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(AC 1.1) 

[bookmark: _Int_reCT5WjM][bookmark: _Int_CThUSsZU]In today's highly competitive labour markets retaining exceptional talent, and attracting new candidates is increasingly challenging. CIPD (2023) notes that to be effective, businesses need to deploy targeted recruitment tactics that enable them to secure and retain high-caliber team members and differentiate themselves from competitors. To do this organisations must thoroughly analyse the competitive environment before selecting their recruitment approach. Taylor and Woodhams (2022) suggests that assessing rival companies compensation offers, workplace flexibility, distinctiveness of roles, quality of the work environment, recognition initiatives, prospects for advancement, and job stability, companies can craft uniquely appealing strategies. 

According to Taylor (2021) an employer brand represents the perception of an organisation as a place of employment from both external and internal perspectives. It derives from the company’s identity, reputation, and culture, mirroring its vision, mission, and values. A robust employer brand not only enhances an organisation's image but also reduces hiring expenses, encourages employee dedication, and increases overall productivity and performance. (CIPD 2023)

(AC 1.2) 

[bookmark: _Int_ZnyqZkrH]The economic environment impacts the methods organisations use to attract, keep, and advance their workforce. CIPD (2024) suggests decisions related to staffing are shaped by shifts in the labour market, which may change due to various factors, such as demographic trends, technological developments, economic, social movements, environmental issues, political events, and legal and ethical standards. They influence the number of individuals that companies must hire, keep, and train to satisfy consumer needs. 
These factors affect the availability and quality of talent, the skills and competencies required, the diversity and inclusion goals, and the expectations and preferences of employers and employees. For example, in a tight labour market, where qualified workers are scarce and in high demand, organisations may need to enhance their employer brand and offer attractive compensation and benefits packages to attract and retain talent. In a loose labour market, where qualified workers are abundant and in low demand, organisations may need to be more selective and rigorous in their recruitment and selection processes, but also invest more in skills development and career progression to motivate and engage their workforce. (Harvard 2024)

 (AC 1.3) 


The government can provide funding, incentives, regulation and guidance for the education and training system, as well as for the labour market policies and programmes that affect skills development and utilisation. The government can also collect and analyse data on skills demand and supply, and forecast future skills needs and gaps. The government can also promote lifelong learning, social inclusion, innovation, and entrepreneurship as key elements of a skills strategy. GOV.UK (2022)

Employers can invest in the skills of their current and potential workforce, by providing opportunities for learning and development, both on and off the job. Employers can also engage with the education and training system, by informing curriculum design, offering work placements, apprenticeships, mentoring and coaching, and providing feedback on the quality and relevance of skills provision. Employers can also shape a culture of learning and performance in their organisations, by recognising and rewarding skills development and utilisation, and by supporting career progression and mobility. CIPD (2023)
Trade unions can represent and advocate for the interests and rights of workers in relation to skills development and utilisation, by negotiating with employers and government on issues such as pay, working conditions, recognition, accreditation, and certification of skills. Trade unions can also provide information, advice, and guidance to workers on skills development and career opportunities, and access to learning and development resources and networks. They can also collaborate with employers and government on skills initiatives, by participating in social dialogue, consultation, and partnership mechanisms. TUC (2021) 
CIPD (2023) notes that by working together, government, employers and trade unions can ensure that future skills needs are met in a way that benefits individuals, organisations, and society. 
 

(AC 2.1)

Effective workforce planning is the process of aligning the current and future needs of an organisation with the availability and capability of its people requirements. It involves analysing the current workforce, forecasting future demand and supply, identifying gaps and risks, and developing and implementing strategies to address them. (CIPD 2023)
Strategic workforce planning involves coordinating an organisation's immediate and future business requirements with the skills and numbers of employees available. There are considerable advantages to this at various levels. This type of planning assesses both internal and external labour markets to guide the organisation toward its strategic aims, enhancing overall efficiency and results. It looks at the discrepancies and potential issues in the staffing demands, aiding the organisation in cutting costs and redundancies, while ensuring it meets legal and ethical obligations. Implementing strategies to bridge these gaps and mitigate risks through hiring, retaining, redeploying training, and succession planning, enables the  optimisation of employee competencies, equalises work distribution and challenges, and promotes career growth and flexibility. (Taylor 2021) 
Furthermore, workforce planning can help improve collaboration and communication, promote a culture of learning and development, and create a positive and inclusive work environment at the team level, and enhance motivation and engagement, increase job satisfaction and well-being, and provide opportunities for personal and professional growth at the individual level. Therefore, effective workforce planning can have significant benefits for the organisation, the team, and the individual, and can contribute to the overall success and sustainability of the people profession. (People Management 2022) 

 (AC 2.2) 


Workforce planning is an essential process that ensures an organisation’s evolving needs are met with an appropriate people strategy. It stands as one of the most beneficial activities for organisational engagement. This process doesn’t have to be complex and can be tailored to fit any organisation, regardless of its size or level of development. It offers insights into market and industry trends, equipping organisations to address various problems and plans for projects that uphold long-term business objectives. CIPD (2023) 

There are different techniques that can be used to forecast the demand for labour, depending on the level of accuracy, complexity, and cost involved. Some of the common techniques are managerial judgement, working back from costs, and systemic approaches. Managerial judgement is a qualitative technique that relies on the experience and intuition of the managers and experts to estimate the future demand for labour. It is a simple and flexible technique, but it can be subjective and biased. Working back from costs is a quantitative technique that calculates the future demand for labour based on the budget and the unit labour cost. It is a more objective and consistent technique, but it can be affected by the changes in the cost and productivity factors. Systemic approaches are comprehensive techniques that use statistical methods and mathematical models to forecast the demand for labour based on historical data and projected trends. They are more accurate and reliable techniques, but they can be complex and costly to implement. (Armstrong and Taylor 2022)
To predict the external labour supply, we use data on demographic shifts, labour market conditions, trends in education and training, as well as legal and societal developments. Demographic data helps in predicting workforce availability and diversity. Trends in the labour market shed light on sectoral labour demand and supply dynamics. Educational trends inform about upcoming competencies and skill levels of workers. Legal and social trend analyses contribute to understanding potential future workforce challenges and prospects. (CIPD 2021)

(AC 2.3) 

[bookmark: _Int_YTncyVs1]Succession and contingency planning involve pinpointing, nurturing, and preserving potential successors for key roles and duties that are crucial to the organisation's workforce efficiency. It also entails developing and enacting backup strategies and measures for unexpected incidents or crises that could impact the employees or the business. (CIPD 2024)
One key approach to succession and contingency planning is talent development and promotion, this focuses on identifying internal talent and preparing them to fill key organisational positions. It helps ensure the availability of qualified and capable employees who can take over the responsibilities and tasks of the departing or retiring staff. It also helps prepare the organisation for future changes and challenges and supports the career development and progression of high potential employees. Some of the benefits of succession planning are it reduces the recruitment and training costs, it increases the retention and engagement of the talent pool, enhancing the organisational reputation and image, improving the performance and productivity of the workforce. (CIPD 2024) 
Another approach is scenario-based planning which entails identifying potential disruptive occurrences and creating thorough reaction plans for each scenario. This strategy begins by identifying and assessing the possibility and impact of various risks, such as natural disasters, cyber-attacks, or the unexpected loss of critical staff. Each scenario is given a detailed description and effect analysis, and precise action plans are developed to explain procedures to mitigate damage, handle crises, and ensure recovery. The process entails teaching personnel about their roles, holding regular simulations and drills to practice responses, and developing clear communication strategies for both internal and external stakeholders. Regular evaluations and modifications to contingency plans guarantee that they stay current and effective. Scenario-based planning improves organisational preparation and resilience, and flexibility enabling quick recovery from disruptions and minimising operational downtime. (People Management 2024)









      (AC 2.4) 

Selecting employees involves shortlisting and evaluating. Employers must conduct both steps with fairness, avoiding discrimination or bias, and base their decisions on the applicant's qualifications, contributions to the company, and potential for growth. (CIPD 2023)
Taylor (2021) suggests organisations websites are now widely used for recruitment reasons since they are inexpensive and allow job seekers to learn a lot about both the position and the business. They could also provide the possibility to invite online applications and run some type of selection or self-selection exam to determine how suited a candidate is for the post. One of the notable strengths is the ability to maintain control over the branding and messaging, ensuring candidates receive consistent and accurate information about the company culture, values, and job opportunities. This method also allows for cost savings, as the organisation can post job openings without incurring additional advertising costs. However, there are some weaknesses associated with using the organisation's website for recruitment. The reach of the job postings might be limited to individuals who are already familiar with the company or who actively visit the website, potentially excluding a broader audience. Additionally, the website may not attract passive job seekers who are not actively looking for new positions but might be ideal candidates. 
Recruiting via social media involves discovering and attracting potential candidates using social media platforms. This method highlights a company's culture and targets suitable candidates efficiently. Social media recruitment has several advantages and disadvantages. One of those advantages is it allows businesses to access a larger audience, which could potentially increase the pool of qualified candidates (Indeed 2024). suggests that it broadens the exposure to a vast array of prospective employees, thereby acquiring a range of skills for the organisation. It can also be less expensive than traditional advertising approaches. Social media also gathers attention for the organisation, promoting customer base expansion and enhancing the employee brand (CIPD 2023). 
According to Taylor (2021), some businesses are using social media to assess prospective hires and even keep track of their employees activities outside of work. Opinions on this practice differ. Some argue that employers need to protect their reputations, so they are justified in checking the social media profiles of chosen candidates or new recruits to ensure they conduct themselves appropriately in their private lives.
Interviews are a popular selection tool because they're straightforward and allow for direct engagement with the applicants, helping to gauge their personalities and communication skills. BBC Bitesize (no date) suggests an advantage of interviews is they allow both parties to see if the candidate would mesh well with the company culture and enable the candidate to inquire about the organisation and position. However, interviews can sometimes be subjective or biased and hinge on the interviewer's competencies and preconceptions. They might also be swayed by the candidate's looks or first impressions that don't fully highlight their abilities and expertise. CIPD (2023) suggests planning structured interviews helps reduce bias and create equal opportunities for candidates from underrepresented groups by allowing interviewers to objectively compare applicants based on clear criteria. Conducting interviews can be expensive, which may drain the recruitment budget. They are also time-consuming as they require all potential candidates to engage personally with the hiring team, potentially hindering the company's progress. 
Employee referrals is another efficient recruitment technique that can save time and funds, while attracting skilled and devoted candidates through recommendations from current staff. Indeed (2024) This approach taps into the social networks of your employees, potentially increasing candidate referral and retention rates and boosting company culture and morale by making employees feel their contributions are acknowledged. However, it might limit workforce diversity as it may bring in similar people to your staff. It could also lead to ethical concerns or conflicts of interest if employees recommend friends or family for selfish reasons. Performance and job satisfaction issues might arise if employees or their referrals feel undue pressure to succeed or remain with the company. (CIPD 2024) 
Assessment centres allow employers to evaluate candidates' practical job skills and effectiveness by having them perform realistic job simulations. CIPD (2024) suggests assessment centres offer candidates a true sense of the role's demands, potentially increasing their interest in the job. However, assessment centres are expensive and complex to implement, requiring significant investment in time and expertise. (Indeed 2024) 

 (AC 3.1)

Employee turnover refers to the frequency at which employees depart a company, by choice or force. Employee retention is a company's capacity to retain its staff and reduce departures. CIPD (2024) Suggests employees might quit if unhappy with their salary, benefits, or recognition, or when better prospects come up elsewhere. Conversely if employees are content with their compensation, believe the benefits are fair and competitive, and see them meeting their needs and expectations, they tend to stay. 
Employees may also depart from a company due to dissatisfaction with their position, workload, or specific duties, or because they feel uninterested, overwhelmed, or exhausted. Lack of chances for personal development, career growth, or advancement can also lead employees to leave, as can encountering obstacles or stagnation in their professional journey. Alternatively, employees might stay if there's access to education, mentorship, guidance, or performance feedback, or if they observe tangible and attainable opportunities for promotion or a career shift, staff might also remain with a company if they are content with their employment, enjoy their work, and feel both stimulated and motivated (CIPD 2024)
Employees might exit a company if they cannot align with the organisation's culture, standards, or procedures, or if they face workplace disputes, prejudice, or abuse. However, employees might continue with an organisation if they align with its goals and objectives, feel valued and included. Workers may decide to leave if relationships with managers or executives are strained or if leadership is seen as ineffectual, biased, or unsupportive. In contrast, employees may choose to stay if they have a strong rapport with management and perceive leaders as skillful, impartial, and encouraging. (CIPD 2024)


 (AC 3.2) 

Developing and retaining talent on both individual and group levels involves a blend of personalised and collective strategies. (CIPD 2024) points to individual level, personalised development plans, mentoring, and regular performance appraisals cater to unique career aspirations and specific skill gaps, enhancing engagement and motivation. For example, a personalised development plan might include targeted training sessions, professional courses, or leadership development programs tailored to the individual's career goals. 
Havard (2020) suggests group-level approaches like team-building activities, cross-training, and collaborative projects foster team bonding, flexibility, and collective problem-solving. For example, a company might organise regular team-building retreats or workshops where employees from different departments work on joint projects. This not only encourages knowledge sharing but also builds a cohesive and adaptable workforce. 
While individual strategies provide targeted growth opportunities, group approaches ensure a uniform knowledge base and boost overall team performance. Effective talent development often requires integrating these methods, balancing personalised support with collective initiatives, to address both unique and shared needs within the organisation. This combination not only scales well and maintains cost-effectiveness but also maximises engagement, motivation, and long-term retention across the workforce (Indeed 2024). 
Harvard (2020) supports this by emphasising the importance of a comprehensive approach to talent development that includes both individual and team-based initiatives to drive organisational success.

(AC 3.3) 

A talent pool is a collection of pre-screened candidates that can be tapped into to fill vacancies. These individuals should already have the necessary skills and experience for the job, which speeds up the recruitment process by eliminating extensive search periods. (Taylor and Armstrong 2022) 
To cultivate and keep skilled employees, an organisation might include coaching, mentoring, and performance evaluations in its approach to building talent pools. Coaching and mentoring involve personalised discussions aimed at improving an individual's abilities, knowledge, or job performance, with the coach or mentor offering advice, feedback, support, and challenges, while the individual sets and works toward their own learning and career objectives. These methods can enhance the overall skill set, confidence, and performance of the talent pool, as well as boost their motivation, commitment, and likelihood of staying with the organisation. (CIPD 2023)
[bookmark: _Int_YJnOvxTP]Performance reviews are formal or informal assessments of the employee’s work outcomes, behaviours, and potential, based on predefined criteria and standards. Performance reviews can help identify the strengths, weaknesses, and development needs of the talent pool and provide feedback, recognition, and rewards. Performance reviews can also help align the goals and expectations of the talent pool with the organisational objectives and values, and shape culture of continuous improvement and learning. (CIPD 2023)
Assessing talent management is crucial to validate the return on investment. This assessment should rely on both quantitative and qualitative data that are exhaustive, dependable, and strong. However, the CIPD (2023) states the true measure of successful talent management is reflected in organisations success. 



(AC 3.4) 

Diversity in talent pool development provides considerable benefits, notably increased creativity, and employee performance. When people with different viewpoints, experiences, and backgrounds work together, they approach challenges from different angles, and have different capabilities, giving companies a competitive advantage that enhances organisational performance. Another benefit is that contribution to an organisation's market competitiveness, spurring growth by opening new business opportunities. Companies with inclusive practices attract employees who view these businesses as preferred employers. (CIPD 2022) 
To create and sustain a talent pool, it is the skilled individuals required to achieve their objectives. as noted by (Taylor and Armstrong 2022) Taylor Armstrong (2021) notes embracing diversity in hiring and retention is crucial for fostering a positive company image and gaining a competitive edge, which leads to increased productivity and performance people want to work for people with good practices. 
However, there are challenges and pitfalls associated with fostering diversity within talent pools. One significant challenge is the potential for miscommunication and conflict. As noted by CIPD (2022) when individuals from diverse backgrounds work together, differences in communication styles, cultural norms, and work expectations can lead to misunderstandings and disagreements. This requires effective management and conflict resolution strategies to ensure a harmonious work environment.
Another challenge is the risk of tokenism, where diversity efforts are superficial and do not lead to genuine inclusion. BBC (2021) states when a homogeneous organisation tries to look inclusive by employing or promoting one or two people from under-represented backgrounds, the sense and perception of tokenism can be present. This can result in employees feeling undervalued and disengaged if they perceive that their presence is only to fulfill diversity quotas rather than being based on merit and contribution. 
There can also be resistance to change within the organisation. Longstanding employees or management may be hesitant to embrace new practices or perspectives, leading to difficulties in fully integrating diverse initiatives. Overcoming this resistance often requires comprehensive training and a shift in organisational culture. Beyond the recruitment phase, it is critical to continue supporting all staff members. Genuine inclusion involves ensuring everyone has an equal opportunity to contribute and nurturing a sense of community within the workplace, enhancing the overall image of the organisation. (HR Magazine 2021) 

(AC 3.5) 

When high-performing or key employees decide to leave an organisation, this is what's known as dysfunctional employee turnover. Such turnover can have detrimental effects on a company's outcomes. To mitigate these issues, organisations can investigate the reasons behind staff departures and devise plans to decrease turnover while increasing employee retention, as noted by CIPD (2024). High employee turnover is frequently attributed to inadequate management and leadership. This unacknowledged truth affects talent retention, suggesting that it is not the company but rather poor managers that employees often leave. (Sabral 2023) 

CIPD (2024) states this kind of turnover has various negative consequences for a business, increasing costs associated with recruiting and training inexperienced staff, and the potential decrease in productivity and quality during the adjustment phase. Furthermore, the exit of proficient employees could diminish the morale, engagement, and loyalty of the remaining staff who might feel burdened, undervalued, or uncertain about their future in the organisation. Moreover, the organisation may suffer from the loss of important knowledge, skills, and connections that the departing personnel contributed, potentially impacting the company’s performance, capacity for innovation, and overall reputation. This can also adversely affect the employee brand and reputation as an employer, making it more challenging to attract and maintain exceptional talent going forward. (CIPD 2024) 

Taylor and Armstrong (2022) point out that managers must regard employee turnover with importance and pursue strategies to curtail it. These strategies include offering attractive compensation and benefits packages, promoting career advancement opportunities, nurturing a supportive organisational culture and environment, and improving the caliber of leadership and management.


 (AC 4.1) 

The gig economy has altered traditional job structures, where individuals offer their services on a temporary and flexible basis through online platforms. This approach provides adaptability and choice, though it does come with drawbacks such as uncertainty in job tenure and a risk of worker exploitation. Daniels (2022) points to the typical 9-to-5 work routine progressively dwindling due to its offering of employee benefits and job security, which are becoming less prevalent as consumer demands shift, parents search for schedules that accommodate childcare, and individuals strive for a healthier balance between work and personal life. 
Permanent employment contracts benefit organisations needing stable staff and can cover full employment costs. They offer a steady workforce and typical benefits, ideal for employers who value reliability and can manage the associated expenses. Such contracts also contribute to an organisation's ongoing growth, as people professionals can create development programs to improve employee skills (Daniels 2022). Part-time positions present an advantageous middle ground, allowing employees to maintain work-life balance and fulfill other obligations like education or caring responsibilities, while employers can manage variable demands or specific influxes of activity at reduced labour costs (CIPD 2023).
Fixed-term contracts engage employees for a set duration tied to project completion, temporary vacancies, or business objectives. Such terms typically involve defined roles and can sometimes command higher salary rates, benefiting companies needing brief expertise or facing market changes (CIPD 2023). 
Zero-hour contracts have no assured working hours and employees get compensation exclusively for time worked. These contracts offer workers elasticity and the option to work for multiple entities, proving beneficial for businesses that experience varying customer demand patterns or seek a versatile skill set within their additional workforce (CIPD 2021). 

[bookmark: _Int_vJ3OHEqW]The phrase 'agency worker' is often used to describe different kinds of workers like freelancers, part-time employees, or contractors. However, the Agency Workers Regulations ACT 2010 specifies it to mean someone employed by a temporary agency under the supervision of the employer and paid by the agency, unlike casual or permanent staff hired through recruitment agencies. (CIPD 2022). Whereas Self-employed arrangements allow individuals to control their work and can lead to higher pay. They also let organisations tap into specific expertise and reduce certain employer responsibilities. (CIPD 2023)

(AC 4.2) 

The employment contract defines the foundation of the relationship between employer and employee. This agreement may be formalised in writing or verbally confirmed. It holds significant value during any disagreements as it outlines the agreed conditions of the working arrangement. Being a legal document, it is crucial for employers to judiciously decide its particulars. The terms within an employment contract are divided into express terms and implied terms. (Daniels 2022)
Express terms are the terms that are explicitly agreed upon by the parties in a contract, either orally or in writing, for example pay, working hours or duties. They define the rights and obligations of the parties and form the basis of the contractual relationship. They include specific details such as pay, working hours, job duties, holidays, notice periods, and any other condition that the parties have agreed upon. These terms are clear, detailed, and unambiguous, providing a concrete foundation for the employment relationship. The clarity provided by express terms helps prevent misunderstandings and disputes, ensuring both parties are aware of their rights and responsibilities. ACAS (2023) 
Implied terms are not written or spoken but are assumed by law, common sense, or custom, for example, not stealing from your employer. Understanding both types is essential for creating effective and enforceable contracts. ACAS (2023)
Implied terms, on the other hand, are not explicitly stated in the contract but are assumed by law, custom, or conduct of the parties. These terms fill gaps in the contract and cover aspects that are considered obvious or necessary for the contract to be functional. Examples of implied terms include the duty of mutual trust and confidence, the obligation to provide a safe working environment, and the expectation that an employee will perform their duties with reasonable care and skill or not stealing from your employer. Implied terms ensure fairness and reasonableness in the employment relationship, addressing situations that the express terms might not cover. ACAS (2023)
Daniels (2022) notes that understanding both express and implied terms is crucial for creating effective, enforceable contracts that protect the interests of both employers and employees. Express terms provide specificity and clarity, reducing the risk of disputes, while implied terms ensure the contract remains fair and functional, even in unforeseen circumstances. By carefully considering and including both types of terms, organisations can establish robust employment agreements that help prevent conflicts and promote a positive working environment.

(AC 4.3) 

Effective onboarding is the process of integrating new employees into the organisation, ensuring that they understand their role, the company's culture and values, and the expectations and standards of performance. It also involves providing them with the necessary training, support, and resources to perform their job effectively and achieve their potential. Often, onboarding falls short, causing new staff to feel overlooked and unsupported. Creating an effective and comprehensive onboarding experience requires considerable work. A successful introduction benefits the company and requires everyone's participation. (Taylor 2021) 
Onboarding involves ensuring new employees integrate smoothly into the organisation. It begins with pre-boarding activities, such as sending welcome emails, providing necessary paperwork, and offering resources about the company culture and values. Orientation follows, typically including a tour of the workplace, introductions to key staff, and an overview of company policies and procedures. Training and development are essential, offering job-specific training sessions, and mentoring programs to help new employees acquire the skills and knowledge they need. Taylor (2021) notes HR managers often worry that line managers neglect induction processes, treating it solely as an HR duty. This results in new hires getting little support from their supervisors, receiving full workloads immediately, and relying on colleagues for help. Additionally, convincing line managers to allow new employees to attend orientation events is challenging. Getting them to value effective induction and commit to its improvement remains a goal yet to be achieved for many in HR. Social integration fosters a sense of belonging through team-building activities, social events, and assigning buddies or mentors. Finally, regular feedback and support sessions are crucial, helping new employees understand their progress, address concerns, and receive the support they need to succeed. 
Effective onboarding reduces turnover risk by enhancing new hire satisfaction, commitment, and loyalty to the organisation increasing employee turnover and engagement. Research by CIPD (2022) showed 28% of organisations have improved their induction process to enhance retention. It improves their engagement by making them feel valued, supported, and motivated. (CIPD 2023)
Effective onboarding can also boost employee performance and productivity as it enables new hires to acquire the skills, knowledge, and confidence to perform their tasks efficiently and effectively. It also helps them to align their goals with the organisation's vision and strategy, and to contribute to its success. (CIPD 2023)
CIPD (2023) states that the initial impression an employee has of a company influences their assimilation with the team and overall job contentment. The induction process serves as a chance for a company to greet their new employee, assist them in acclimating, and provide them with the essential knowledge and support to fulfill their job duties.
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