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How can organisations strategically position themselves in competitive labour markets? (AC 1.1) 
Attracting, keeping, and developing talent while cultivating a great employer brand are important components of strategically positioning a business in a competitive labour market. The following are some tactics that businesses can use to place themselves favourably in labour markets that are competitive: Peters, (2023)
[bookmark: _Int_6im4a1cz]By concentrating on critical areas that attract in and retain top individuals, organisations can strategically position themselves in highly competitive labour markets. Primarily, it is critical to develop and promote an employer brand that effectively communicates the company's values, distinctive offers, and pleasant workplace culture. Providing competitive pay and benefits—including non-traditional rewards—contributes to the development of an alluring complete rewards package. WALES (2012)
A dedication to professional development can be shown in the provision of training, mentorship programmes, and career progression possibilities for staff members. Employee happiness and wellbeing are boosted by providing flexible work schedules and a supportive work environment that values diversity, equity, and inclusion. Encouraging corporate social responsibility programmes demonstrates the organization's dedication to moral and socially conscious behaviour. McCartney (2017)
Developing a strong talent pipeline, automating hiring procedures, and using talent analytics to make data-driven choices are all crucial for effective and flexible workforce management. Penakalapati (2021) A good organisational reputation is a result of ongoing employer branding initiatives, such as upholding a positive web presence and adjusting to market trends. In the end, companies that put these tactics first can differentiate themselves in competitive job markets by drawing in, holding on to, and attracting top personnel, which will promote long-term success. Jacobs (2021)





What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2) 
The dynamics of the labour market, such as heightened competition or a lack of trained labour, can impact the availability and demand of talent. Filling vacancies may be difficult for organisations in a tight labour market with few eligible candidates. To attract and retain elite people, this may include modifying recruitment techniques, broadening talent pools, or providing better rewards and incentives. ies (2019)
 Compensation and benefit packages may change in response to shifts in the labour market. Organisations may need to provide more competitive pay, incentives, and benefits in a highly competitive market to draw and keep talented workers. On the other hand, companies could be able to negotiate lower compensation packages if the labour market is weaker. CIPD (2022)
Organisations must modify their talent acquisition strategies to reflect the changing nature of the labour market. To obtain the talent you want, you may need to use a variety of recruitment channels, make use of social media and technology to source candidates, and develop alliances with professional networks or educational institutions. Kollydas (2022) Retention of employees may be impacted by shifting labour market conditions. Employees may have more opportunities and be more inclined to look for better options elsewhere in a healthy labour market. To increase retention rates and hold onto critical talent, organisations must put plans in place that emphasise work-life balance, career growth, and employee engagement. ONS (2021)
Decisions on resources should take the evolving skill requirements of the labour market into account. Companies may have to spend money on upskilling and training initiatives to close skill gaps and guarantee workers have the skills needed to compete in the market. University of Lincoln (2022)
Decisions about resourcing are directly impacted by the state of the labour market. To recruit, maintain, and grow a talented workforce that matches market needs, organisations need to be flexible in their approach, continually reevaluating their tactics and adjusting to changing circumstances. Inadequate consideration of labour market realities when making resource allocation decisions can lead to a lack of skilled workers, elevated employee attrition, and difficulties maintaining market competitiveness. Česynienė, Diskienė and Stankevičienė (2013)


What is the role of government, employers, and trade unions in ensuring future skills needs are met? (AC 1.3) 
Education and workforce development is influenced by governments. They can create regulations that match training and educational initiatives with business requirements, resulting in a flexible and adaptable skills ecosystem. Rafferty (2022)
Whilst Providing funding to schools and programmes for vocational training so that people can acquire the necessary skills for growing industries. They also provide information about the Labour Market to assist schools and employers in anticipating future skill demands, providing timely and reliable labour market information. Rewards and Subsidies help encourage firms to engage in staff training and development by providing incentives and subsidies. Webber (2021)
Employers are leading the charge in locating and filling industry-specific skills gaps. Among their responsibilities are Strategic workforce planning should be done to determine the skills that will be needed in the future. Mann Levesque (2019) Investing in staff development and training programmes to upskill current employees and get them ready for changing positions in the workplace. Work with academic institutions to develop curricula and make sure they meet the demands of business. Create programmes for internships and apprenticeships to close the skills gap between education and work by offering practical experience. CIPD (2022a)
Trade unions serve as the voice of the working class and can help with the following aspects of skill shortages, defend the rights of employees to chances for professional growth, education, and training. Clough (2012) Engage in discussions with employers to incorporate clauses pertaining to training and skill development into collective bargaining agreements. Work together with companies to find and close skills gaps so that workforce development is approached cooperatively. To make sure that training programmes are meeting the demands of employees and the changing labour market, keep an eye on their execution. Nowak (2022)









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) 
Successful workforce planning can make a significant difference in an organisation's performance. Workforce planning can assist in making sure that the appropriate individuals are in the right roles at the right times by coordinating an organisation's workforce with its strategic goals. Better performance overall, higher employee satisfaction, and enhanced productivity can result from this. August 2022 (2022)
Anticipating and meeting future talent demands is one of the main benefits of efficient workforce planning. Organisations can proactively recruit, educate, and grow their personnel to meet future demands by detecting potential skill gaps and talent shortages. This might reduce the possibility of having an excessive or insufficient number of employees and help prevent expensive hiring procedures. FDM group (2022)
Better resource allocation and cost management can also be facilitated by efficient workforce planning. Organisations can reduce needless expenditures, optimise staffing levels, and lower turnover by knowing their present and future labour requirements. A more sustainable business model and better financial performance may result from this. Organ (2023)
Employee engagement and retention may both benefit from workforce planning. When workers feel that their skills and career objectives are being considered during the planning process, they are more likely to feel valued and motivated to contribute to the company's success. Contributor (2021) Organisations that plan their personnel effectively are better equipped to predict future demands, increase employee development, improve recruiting and selection, facilitate succession planning, reduce costs, and adjust to change. Employing strong personnel planning techniques can provide businesses a competitive advantage, maximise the use of their talent, and promote long-term success. Sinclair (2004)





I want to introduce workforce planning in my organisation, but I am unsure which technique/s to use. Could you evaluate the techniques used to support the process of workforce planning? (AC 2.2) 
Organisation needs workforce planning to make sure it has the right people in the right places at the right times, with the right skills, to carry out its mission and achieve its strategic goals. Workforce planning is the process of analysing, forecasting, and planning workforce supply and demand, assessing gaps, and determining target talent management interventions. By analysing the organisation's promotion and demotion rates, labour supply forecasting techniques can also be utilised to assist with workforce planning. (National Institute of Health, 2017)
One factor used to assess the availability of labour in businesses is the rate of employee turnover. Poor organisational culture and a lack of employee well-being are two of the main reasons for employee turnover. (Graham and Anwar, 2019)
People managers can use employee participation in decision-making to assist uncover different issues that affect effective workforce planning. When creating a workforce strategy, people professionals should make sure there are regular evaluations and conversations. They should also support managers by providing accurate data. (People Management 2022) 
They are also essential for encouraging and mitigating staff turnover, evaluating the availability of labour, and tackling issues like subpar corporate culture. To enhance workforce planning and resolve employee concerns, people professionals ought to include staff members in decision-making procedures. (CIPD, 2023)
Strategies that are continuous, flexible, and future-focused is required for the key process. To effectively assess data, it combines organisational aptitudes and abilities with operational and strategic planning processes (Organ, 2023b). Planning makes the most use of available resources, increases staff retention, and fosters career advancement. Thus, by placing employees in areas where they can highlight their ability, planning reduces attrition and expedites turnaround times (Personio, 2020).
Organisations can better align their personnel with their strategic goals and objectives by using workforce planning, a crucial activity. It entails evaluating the present labour force, projecting future labour requirements, and putting plans in place to fill any shortages. G-P (2021)
 Labour analytics: This method entails gathering and examining information about the characteristics, abilities, and output of your present labour. You can use it to help you make well-informed decisions regarding future recruiting, growth, and succession planning by highlighting areas of strength and potential shortfalls. National Institutes of Health (2017)
 Situation planning: This method is imagining future conditions, including changes in the market, regulations, or technology, that could affect the workforce. Through an analysis of these scenarios, you may ascertain the possible impact on your personnel and formulate proactive methods to mitigate them. VALAMIS (2022)
Succession planning: The goal of this strategy is to find and nurture successors to important roles inside the company. When important positions become vacant, you may minimise risk and maintain continuity by identifying high-potential people and developing development plans. Personio (2021)
Talent management: This method entails creating plans to draw in, involve, and keep elite personnel. It covers tasks including hiring, managing performance, training, and development. You can make sure that the organisation has the right people with the necessary skills in place for future success by coordinating talent management with workforce planning. van Vulpen (2018)
Workforce flexibility: This strategy entails creating flexible schedules and work arrangements, such as contract, temporary, or part-time employment. Organisations may control expenses, draw on a larger talent pool, and quickly adjust to changing business needs by embracing worker flexibility. Hodkin (2020)













Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3) 
Planning for succession and contingencies are essential elements of mitigating labour risk. The process of succession planning includes locating and nurturing internal talent to take on important leadership and operational positions inside the company. This strategy lowers the possibility of talent shortages and leadership gaps by ensuring that there are competent people prepared to take over important roles when needed. Marie (2023)
Setting up talent pipelines or pools is one method of succession planning. To prepare them for future leadership responsibilities, this entails identifying high-potential individuals and offering them focused development opportunities. Organisations can lessen their dependency on external hiring and lower the chance of losing important knowledge and experience when key personnel depart by developing internal talent. George (2024)
Contingency planning entails getting ready for unforeseen circumstances or interruptions that can affect the workforce. A strategy for contingency planning involves enabling staff members to take on different responsibilities within the company through cross-training. Morrison (2012) This can lessen the chance that unplanned absences or turnover will leave you understaffed. Organisations may limit the impact of workforce disruptions and maintain operational continuity by ensuring that employees have the necessary skills and knowledge to transition into various jobs as needed. Lattimer (2023)
Developing flexible employment solutions, such as using contract or temporary labour, is another kind of contingency planning. This enables companies to swiftly modify the number and makeup of their personnel in reaction to unforeseen circumstances or shifting business needs. Organisations may better manage personnel risks and preserve agility in the face of unpredictability by having access to a flexible pool of workers. Ryba (2022)







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) 
Recruitment 
Posting job openings on the company website is a popular hiring practice that has advantages and disadvantages. It is affordable and practical for the organisation as well as the applicants. Morris (2020) But it might lead to a high volume of applications, which would take a lot of time for managers to sort through and might cause them to miss eligible applicants.
Online recruitment is becoming increasingly popular with businesses and job seekers alike. Online recruitment offers numerous advantages for both employers and job seekers. Online recruitment is faster. (LaMarco, 2019) This is a result of the fact that people view the job posting as soon as it is posted. In a few hours, the process of interviewing potential candidates can begin. The hiring procedure can be completed in a single day. (Chesworth, 2012)
Using social media sites for recruitment could be an alternate strategy. The capacity to target demographics, reach passive prospects, and design a more dynamic and engaging hiring process are among the strengths. Like online advertising, it could result in an excessive number of applications, though, and it might not be appropriate for all kinds of jobs. Quinn (2018)
Selection Process
In-person manager interviews offer valuable information about a candidate's communication and interpersonal abilities. It enables in-person communication and the evaluation of cultural fit. Nevertheless, it has limitations, including the tendency to favour candidates with great interview skills above those with the strongest job-related competencies, interviewer bias, and poor predictive validity. SMITH (2021) In complex thinking occupations, personality tests can help forecast job performance and evaluate individual differences. Results are not always reliable since candidates might answer according to what they believe the employer wants rather than according to who they really are. (Tilson, 2021)


Employee referrals is a novel approach. Through employee referrals, you can reach out to the network of your current workers and attract prospects who better fit your culture. Hogarty (2022) This approach frequently produces higher-quality candidates since it encourages current staff members to suggest people they think will succeed in the company. Reaching passive prospects who are not actively looking for work can help speed up the hiring process. Newsome (2023)
Employee referrals can improve cultural alignment, but if the workforce is not diverse now, they may unintentionally exacerbate the lack of diversity. Establishing procedures to guarantee equity and equal opportunity is crucial. Furthermore, an excessive dependence on referrals may reduce the total number of applications. Bates (2020)

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) 
 An increase in staff churn could be an indication of discontent, a lack of engagement, or problems with organisational culture. Higher turnover rates may be seen in fields with intense competition or in positions that are in great demand. Peters (2023a) Events around the world, developments in technology, and the state of the economy can all affect turnover. The goal of retention strategies is to keep important personnel at the company. Positive work environments, employee well-being, and professional development are given top priority by companies with strong retention rates. Effective retention strategies revolve around fostering an environment where employees feel recognised, valued, and in line with the company's mission. Paulsen (2021)
Career progression possibilities, compensation and rewards, and job satisfaction are factors that influence employee turnover. Employee turnover is higher when they are dissatisfied with their positions, workloads, or work environments. Their pursuit of better chances elsewhere may also be prompted by inadequate compensation and a dearth of competitive rewards. When opportunities for advancement and career advancement are scarce, gifted people may investigate other avenues. Goldberg (2014)
Work-life balance, corporate culture, appreciation and acknowledgment, and training and development are all factors that have an impact on employee retention. Companies that place a high priority on a healthy work-life balance tend to retain more employees who are looking for flexibility and have fewer burnouts. Robinson (2021) Whereas a bad workplace might drive away employees, a friendly and upbeat atmosphere encourages loyalty. Loyalty is increased when employees are consistently rewarded for their achievements and have their professional and skill development invested in. Companies can build an atmosphere that fosters long-term employee success, enhance retention, and lower turnover by recognising and addressing these trends and issues. PEEPSHR (2019)
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) 
Personalised coaching and mentoring should be given to colleagues based on their unique requirements. Regularly conduct performance evaluations and feedback to identify areas that want improvement. Encourage personal development through training programmes, online courses, and workshops. Give colleagues challenging tasks or original projects to push them and support their growth. Make sure to assess each person's skills and talents and modify growth plans appropriately. Assist colleagues with personalised coaching and mentoring to suit their unique needs. Rogers (2020)
For group development, cooperation and teamwork must be promoted through team-building exercises and activities. Supporting skill gaps can be achieved by promoting learning forums and information sharing both within and between teams. Cross-functional teams will need to be established to expose employees to a range of positions and duties. Regular team meetings will facilitate communication about challenges, successes, and lessons learned. Encourage groups to produce and implement original solutions to foster a culture of continuous improvement. Kohler (2021)
To optimally facilitate individual level retention to attract and retain great employees, companies will need to provide competitive pay and benefits packages. Make sure they offer a straight-forward career path with room for progression. Employers will need to Encourage work-life balance by providing wellness initiatives or flexible work schedules. Create a system that gives bonuses, promotions, or other incentives for recognising and rewarding individual accomplishments. Create a welcoming and inclusive workplace that celebrates diversity and motivates everyone to work smart. Pratt and Florentine (2022).
Employers should promote a coherent and encouraging team culture to increase work satisfaction and retention to best support group level retention. They would need to promote collaboration and teamwork by giving team-based incentives or rewards for reaching a set of goals. They must offer chances for team members' advancement and professional development. Burnout can be reduced by ensuring that there is a supportive and healthy work-life balance within the team. jordan.friedman (2022)





Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3) 
People with the abilities and aptitude to hold future positions of responsibility within an organisation are referred to as members of a talent pool. When a position opens, employers can use it as a resource to help them swiftly fill it with the right candidate. Talentguard (2018) Fairness in every aspect of the hiring process for all groups of individuals is the goal of inclusive recruitment (Taylor and Woodhams, 2022).
Effective hiring and selection
The strategy that the company may employ to develop and nurture various talent pools. To pick people effectively, people management specialists must assess candidates' abilities prior to integrating them into the company. Lauby (2018) Since the chosen personnel should have the necessary abilities, they can be used to improve the skills of current staff members by fostering teamwork or putting in place training programmes that allow competent staff members to train other staff members. It is cost-effective because the business may reduce the expense of staff development through efficient recruiting and selection. Jooss, Burbach and Ruël, (2019)
Initiatives for learning and growth
Organisations could use learning and development programmes to create and maintain talent pools. The programmes may include online education, coaching, mentoring, leadership development, and on-the-job training. (Gray, 2023c) Within organisations, talent pools, talent management strategies, and momentum maintenance are aided by human resources professionals. By assessing employees' capabilities and providing them with information to meet organisational requirements, coaching ensures that a strategy to increase employees' abilities is successfully implemented. Every venture has benefits and drawbacks depending on the goals, available resources, and organisational climate. (Kaur, 2023)
Mentoring
The programme includes providing employees with mentorship and advice from a subject matter expert. It is beneficial because it may help workers obtain insightful and worthwhile experience, and it may also help identify and nurture future leaders. However, mentoring requires time, and it may be difficult to locate mentors who are a good fit. This implies that a different approach might be required for organisations. (Joseph, 2019)

Organisations can focus on nurturing and developing internal talent by implementing extensive training and development programmes. High-potential people must be identified, given opportunity to grow, and given mentoring and coaching to prepare them for future careers. Creating alliances with schools and universities is a common tactic to attract fresh talent. Partnerships with educational institutions, graduate recruiting drives, and internship programmes can help achieve this. Employing this tactic allows businesses to mould and shape talent to fit their needs and cultural norms. Talentguard (2018)


Alliances with associations and professional organisations provide organisations access to talent pools relevant to their industry. Attending business events, attending conferences and seminars, and making the most of networking opportunities may all be necessary to locate and hire exceptional talent. Talent pipelining is the practice of actively seeking out and connecting with candidates for future roles within the organisation. This can be achieved by implementing strategies such as building a talent pool, maintaining touch with dormant applicants, and leveraging social media to build relationships with potential hires. Personio (2019)
Organisations may promote diversity and inclusion in their talent pools by actively seeking out individuals with a range of backgrounds, experiences, and cultures. This promotes diversity in the workforce and ensures a variety of ideas and points of view, which stimulates innovation and creativity. Gray (2023) Employee referral programmes are an excellent way to allow current employees to suggest qualified candidates, which can be a helpful tactic to increase the number of candidates. Employees can search through their networks for qualified candidates, and referral programmes might offer incentives to encourage staff members to take part. Lauby (2018)
To gain access to talent pools that can be difficult to reach through conventional recruitment channels, organisations can form partnerships with outside agencies, recruiters, or consultants. As a result, businesses can access passive individuals or draw from specialised talent pools. Neelie (2019)









Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4).
Diversity in the development and maintenance of talent pools has several advantages that promote the resilience and success of organisations. Sands (2022) There are two benefits:
Increased Originality and Ingenuity a varied talent pool unites people with various experiences, viewpoints, backgrounds, and approaches to problem-solving. A creative and imaginative work environment is fostered by this diversity. Teams with a diversity of backgrounds are more likely to produce fresh concepts, question the status quo, and solve challenging issues in novel ways. For businesses looking to stay competitive and adjust to shifting market conditions, this diversity of opinion is a great asset. shanemckinney (2020)
 An organisation can become more flexible and globally competent by drawing from a talent pool that is diverse in terms of language proficiency, ethnicity, and cultural background. Teams with diverse cultural insights and language skills are better able to navigate international marketplaces, comprehend a wide range of client needs, and customise goods and services for a wider audience in today's globalised company environment. This flexibility is crucial for businesses looking to grow their market share or compete in a variety of marketplaces. Affleck (2021)
These advantages draw attention to the strategic benefits of diversifying talent pools. In addition to creating a more welcoming workplace environment, companies that actively seek out and value diversity in the workforce also put themselves in a position to succeed in fast-paced, cutthroat markets. Gaudiano (2020) Diverse talent pools also enhance employee engagement, decision-making, and overall organisational performance. Building resilient and high-performing teams increasingly depends on utilising the advantages of diversity and inclusion, as more organisations learn to understand their significance. Platts (2021)








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) 
Employee turnover that is dysfunctional can have serious detrimental effects on a company. Significant financial ramifications follow turnover. The expenses incurred in finding, selecting, and onboarding new workers can be high. The bottom line may also be further impacted by the loss of institutional expertise and productivity during the transition phase. Cholteeva (2022)
Workflow is disrupted by frequent turnover, which makes the remaining staff members' workloads and productivity higher. Temporary staffing gaps caused by the requirement to fill open positions can affect team cohesion, deadlines, and overall efficiency. Floeck (2022)
Employee engagement and morale are severely impacted by high turnover rates. Observing frequent turnover among colleagues may cause instability and unease, which can lower motivation and job satisfaction and even set off a chain reaction of additional turnover. It might be harmful to lose seasoned workers with important knowledge and abilities. Tanwar (2023) The performance of an organisation may suffer from the loss of institutional knowledge and experience, which may also influence customer relations and decision-making procedures. This may have a particularly significant effect on limited or specialised industries efficiency. Santhosh (2023)
Attracting and keeping notable talent can be difficult in an environment when turnover is high. Talented people are more likely to pick companies with a good reputation for job stability, employee growth, and a friendly work atmosphere. Customer satisfaction and relationships may suffer from frequent staff turnover. Clients like to deal with known individuals who are aware of their demands. Bringing on new employees on a regular basis might strain relations and reduce client loyalty. Brouard (2019)
The employer brand and reputation of a company might be harmed by high turnover rates. Word gets out fast, particularly on social media, and a bad reputation as an employer can discourage prospective employees from applying or even turn off clients from conducting business. It is critical to emphasise these effects and show how lower turnover can result in better financial results, higher levels of employee engagement, increased productivity, and an all-around favourable company culture. Markovich (2019)



Could you assess suitable types of contractual arrangements dependent on specific workforce need. (AC 4.1) 
Permanent Employment Contracts are the best option for essential, long-term roles in the company when stability and continuity are vital. They promote loyalty, offer job stability, and support spending on staff development. Ideal for positions demanding organisational expertise and a long-term commitment. Cheary (2018)
Fixed-term contracts are appropriate for jobs that have a set end date or are project-based. Contracts with set terms provide for flexibility in staffing levels according to project requirements. allows for the temporary addition of specialised capabilities without requiring long-term commitment from organisations. Tucker (2019)
Seasonal or temporary contracts are suitable for jobs where demand is seasonal or cyclical, like retail over the holidays or agriculture during harvest. enables businesses to effectively handle busy times without overcommitting to permanent staff this allows for the workforce to be scaled up or down according to necessity. Ridley (2022)
[bookmark: _Int_USusSC2q]Agreements for Freelance or Independent Contractors are perfect for professions that require independence, short-term projects, or specialised duties. They Allow for the freedom to hire specialists on a project-by-project basis without the commitment of long-term staffing. Ideal for specialised, technical, or creative professions. Indeed Editorial Team (2023)
Agreements for Consultancy Hiring outside consultants or consulting companies to offer experience and strategic counsel makes sense since it introduces latest ideas and viewpoints which give businesses access to specialised expertise without requiring a long-term commitment. FCIPD (2023)
Temporary or Job-Sharing agreements are ideal for jobs that can be divided efficiently between two or more people or when less hours are possible, this approach also improves work-life balance, which can help support a diverse workforce, and helps employers keep on board seasoned workers who are looking for fewer hours. Corlett (2022)
Zero-Hour Contracts are best suited for sectors where workers are available whenever needed, like hospitality or retail, where workloads are unpredictable it provides freedom to employers and workers alike. reduces costs when there is little demand. Bhandarkar (2022)
Programmes for internships or apprenticeships are excellent choices for companies seeking to expand their workforce and give entry-level employees practical experience. They offer a structured learning environment, a pipeline for possible permanent employment, and assistance in developing future talent. CIPD (2022b)


[bookmark: _Int_cjVVHSF7]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) 
 Although both types of conditions are enforceable under law, they are inserted in contracts differently. The terms and conditions that are explicitly agreed upon by the parties involved are referred to as express terms. Nkang (2022) These conditions are typically stated in the contract itself and may be expressed verbally or in writing. Express terms, which outline each party's rights, responsibilities, and expectations, are frequently precise and comprehensive. They serve as the primary point of reference for the parties and offer assurance and clarity regarding their intentions. TUC (2022)
Implied terms are thought to be a part of the agreement even though they are not expressly mentioned in the contract. Implied terms are enforced by law or via custom and practice; they are not expressly discussed or negotiated by the parties. Wilmot-Smith (2022) These clauses are thought to be essential to the agreement's proper operation or to accurately represent the parties' assumed intents. Implied terms may come from a variety of places, including laws, customary business practices, or how the courts interpret the terms of the agreement. LawBite (2023)
There are two categories of inferred terms: terms implied by law and terms implied by fact. Implied terms are ones that can be inferred from the context, the parties' intentions, or their actions. These clauses are essential to the contract's business efficacy. Implied terms, sometimes referred to as "conditions of law and equity," are provisions that the law automatically imposes to safeguard parties' rights and guarantee the fairness and rationality of contractual agreements. Powell (2023)









Could you explain the components and two benefits of effective onboarding? (AC 4.3) 
A thorough process that goes beyond the first day of work, effective onboarding aims to successfully integrate new hires into the company and provide the conditions for long-term success. Essential elements of a successful onboarding process can include. Issa (2022)
Providing an introduction of the organisation's mission, beliefs, culture, and structure to new hires aids in the orientation of new employees, creating a feeling of community and congruence with the objectives of the company. By providing job-specific training and development courses to give new hires the abilities and information required for their positions, increases confidence, shortens the learning curve, and improves work performance—all of which support early productivity and engagement. Panel® (2022)
Encouraging communication and the development of relationships between new hires and current team members helps create teamwork, promotes a sense of collaboration, and aids in the establishment of useful networks for new personnel inside the company. Gray (2023a)
Making sure new hires have the resources, tools, and equipment necessary to carry out their jobs well can assist to reduce irritation and delays and enable new workers to contribute successfully from the start. To eliminate uncertainty, align expectations, and assist new hires in understanding their duties within the larger framework of the company, it is necessary to communicate job expectations, performance standards, and organisational regulations in a clear and concise manner. Dipak Sundaram and Niraj Patel (2019)
An organised method of onboarding increases the likelihood that new hires will feel appreciated and involved, which boosts job satisfaction and retention rates, lowers turnover costs, maintains team dynamics better, and improves organisational stability overall. When new hires are properly onboarded, they have the tools necessary to carry out their roles effectively and efficiently. This facilitates a smoother transition into the workflow, a quicker time to reach peak productivity, and improved team and organisational performance. Caveney (2023)
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