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1. [bookmark: _Toc106657426]‘If companies make a concerted effort to better understand why employees are leaving and take meaningful action to retain them, the Great Attrition could become the Great Attraction.’ (McKinsey, 2021) Discuss. (3.1, 3.2, 3.5, 4.3)
Employee turnover refers to the proportion of employees who leave an organisation over a set period (often on a year-on-year basis). The term is used to cover all leavers, voluntary and involuntary, those who resign, retire, or are made redundant. Retention is the opposite, it looks at how an employer retains its employees and may be measured as the proportion of employees with a specified length of service (Maxwell, 2021). 
A high employee turnover rate is an issue for an organisation. It can be costly and time consuming to replace and train new employees. On the other hand, especially during and because of Covid many businesses needed to make redundancies in order to survive, meaning that their early turnover may have been higher than normal over the past 2 years. 
For Hywel Dda University Health Board, this was not the case. The pandemic but an unprecedented amount of pressure and need on staff members resulting in a massive intake of employees to help with Covid centers, vaccination centers and more. If the organisation was to look at their retention levels over the last two years however, they would not get an accurate reflection as many of the staff that were taken on were on temporary contracts, so naturally, when their contracts came to an end, the new employees went back to their jobs where they had been furloughed from or couldn’t work at due to the circumstances of the pandemic. 
However, for many of the individuals that were taken on over the pandemic, their contacts got extended and eventually some of the roles went out as permanent positions. The health board put these roles out to advert internally, allowing the temporary staff to have first refusal of applying. The health board saw a need for these new positions to be made permanently as well as saw that many of the temporary staff wanted to start their career in health care. The health board saw this need and adopted Bechet (2008) approach, which, according to Ramage (2020) looks at succession planning. This involves preparing thoughtfully and systematically for a time when key/senior post-holders leave the organisation. In the health boards case on this occasion, although the employees leaving weren’t key or senior, the sheer number of turnover would have left a considerable issue in the workforce so following a series of distinct stages to ensure that the best candidates who were temporary become permanent members of the team thus retaining part of the workforce:
· Identify the critical positions that are to be included in the process.
· Define the capabilities that each of these positions will require in the future.
· Identify and assess possible candidates.
· Provide these individuals with focused development.
· Regularly review the progress of identified successors.
Retention is a voluntary move by an organisation to create an environment which engages employees for long term. Retention of human resources refers to the attempts to ensure that employees stay in the organization and that voluntary turnover is minimized. The main purpose of retention is to prevent competent employees from leaving the organisation as this could have adverse effects on productivity (Muhangi and Wakabi, 2013).
Developing people is vital for them and the organisation. If they are continuously developed, they will feel challenged at times and valued by the input the organisation is giving them. For the organisation, developing their employees will benefit them in terms of the quality of work their employees will produce. Richard Branson once said, “Train people well enough so they can leave; treat them well enough so they don’t want to.” Training employees and developing them could mean they are in a better position to look for another job, but while they are with your organisation having them trained a fully qualified is much more beneficial. The way the organisation treats them is what will retain them. 
The organisational culture has a role to play in retaining employees. For example, in a study carried out by Sheridan (1992), they investigated the retention rates of 904 college graduates hired in six public accounting firms over a six-year period. Organizational culture values varied significantly among the firms. The variation in cultural values had a significant effect on the rates at which the newly hired employees voluntarily terminated employment. Their job performance and their retention rate was also impacted by the organisations values and culture. The cultural effects are estimated to have resulted in over six million dollars' difference in human resource costs between firms with different cultural values. 
According to the CIPD employee turnover can be expensive and detrimental to the organisation (Maxwell, 2021). The cost of losing employees is expensive in more ways that cost only. When employees leave, they take with them a wealth of knowledge about the organisation as well as their expertise and skills. According to Zheltoukhova and Baczor, (2016) while there is an assumption that individuals have the capacity to manage their own careers freely, in reality firms can choose which groups of individuals will receive access to jobs and what chances to enhance their careers they will be given. To keep staff engaged you need to make sure they are challenged and valued in their workplace. The above statement is disheartening and can often cause individuals to think there is no point in working hard if they feel that the organisation only leaves certain groups succeed. This kind of discriminatory atmosphere would cause people to leave. Dysfunctional turnover occurs when the stronger employees, in terms of performance and expertise, in your company are voluntarily leaving at higher rates than the less productive employees. Not only is there a monetary impact with dysfunctional employee turnover but a high turnover could lead to a drop in innovation talented and productive employees also have the potential to innovate on behalf of your business. Dysfunctional turnover can also have an effect on the culture of the organisation. A steady and constant effect of people who are in higher positions leaving can effect on the moral and change the culture of an organisation (Wallace and Gaylor, 2012).
Enough turnover to ensure you gain fresh new talent, but enough retention to provide your company with stability.
According to Davila and Pina-Ramirez (2018), when onboarding goes wrong it means time and financial losses. They believe that many organisations undervalue and underestimate the importance of a solid onboarding plan. Hywel Dda, have invested in creating teams to dal with recruiting the right candidate and educating managers on how to follow an onboarding plan from job offer to the successful candidates first day in the office and everything in between. For example, the organisation invites the successful candidate into the workplace prior to their first day so they can be shown around and meet the team in an informal way; find out where the kitchen is, whose mug is whose and find out where they will be sat/working, parking and this could help with timing the commute on the first day. It takes the initial pressure off the first day in the office so that the candidate than concentrate on getting settled into work. Another part of the onboarding plan is an informal team exercise, such as a pub quiz, to introduce everyone and break the ice. 
The CIPD talk about Mencap’s issues about recruiting people who truly want to work in the organisation, and they overcame this by making the charity’s values more prominent in its recruitment advertising, so it would recruit people who share them and because of this, would be more likely to stay (CIPD, n.d.).


2. [bookmark: _Toc106657427]Define what tight and loose labour markets are and how understanding the labour market can help organisations remain competitive. (1.1, 1.2)
Around the world, companies across various industries are struggling with including retail, restaurants and healthcare. A tight labour market is when there are too few candidates to accommodate a company’s or industry’s demand. While, on the other hand, a loose labour market is when there are more unemployed candidates than job openings (Boys, 2022).
Brigden and Thomas (2003), look at Labour Market models and the standard competitive model and state that the standard competitive model assumes that firms and workers are price takers in the product and labour markets, and that wages and employment are set at the level where aggregate labour demand and aggregate labour supply are equalised. Thus, unemployment is voluntary and is defined as the difference between some exogenous time endowment and actual hours worked. 
For an organisation to position themselves strategically in competitive labour markets they must be an employer of choice. By definition, for a company to be an employer of choice, is the ability to attract and retain the best talent with a desirable company culture, leadership style and employee engagement (Onoufriou, 2021). She goes on to discuss how different employers treat employees differently in order to keep them engaged. Some expect their employees to work hard, long hours but compensate them well in cash, other employers don’t pay as well but the nature of the job ensures values are met, such as charities and other employers are the ones that don’t meet the values or the payment compensation, so this employer tends to have a hight turnover of staff. The ideal employer, the employer of choice, has a mixture and balance of everything that employees look for. In an economy, such as the one we are currently in since Covid, where there are less workers and more jobs, a tight labour market, employers need to concentrate on being an employer of choice to ensure they not only retain their staff but attract new employees. 


3. [bookmark: _Toc106657428]The pandemic has forced organisations to use more technology which has resulted in a change in the way they carry out their recruitment and selection. Evaluate this and discuss the potential future impact this may have on diversity and inclusion. (2.4)
Assess the strengths and weaknesses of different methods of recruitment and selection to build effective workforces.
Before recruiting into the organisation, it is important to consider whether duties should be redistributed among existing staff, or could an internal candidate be suitable. When recruiting internally you have different options such as promotions from within or lateral transfers and offering temporary staff a permanent position. There are pros and cons to recruiting internally. The advantages are that it is more cost effective and helps to establish a strong internal labour market which is great for the organisation’s values and culture, also, internal hiring means that the person has already gone through the organisation recruitment process and it’s less of a ‘shot in the dark’. The disadvantage of internal recruitment is that it doesn’t bring new ideas into the organisation, it also doesn’t challenge the norm and bad habits are carried across into the new role. Internal applications are also hard to manage individuals disappointed after not being successful for the role and the organisation isn’t gaining anything as they will need to backfill a role at some point, and this will lead to external recruitment (Muscalu, 2015).
The traditional form of recruitment is external, and organisations can do this via media, online accounts such as indeed or via social media. Hywel Dda have a dedicated department for such actions, the recruitment campaigns team research new ways of recruiting and can also track how successful campaigns that have ran have been. For example advertising in the London underground, or at bus and train stations as well as on buses. 



4. [bookmark: _Toc106657429]The UK has been seen to focus so much on apprenticeships in the last decade that the level of numeracy and literacy skills has declined in mainstream education. To help improve this situation the UK government have introduced several initiatives to increase the skills in the UK which includes the scheme Multiply which offers programmes to help adults improve their numeracy skills. (Gov, 2021) Critically analyse the impact on organisations and the role they will play in improving the skills of the UK. (1.3)

Organisations have a role to play in developing staff and future generations. Hywel Dda offer apprenticeships in which people aged between 16-60 can apply. There are a number of different kinds of apprenticeships from administrative, to estates to health care support workers. Some of the health care support worker apprenticeships offer a step towards becoming a nurse in a 7-year apprenticeship allowing people to train as a nurse while earning money. Apprenticeships such as these allow people to start from the bottom, gaining experience that will benefit them even more in the long run as their career progresses. Often apprenticeships such as these are a great way for people who have young families to progress and improve their skillset while earning and having the flexibility to still care for children. Hywel Dda offer onsite creche’s at all acute sites, meaning that childcare is more manageable, which can sometimes help to allow mothers and fathers to get back into working life. 
In a report on skills, or lack thereof, businesses are struggling to hire. Mayne (2022) says “The report, from jobs consultancy Robert Half, found that nearly half (46 per cent) of senior decision makers have reported making a bad hire in the past 12 months, with small businesses more likely to feel the impact. According to the data, three in five (61 per cent) respondents felt that settling for a candidate whose skills did not match the role requirements was the main component in employing a bad hire, closely followed by a similar proportion (56 per cent) who felt they rushed the hiring process.” This shows the importance having skilled and accomplished workforce at hand. In a tight labour market like this, since the pandemic, which leads to less workers and more job vacancies, it is harder for employers to find talent. 


5. [bookmark: _Toc106657430]According to Zimpel (2021) ‘Workforce planning is about generating information, analysing it to inform future demand for people and skills, and translating that into a set of actions that will develop and build on the existing workforce to meet that demand. Understanding of the distinction between ‘soft’ and ‘hard’ aspects can help to explain the renewed interest’ With this in mind answer the following: (2.1, 2.2, 2.3)

Workforce Planning is the process of analysing, forecasting, and planning workforce supply and demand, assessing gaps, and determining target talent management the organisation has the right people working for them with the right skills. According, to Cotten (2009), there are seven steps to effective workforce planning. They are as follows:
Define the organisation’s strategic direction
Scan the internal and external environments
Model the current workforce
Assess future workforce needs and project 
future workforce supply
Identify gaps and develop gap-closing 
strategies
Implement gap-closing strategies 
Evaluate the effectiveness of gap-closing 
strategies and revise strategies as needed

Workforce planning is about gather information and using that information to develop the organisation for the future demands on the organisation in terms of people and skills while bringing the current workforce’s skills up to date. 

According to the CIPD (2021b) there is soft and hard workforce planning. ‘Hard’ workforce planning looks at the organisation in terms of numbers. It looks at how many people with what particular skill set will be needed. While ‘Soft’ workforce planning is about defining a strategy within which information can be assessed. This approach gives managers the opportunity to consider a range of possibilities before reaching a stage where they are forced into action by circumstances.

Succession planning is the process of identifying and developing potential future leaders and senior managers. This is a great way for organisations to invest in talented employees and help keep workers in the organisation. This is a great way to motivate individuals to perform at their best at lower levels if they know that their hard work could lead to promotions along their career journey with the organisation. According to the CIPD (2020), one of the first steps and organisation needs to do in terms of succession planning is to identify business-critical roles for which potential successors are needed. Business critical roles are the roles that are the ones most likely to restrain growth if you do not the best people inline to fill them. Succession planning schemes can focus on individual senior or key positions. 
6. ‘Anyone doing strategic workforce planning, long-term recruitment or succession planning should include a well-maintained talent pool in their strategy.’ (AIHR, 2020). Discuss with examples. (3.3, 3.4)

Being a diverse organisation brings so much to the businesses in terms of power and drive. If everyone was the same, it would be a repetitive system that no one challenged. Diversity and inclusion strategy is about improving the ways in which an organization handles the management of people from BAME (black, Asian and minority ethnic) and LGBT (lesbian, gay, bi-sexual and transgender) groups (CIPD, 2020b). Hywel Dda have a dedicated LGBTQ+ network named Enfys, and a BAME network as well as others. The aim of these networks is to bring like minded people and supporters together to empower and support each other in the workplace. Hywel Dda University Health Board also have a buddy network that matches up overseas individuals to help with life outside of work, such as finding the nearest food shop to the nearest place of worship. Little things that others may take for granted. Managing diversity in the workplace means bringing together people of different ethnic backgrounds, religions, gender and age groups into cohesive and productive organizational units. The inclusion of everyone makes the workplace more approachable and builds the team and team working mentality. However, it is important to note that the number of people from minority groups that are in the higher positions of power within an organisation such as Hywel Dda, isn’t very high and this could be very demotivating to individuals. For example, the number of men working in administrative roles, especially higher paid or higher ranking positions isn’t as high as the number of females in administrative roles. On the other hand, working in a health board, this could be different in different areas, such as consultant or senior doctor positions. 
Ensuring that everyone has a fair chance at a role and giving everyone the same training and development opportunities means that everyone has the same and fair chance to apply for promotions and new job opportunities. Some ways to develop a diversity and inclusion strategy include:
· set out the diversity and inclusion policies of the organization – make sure that everyone is aware of the policy and knows where to find it to refer back to it if needed
· implement programmes for communicating the values and policies – having days or courses that everyone can join to further educate themselves on diverse matters. Hywel Dda often hold courses, such as British Sign Language courses so that everyone can join and learn which helps to build awareness as well as educate people with out a disability of issues that may not cross their minds. 
· pay particular attention to potential problem areas – recruitment appointments and promotions, learning and career development opportunities and pay – making sure that the organisation recruits diversly by making reasonable adjustments. Reasonable adjustments may mean sending the interview questions ahead of time if an individual is dyslexic. Making sure while recruiting that the panel members are from different departments or less involved in managing the interviewee to ensure no bias is taking place. It means giving a fair chance as possible to anyone applying for a role within the organisation. 




7. [bookmark: _Toc106657431]According to the Suff (2021) ‘UK law currently recognises three main types of employment status: employee, worker and self-employed. An individual's employment rights depend upon whether they are an employee or worker’.  a). Assess how different employment types can meet workforce needs and b) Explain the main contractual terms used in contracts. (4.1, 4.2)
A contract of employment is a legally binding agreement between an employer and employee. In the UK, the term ‘employee’ is defined by the Employment Rights Act 1996 as an individual who has entered into or works under a contract of service or apprenticeship, and they are a mixture of ‘express’ and ‘implied’ terms. Express terms agreed between the employer and the employee, or the employee’s representatives, normally take precedence over all other terms. There is a statutory requirement for the employer to issue written particulars of employment by the end of the first working day – this is usually in a contact format and the employee needs to sign. These particulars must be considered in detail because they establish the nature of the contract of employment (CIPD, 2020). According to Government Digital Service (2012), there are many different types of contracts depending on the employee. There are different contacts for full time employees, fixed term employees, agency employees and so on. With employment contracts, parties are able to negotiate their terms and conditions as long as they are withing common law and can be a collective agreement or be individually negotiated. Not later than two months after the start of employment the employer must supply written particulars of employment. Substantive terms from a collective agreement may be incorporated into an employee’s contract of employment expressly or impliedly or as a result of custom and practice. Implied term are those that may not be in a legally binding contact but it is unwritten understanding between employee and employer. 

Not everyone that works for an organisation is always an employee. GOV (1996) states that all employees are workers, but an employee has extra employment rights and responsibilities that do not apply to workers who are not employees. A person may be an employee in employment law but have a different status for tax purposes. Employers must work out each worker’s status in both employment law and tax law. A person is generally classed as a ‘worker’ if they have a contract or other arrangement to do work or services personally for a reward (a contract can be written or unwritten) their reward is for money or a benefit in kind, for example the promise of a contract or future work. 
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