The plan must be flexible and adaptable depending on business change. Finally the organisation will monitor and evaluate the workforce plan by conducting reviews to understand where the plan is working and what areas need more attention (CIPD, 2023e). 

Employers will use systematic techniques to look at past trends to predicts future trends and when they know the desired goals, they can work backwards from there for forecast demand. The knowledge within the leadership team will support the understanding of the internal and external environment (Taylor & Woodhams, 2022a).
 

6. 

Succession planning refers to activities that are in place within the organisation to ensure it has the ability, skills, knowledge and experience required for an individual to step into a higher level role that becomes vacant (Taylor & Woodhams, 2022a). Various approaches can be used for succession and contingency planning within an organisation that aim to mitigate workforce risks which includes identifying employees that are interested in progressing, the use of talent pools and the use of appraisals. Succession planning is the process of identifying and then developing potential future leaders who demonstrate the knowledge and behaviours for key roles (CIPD, 2023b).
 
Traditionally, organisations would use structured, top-down succession plans to identify internal successors for each senior role needed to progress however this approach is much harder to use today where more businesses have adopted a flat structure as opposed to a hierarchical structure (Groot, 2023). Today succession planning will include diversity and openness from those involved to be successful. Future talent will be identified by their current performance, skills and ability as well as the talent they are demonstrating (CIPD, 2023b). This talent is often identified internally but it can also be sourced externally which supports the organisation in bringing in fresh ideas through external candidates (SHRM, N.D). The approach that is used today is managing workforce risks where organisations will base it on abilities and the development of the employees at all levels by using data and evidence. This modern approach links in with talent management which looks at removing barriers through an inclusive recruitment process (BITC, 2022). 

Another approach is job rotation which involves training and then cycling employees through different roles within the organisation. This supports the employees in developing their skills through a broad variety of job roles. When vacancies arise, the organisation can rotate a future talent employee into the vacancy to broaden their experience (Indeed, 2022a). 


7.

Recruitment is known as the process that finds, identifies, short-lists and interviews qualified individuals for a specific role within an organisation (Thakur, 2023). Selection on the other hand refers to the methods that are used to identify the right individual for the role (Sarwar, 2023). Recruitment is used to attract the most talented individuals for a specific role or department into an organisation (McCartney, 2023). Often, people practitioners stand over recruitment and selection however the task will be carried out in different formats across different organisations. 
 

The use of advertising vacancies on the organisation’s website as a recruitment method means numerous applications will be submitted leaving the employer with choice and it a cost friendly method as only requires the internet and a screen however on CV’s applicants can falsify their qualifications and experience (Cleverton, 2023). 

It is possible to advertise vacancies by using a recruitment agency to support the search for the right candidate, often agencies will source the most talented candidates and are used when organisations don’t have an internal HR department (Tabsor, 2022). The advantage of using an agency will mean that the process can be quick, and they will benefit from a qualified professional attempting to fill the role. On the other hand, agencies are costly and as an outsider is sourcing the candidates it is possible that they find a talented individual that isn’t culturally fit to the organisation (Taylor & Woodhams, 2022b). 

The use of interviews as a selection method allows the managers to interact ahead of employment and to gauge the employer’s ability to perform the role they’re hiring for however this format can allow the hiring manager to be biased and judgment on age, appearance and gender may be made that than the job requirements (Knight, 2017). 

Another example of a selection method is a skills-based assessment which would be organisation specific and include real life examples and simulation exercises to understand what an individual’s judgement would be within specific situations (McCartney, 2021). This method is used as it can be a good predictor of success however it isn’t always preferred as it can be time consuming. Another selection method would be the use of assessment centres, they can predict if an individual will be good and it allows you to understand how they would interact with others however this method is also time consuming and can cause logistical difficulties (McCartney, 2021).


8.

Voluntary turnover is an employee that chooses to leave and involuntary refers to an employee being asked to leave (Peters, 2023a). A key factor to be considered for voluntary turnover is the overall compensation an employee is receiving. When the compensation is less than what the employee believes they deserve, they will begin to look elsewhere (Indeed, 2023). Salary is a key motive for employees, more so as we live through a cost of living crisis with everything costing considerably more than before the pandemic (Rickard & Brown, 2023). 


 
Another factor that affects labour turnover is the organisation’s culture. If employees are not happy, aren’t recognised, they feel like they’re being treated less favourable or they feel like their personal and organisation values no longer align, employees will look elsewhere to find a company where they will enjoy (Cholteeva, 2022). 
 
When employees feel supported, trusted and developed they will be less likely to be actively looking externally. When they feel they can grow and they have job security they will also stay put. (Urquhart, 2022).
 
As the saying goes, ‘People do not leave bad companies, they leave bad bosses.’ When employees have a positive relationship with their direct leader and they feel supported by them, employees will be less likely to leave. As reported by Jasmine Urquhart in 2022, employees are three times more engaged within the organisation when they feel supported by their managers (2022).

There will be avoidable turnover where an employee is dissatisfied whereas unavoidable turnover will be an employee that is relocating or leaves due to health reasons (Peters, 2023a). 


9.

Talent refers to the skills, knowledge and experience that individuals have and the people professionals will focus on developing and retaining these individuals at an individual and group level (CIPD, 2023c). Organisations can adapt different approaches to developing and retaining their talent. A key approach is the continuous use of learning and development programmes which will build a high-performing workplace. To implement a training programme, the people professionals will evaluate employee’s performance through observation and evaluation of reports and link in the progress though appraisals (Hayden, 2022). These programmes are essential to develop the internal workforce by developing the employees’ skills. The use of these programmes will enhance employees’ skills and abilities to meet future organisational needs by retaining talent both individually and collectively (Cantrell et al, 2022).
 
It is also key to ensure the reward approach is implemented in a fair and consistent way. Reward can be used to enhance employee motivation via monetary rewards including bonuses and pay increases (Fatima, 2021). This motivation will reduce labour turnover and employees will be motivated to perform effectively as they are rewarded for doing so. This supports both the employee and employer (Tenney, 2022).

Another approach is the review of flexible working and work life balance for the employee to have realistic down time which sometimes include career breaks to ensure the employees enjoy their work and maintain motivation with a realistic role profile and a role that enriches them both personally and professionally (Haggett & Aviles, 2023).


10.

A talent pool is what an organisation considers its high performing employees who are currently or will be in development to take on greater responsibilities within a specific business area in the future (CIPD, 2023c). Talent pools are used to form an organisation's succession plan. Employees that are considered within talent pools are considered high performing, high potential or employees that demonstrate the organisation's culture and values (Taylor & Woodhams, 2022a). A talent pool should include both internal employees and external recruits who can benefit the organisation (Indeed, 2022b). Through the rise of social media, organisations can attract, build and support their existing talent pools by attracting the best candidates (Taylor & Woodhams, 2022a). 

Organisations need to assess and analyse the current and future talent needs and allow for communication and collaboration between the employer and employees to ensure future organisational needs can be met. Another approach includes building and supporting talent by conducting performance reviews which can be used to support learning and development purposes underpinned by analytical tools (CIPD, 2024). To build effective talent pools, organisations can network internally and externally. 

 
A formal approach will be considered mentoring and coaching which involves the development of programmes that will enhance the employee’s development. Mentoring involves preparing employees for higher responsibilities whereas coaching will foster employee skills (Hayden, 2023). The best use of these two examples is face to face interactions as it enhances the relationships between the employer and employee.


11.

For an organisation to have a diverse talent pool, they must first start with a diverse workforce and begin with diversity in recruitment and succession (Spong, 2022). When a talent pool is diverse, the organisation will benefit from different capabilities and enriched perspectives that will enhance their performance and give them a competitive advantage as they will have improved knowledge and understanding. The variety of perspectives will create a greater awareness of pitfalls as well as an increase in their creativity skills. This has a positive impact on the employer brand and will lower employee turnover therefore attracting a wider range of customers, enabling them to expand with enhanced productivity (Ely and Thomas, 2020).
 
A diverse workforce will also give the organisation market competitiveness and potential employees will view it as an employer of choice. This aspect of any organisation will develop a positive organisational culture that will be able to attract top talent (Ely & Thomas, 2022).  This will also support retaining top talent as employees will be working towards their individual targets and the employer will benefit from improved knowledge and understanding within their chosen field. As there is a positive impact on employee brand, it is less likely for discrimination to happen within the work environment as the individuals will be involved in various organisational developments as well as a reduced risk of language barriers (The HR Dept, N.D).


12.

Dysfunctional employee turnover refers to abnormal rates of employee turnover and rates that are higher than the expected rate of turnover, it refers to all leavers, those that have left voluntarily and involuntarily (Peters, 2023). 
 
A high turnover becomes problematic to organisations as it can damage the brand's reputation both with employees and customers and therefore have a negative impact with customers and can make it hard to fill future vacancies (Peters, 2023). One of the direct effects of high labour turnover is the effect on costs both financially and non-financially (Taylor & Woodhams, 2022b). 
 
Financially it is expensive with the direct cost of the recruitment and selection process due to the resource that is required and if it is for a skilled role, these roles often take longer to fill in the first instance. The CIPD (2022b) stated that the median cost to recruit a senior manager was £3,000 before induction and initial training costs. The knock-on effect is that it can cost organisations valuable time that could be used for productivity and greater profits could have been generated (McCartney, 2023). 
 
The non-financial element refers to the loss of skills and knowledge as well as the knock-on effect dysfunctional employee turnover has on the remaining employees whose productivity and morale can be affected which will affect the organisation's performance resulting in a decline in performance (Peters, 2023). The people professionals should ensure they have live, strategic workforce plans that deliver effective recruitment and selection as this will help minimise the rate of turnover within an organisation (CIPD, 2023e).


13.

 
An employment contract is a legally binding document between an employer and the employee. The individual will fit into a contractual agreement depending on what their employment contract states, what was agreed at the offer stage and the way in which the organisation and individual work together (ACAS, 2023c).
 
A permanent contract is indefinite and the individual is required to work regularly and they can expect regular work. Here the employer will provide the tools that are required to complete the role and they decide how the employee works. The contract will exist until one party is no longer willing to work within the contract (CIPD, 2021a). The Working Time Regulations 1998 states that within this kind of contract, the employee is entitled to all benefits including holiday and leave however they do have more obligations (GOV.UK, 2012a).
 
Fixed term contracts are those that have a start date and a fixed end date. The employees on these contracts are entitled to the same benefits as those that are permanent for the duration of their contract. At the end of the contract, the employer may decide to renew or extend the contract as long as both parties agree (CIPD, 2021b). Fixed-term contracts are often used to cover maternity leave (CIPD, 2021b).
 
If an individual is classed as a worker, they do have some employment rights but not all. They aren’t offered regular work and they can have casual or irregular working patterns as there is little obligation for them to be available (GOV.UK, 2012b).  Since the pandemic we have seen a rise in a form of flexible working known as the ‘gig economy’ which is the exchange of labour for money via digital platforms on a short-term basis where payment is transactional based on task, an example of the rise in workers would be Uber drivers (Taylor & Woodhams, 2022a).
 
If an employee is an independent contractor, they will be self-employed as defined by HMRC and not by employment law. The contracts are ones of work rather than contracts of employment. Employees that are self-employed are responsible for how and when they work as well as their own tax returns and any other statutory deductions (GOV.UK, 2023). In this case the employer only pays via invoice. Self-employed individuals are either owners or freelancers and can set different rates for different clients as well as sending someone else to do the work on their behalf (ACAS, 2023a). Within professions photographers, graphic designers and lawyers often work under independent contracts rather than for one employer (Silkin, 2023).


14.

Within contractual terms, an agreement is made between the employer and employee which creates an employment relationship and both express and implied terms will be used (ACAS, 2023b). Expressed terms refer to terms that are physically written within the contract and are also verbally communicated, these will refer to pay and working hours as an example (ACAS, 2023b). Expressed terms will be used within the employee contract and in other documents including the employee handbook, collective agreements or job descriptions (TUC, 2022). It’s important for these terms to be law compliant and must comply with the minimum legal standard for each relevant term. The contract will refer to terms such as hours, salary and leave entitlement, all of which are supported by the law and have minimum legal terms and the employee will have received an offer letter and accepted these terms (Ayling & Suff, 2023). When terms are expressed, they are spelt out and are firmly noted as terms and conditions and are used to bring the contract to life (ACAS, 2023b). 
 
Implied terms refer to the terms that aren’t written and potentially never communicated verbally but rather those that exist through mutual understanding or circumstances, they are implied through custom, practice and mutual trust and confidence within the organisation (TUC, 2022). These terms can refer to not stealing or employee wellbeing and often come into existence as the result of actions that have unfolded. Overtime is an example of implied terms, the contract or handbook may not state that overtime will be paid, however there is often an implied term and collective agreement where all overtime worked should be compensated for (ACAS, 2023b). These terms can be implied facts or if supported by the law, implied law.
 
Compared to implied terms, when the terms are expressed within the contract of employment, the terms are easier for everyone to understand and they are easier to be challenged as you have them in writing (Collins, 2016).


15.

Onboarding is the process that enables organisations to facilitate the integration of new employees into the company and their role by introducing them to the structure, vision, mission, and values (CIPD, 2023a). During the onboarding, pre-employment information will be gathered, the department and organisations information will be shared with the new employees and expectations will be clarified. This is the point where everything is communicated and the employee will hopefully feel supported on the transition into the new role (Howlett, 2022). 

Onboarding covers a wide variety and begins with the pre-employment information that is required all the way through to support and development opportunities the organisation recognises and provides. Once the new employees have been introduced to the business, they will review the full organisation's overview including what their product is, what happens within the business and they will receive an explanation of the structure (CIPD, 2023a).

Onboarding is not only relevant to brand new employees but those that have been promoted into new teams, employees that have transferred as well as those that work from home (HBR, 2018). The benefits associated with effective onboarding include the fact it helps the new employees settle in quickly and they integrate effectively which in turn allows them to feel comfortable and therefore able to be more productive and effective within their role and work to their highest potential whilst being fully aware of the organisation’s values and culture. When onboarding is done well, organisations will reduce their labour turnover (CIPD, 2023a).

