Introduction
The responses prepared for the CIPD webinar are as follows.

AC-1.1
Organisations should perform a thorough competitor analysis to flourish in a competitive labour market. Organisations can identify strengths and areas for improvement by comparing remuneration, benefits, and workplace culture. Analysing talent acquisition techniques, employer branding, and employee feedback allows them to fine-tune their own strategy. This information is regularly updated to assist organisations adapt, ensuring they remain appealing to top talent and stand out in the competitive landscape (Taylor and Woodhams, 2022, p.53). 
Another strategy in a competitive labour market is to emulate the characteristics of an employer of choice. This requires creating an enticing employer brand that reflects the organisations values, culture, and dedication to employee well-being. Offering reasonable pay and benefits, prioritising professional development opportunities, and creating a positive culture in the workplace are all essential elements (Moore et al, 2023). According to Right Management statistics, 60% of employees feel they would be more dedicated if the organisation met their developmental needs (Jacobs, 2021). Workplace flexibility, a focus on diversity and inclusion, and the implementation of effective talent acquisition initiatives all help to boost organisational positioning (Triance, 2023). 
Employer branding needs consistent representation of core values and a strong Employee Value Proposition (EVP) for strategic positioning in competitive labour markets. A positive brand image is upheld through communication across platforms, a tailored online presence, and personal employee stories. Customising messages, visual branding, and dedication to diversity initiatives promote organisational values. Employee advocacy and branding alignment enhance credibility (Beaumont-oates, 2023). Apple's concise EVP, "Join Us. Be You.," embodies its commitment to building top talent, emphasizing diversity, inclusivity, and the significance of employee contributions. The EVP underscores joining Apple is about making a meaningful impact, embodying simplicity with remarkable effectiveness (Onqrecruitment, 2023).

AC-1.2
The terms tight and loose define labour market dynamics, which indicate the supply-demand balance. A tight labour market indicates high demand, making it difficult for businesses to fill vacancies and increasing competition for competent individuals, resulting in greater pay. A tight labour market with a high unemployment rate, on the other hand, makes it easier for businesses to recruit, potentially resulting in lower wages and benefits (Taylor and Woodhams, 2022, p.32).
In the current labour market, dynamic developments significantly impact labour and skills demand and supply, necessitating efficient resourcing. PESTLE analysis systematically recognises these elements. Political issues, economic trends, and social factors influence talent demand, while technological aspects underscore the importance of AI and digital literacy. Legal considerations encompass legislation affecting the gig economy, and environmental concerns, especially sustainability initiatives, influence talent needs. This analytical approach enables stakeholders to identify patterns and forecast changes in the labour market, facilitating strategic responses to evolving impacts. The recent pandemic has emphasized the significance of PESTLE analysis in gaining a comprehensive insight into the changing labour market (Battista, 2023).
The NHS used a PESTLE analysis in May 2022 to examine labour market and skill demand, as well as horizon scanning and future scenario research. The findings aided strategic planning by giving information about the political, economic, societal, technological, legal, and environmental issues influencing the healthcare workforce landscape. Since then, the research has helped the NHS anticipate future skill demands and regulatory consequences, allowing for proactive resourcing in response to the unpredictable healthcare labour market (Dunkerley et al, 2023).

AC-1.3
According to the CIPD, numerous businesses are structured around low-skilled, low-value jobs, with work arrangements often restricting staff from utilising their skills effectively, leading to skills-to-job mismatches and diminished productivity. The CIPD also notes deficiencies in basic skills, weaknesses in the vocational education system, and inadequate investment in workplace training (Crowley, 2023). 
Collaborating is crucial among the government, companies, and trade unions to meet future skill demands. The government plays a critical role in setting education policies, fostering workforce development, and addressing the skills gap. Initiatives like the 2022 Skills for Life campaign offer opportunities such as apprenticeships, skills bootcamps, and traineeships, aiming to equip individuals with essential skills and enhance employability (Department for Education, nd). The Apprenticeship Levy mandates employers with a payroll exceeding £3 million to contribute 0.5% to apprenticeship programs. This funding supports approved apprenticeship training, fostering skill development and workforce expansion. The cost incentivizes firms to actively engage in apprenticeship opportunities, aligning with the government's objective to enhance the quality and quantity of apprenticeships across industries (Welsh Government, 2023).
Employers address future skill shortages by identifying gaps, providing focused training, monitoring trends, engaging in workforce planning, and fostering open communication. Developing customised training programs and promoting lifelong learning ensures a skilled and adaptable staff, enhancing organisational competitiveness, employee satisfaction, and retention in a fast-paced professional environment (Power, 2021).
In addition to actively negotiating and advocating for their members' training and development, trade unions also actively plan for the future of the workforce, engage in workforce planning, and lobby for educational policies. By promoting lifelong learning and mitigating the threat of job displacement, trade unions are essential to the development of a skilled and flexible labour force (Nowak, 2022).


AC-2.1
Effective workforce planning is pivotal for organisations, and its impact is multifaceted. However, according to a CIPD and Omni survey, just under half (46%) of organisations have a workforce planning strategy that is aligned with their present and future labour needs (Brown, 2021).
Workforce planning is a strategic cornerstone for businesses, since it profoundly impacts resourcing. Precise forecasting across each level, micro, meso and macro ensures organisations align staff with required skills, averting understaffing and overstaffing issues, optimising resource allocation, and boosting operational efficiency to achieve business objectives. Anticipating internal and external labour supply enables organisations to address possible skill shortfalls in advance. This method streamlines recruitment, shortens time-to-fill positions, and fortifies succession planning. Identifying gaps between supply and demand provides crucial insights. Effective measures for addressing these gaps, including as upskilling current employees, targeted external recruitment, succession planning, and building strategic partnerships, are critical for managing workforce imbalances. This comprehensive approach ensures organisations remain agile, responsive, and well-prepared for evolving workforce needs, supporting long-term success (CIPD, 2023).
A variety of advantages result from effective workforce planning. First, it improves cost efficiency by aligning labour supply and demand, avoiding wasteful recruitment costs and understaffing charges. Second, it encourages talent retention by identifying internal skills, providing career growth opportunities and cultivating employee loyalty. Third, a diverse workforce improves operational efficiency by reducing disruptions caused by talent shortages or overstaffing. Finally, strategic alignment ensures that the workforce is in sync with organisational goals, boosting the company's capacity to effectively execute its strategic vision (Organ, 2023).
However, workforce planning is not without difficulties. Considering business settings are dynamic, constant flexibility in workforce planning is required to react to changes. As per the CIPD and Omni survey, the report indicated that 43% of organisations adopt an ad-hoc approach to recruitment. Britnell emphasized the need for HR systems and processes to mature for organisations to enhance their data capture capabilities (Ronan, 2021).

AC-2.2
Managerial judgment in forecasting workforce demand relies on experienced managers' expert opinions, considering factors like business strategy and market dynamics. While tapping into implicit expertise, it is prone to biases and validation challenges. Managers might use heuristics (mental shortcuts) for quick decisions based on experience, introducing biases. Managerial judgement is difficult to quantify, and accuracy is dependent on managerial skill. It supplements workforce planning, offering vital qualitative insights not captured by quantitative data alone (Taylor, 2022, p.40).
Systematic workforce Planning is a methodical approach to aligning hiring decisions with the goals of the organisation. It entails analysing existing and future workforce requirements while taking internal and external factors into account. Beginning with an environmental scan, it evaluates industry trends and regulatory changes to achieve strategic alignment. Strengths and weaknesses are identified through data collection, analysis, and scenario planning. Adapting to changing business dynamics, action plans address gaps through recruitment, training, succession planning, and talent retention (Armstrong and Taylor, 2023, p.237). However, obstacles include resource intensity, uncertainty, potential opposition to change, plan rigidity, and the possibility of overlooking qualitative issues. 
Schools use workforce planning, leveraging pupil number data, to proactively anticipate and address future needs. This involves analysing enrolment trends, adjusting teaching staff, and implementing strategies like hiring additional teachers and providing specialized training. The aim is to create a balanced and responsive educational environment for the evolving needs of the student body (Department for Education, 2023).
Workforce planning uses diverse data sources, including internal records like HR, performance, and succession planning. External data, such as demographics and economic statistics, broadens the context. Education and training data indicate the talent pipeline, while turnover and retirement data predict skill gaps. Government and regulatory statistics offer a larger picture. Combining these sources generate better-informed judgments (Holliday, 2021).

AC-2.3

Succession planning is a strategic process that identifies and develops individuals for future key leadership roles, ensuring a smooth transition when current leaders depart (George, 2024) 
Top-down succession and contingency planning has generally involved a hierarchical structure in which leadership and senior management take the lead in identifying and developing possible successors and preparing for unforeseen workforce risk factors (George, 2024). Decisions and planning are centralised under this model, with executives mapping out essential roles, identifying high-potential employees, and establishing strategies to enable a smooth transition in the event of vacancies or critical situations. This strategy tries to sustain organisational stability by anticipating probable disruptions and having a pipeline of suitable individuals ready to fill critical roles. While this strategy provides an organised and controlled approach, it may occasionally lack inclusivity and fail to capture insights from lower-level staff (Hirsh, 2000). 
Career pathing is a strategic approach to succession and contingency planning that focuses on guiding individuals along well-defined paths within an organisation. By offering a defined framework for individual career development, it reduces workforce risks. Employees work with management to create individual development plans that outline career goals and required abilities. The mapping of skills and competencies identifies important criteria for diverse roles, which aids in succession planning. Employees receive updates about their career growth, which encourages engagement and loyalty. Mentorship and coaching programmes encourage professional development, while frequent performance assessments and flexible career options ensure alignment with organisational requirements. Training initiatives provide employees with vital skills, resulting in a dynamic and resilient workforce capable of adapting to changing situations. Organisations who nurture talent pipelines, can close skill gaps, and foster an atmosphere in which people are driven to contribute effectively through career pathing (Larsen, 2022).

AC-2.4
Recruiting via an organisation's website gives brand representation, cost effectiveness, and direct communication benefits. Smaller organisations can save significant amounts of money because there are no additional job listing costs (CareerAddicte Team, 2022). Nevertheless, there are drawbacks such as restricted audience reach, a lack of diverse talent, and visibility issues because job advertisements may not receive as much attention as they would on well-known external platforms.
Some organisations recruitment through agencies which offers efficiency and access to a broad candidate pool. Agencies reduce the recruiting organisation's workload by using their expertise to find qualified matches and undertake administrative duties like reference checks and preliminary screenings. However, disadvantages include substantial costs based on candidates’ salary, which can be very costly, particularly for senior posts. Communication challenges and potential mismatches in candidate selection may arise from an agency's misalignment with the dynamics and culture of the organisation (Miller, 2019).
There are various methods for selecting candidates for appointment. Managerial interviews provide personalised assessments of interpersonal skills, communication, and cultural fit. This direct interaction offers unique insights. When combined with structured formats like competency-based, strengths-based, or values-based interviews, it enhances reliability and predictive validity. Unstructured interviews, lacking standardisation, exhibit lower predictive validity in research. Emphasizing structured interview techniques is advised for comprehensive and reliable candidate assessments (Armstrong and Taylor, 2023, p.256).

Psychometric testing, used by over 75% of The Times Best Companies to Work For, is effective alongside other selection methods, leading to positive team outcomes (Wadsworth, 2022). To make well-informed recruiting decisions, psychometric testing provides objective insights into candidates' cognitive ability and personality qualities. Although its uniform structure guarantees impartiality, disadvantages encompass possible cultural prejudice and apprehensions regarding precisely predicting job performance. Candidates may also attempt to manipulate responses, impacting result validity (McCartney, 2023).

AC-3.1

Turnover and retention trends, influenced by cultural expectations, are vital for organisational dynamics. Workplace culture significantly impacts employee alignment and satisfaction, fostering engagement and retention. A misfit prompts turnover. Factors like ethics, communication, inclusivity, work-life balance, and recognition shape cultural expectations, influencing employees' decisions to stay or seek alternatives. Creating a positive and inclusive organisational culture is crucial for minimising turnover and fostering retention (Kaplan et al, 2016). Notably, according to a CIPD analysis of APS Jan 2022 - Dec 2022, the most common length of service, falling between 2 and 5 years, underscores the significance of cultural fit within this timeframe (Boys, nd).
Retention and turnover are highly influenced by work design and job satisfaction. Employee retention is strengthened by high job satisfaction, which is based on meaningful work, positive connections, and recognition, resulting in lower turnover. Well-designed tasks that complement abilities and interests improve employee retention and job fulfilment. Work-life balance, skill development, and clear career routes are essential components of well-designed jobs that influence employees' retention decisions (Miles, 2022). In cases of job dissatisfaction and ineffective job design, employees may engage in quiet quitting, expressing discontent through subtle signs like disengagement and reduced enthusiasm (Christian, 2023). 
The push and pull trend in the Swansea area's accounting industry involves a notable shift where smaller independent firms are being acquired by larger corporate entities (MHA, 2023). Bevan Buckland has observed how this trend has created a push factor as many original employees feel dissatisfied with the new corporate environment. The more rigid structure and policies of corporate firms may not align with the preferences and working styles of some employees. In response, the pull factor comes into play as these staff members are actively seeking opportunities to join independent-run organisations that better suit their preferences and working culture.

AC-3.2
According to CIPD, Talent refers to individuals capable of making a significant impact on organisational performance, either through their immediate contributions or by realising their full potential (Quilliam, 2023).
Platforms for skill development are essential for the retention and development of talent. They provide access to innovative skills, customised learning pathways, and on-demand flexibility. By enabling people to proactively eliminate skill gaps, these platforms promote professional development, provide autonomy, and foster ownership. They provide career options, improve flexibility, and foster a learning culture, all of which help with retention. Acknowledging and rewarding staff for learning new skills strengthens commitment and creates a situation that's beneficial for both the company and the individuals (Silva, 2023).
Another strategic approach to retention is job enrichment. It aims to improve the content of jobs to make them more challenging, interesting, and satisfying for workers. By offering possibilities for increased responsibility, achievement, and personal development, the goal is to increase intrinsic motivation and engagement. This approach entails redesigning tasks to include opportunities for skill growth, a wider range of abilities, decision-making autonomy, and increasing complexity.  Enhancing job content through enrichment has the potential to boost happiness and engagement, fostering loyalty and positively impacting retention rates (Mind Tools, 2023).

Sabbaticals are a versatile benefit catering to various groups. Parents can spend quality time with their families, travel enthusiasts can explore, and individuals seek professional development. Sabbaticals also aid those facing burnout and are useful for career transition, volunteering, and creative pursuits. Their flexibility makes them valuable for diverse personal and professional needs. Sabbaticals boost retention through work-life balance, burnout prevention, professional development, and talent attraction, showcasing commitment to employee well-being and growth for enhanced job satisfaction and retention (Employment Hero, 2023).

AC-3.3
A talent pool comprises the skilled individuals essential for an organisation to promptly fill vacancies in crucial roles, ensuring a readily available resource of talented people (Armstrong and Taylor, 2023, p.273).
Organisations seeking to develop diverse talent pools can invest in analytical tools. They make it possible to make decisions based on facts, streamline the hiring process, identify skill gaps, and support in succession planning. Organisations must manage factors including data accuracy, privacy, user skill sets, seamless integration, workforce dynamics, and establishing a balance between quantitative and qualitative components while providing strengths in diversity tracking and quantitative insights (Deloitte, 2024).
Talent evaluations are essential to the strategic growth and maintenance of talent pools in companies. Their varied objectives include spotting high-potential candidates, encouraging succession planning, and evaluating a wide range of abilities. Talent reviews provide a talent pool that is always changing and flexible by supporting individual development plans. They also support strategic planning, a constant growth culture, and a diverse workforce. Acknowledging top performers during evaluations promotes the retention of important talent while also increasing employee engagement and loyalty. Subjectivity and biases can produce incorrect evaluations, and a lack of transparency can lead to unease. Long-term potential may be overlooked by a short-term performance focus. Challenges include poor data quality and a disregard for soft skills. For talent appraisals to be as effective as possible, it is imperative to strike a balance and address biases (Link, 2024).

AC-3.4
A diverse talent pool can elevate creativity which offers several advantages for encouraging and supporting organisational achievement. Innovation occurs by the blending of many viewpoints, experiences, and ideas within a talent pool. This collaboration can produce a multitude of creative approaches, ideas, and strategies. When it comes to problem-solving, the talent pool is well-equipped by diversity-driven innovation to meet challenges with creativity and resourcefulness. This creativity extends past internal operations and can influence the creation of additional goods and services. The strategic advantage of diversity lies in its potential to develop a workforce that is resilient, forward-thinking, and future-ready. This is due to the beneficial impact of creativity on employee engagement and happiness as well as the talent pool's increased adaptability to change. Increased creativity in talent pools, while beneficial, poses challenges like conflicts, resistance to change, and resource-intensive implementation. Balancing creativity with practicality is crucial to avoid overlooking proven solutions. Aligning creative ideas with organisational goals is essential for relevance (Gardner, 2023)
Diversity in developing and nurturing talent pools has a transformative impact on an organisation's employer branding. A commitment to diversity fosters an inclusive image that reflects openness, progress, and a desire for equitable opportunities. This positive attitude transcends to the market, where organisations with varied talent pools are perceived as socially responsible and culturally aware. Employee advocacy, motivated by happiness in a diversified setting, promotes positive word-of-mouth and contribute to a positive employer brand matched with modern values in society (Smith, 2021). 
Unintentionally, diversity initiatives may result in the division of groups within the talent pool, driven by cognitive biases like the similar-to-me effect. This division has the potential to impede the development of a cohesive organisational identity and a shared sense of unity (The Decision Lab, 2024).

AC-3.5 
Dysfunctional employee turnover, defined as departures that disrupt organisational functioning, has far-reaching implications. The loss of skilled talent and knowledge disrupts workflow, resulting in reduced efficiency and performance difficulties. Employee turnover can lead to a negative work atmosphere, lowering morale and engagement among the remaining workers. Dysfunctional employee turnover entails a variety of explicit financial consequences that are directly related to employee leaving and replacement. These include recruitment costs such as advertising and agency fees, onboarding and training costs to integrate new staff. Exit interviews and administrative tasks, such as documentation processing, contribute to the overall financial burden. The requirement for temporary staffing or overtime payments during the changeover adds to expenditures. Background checks, pre-employment testing, and other screening procedures incur additional costs. Understanding the full scope of these direct costs is critical for organisations, emphasizing the strategic necessity of reducing turnover-related expenses through retention and workplace improvement initiatives (Taylor, 2022, p.325).
Employee turnover is calculated using a variety of approaches that are suited to the aims of the organisation and the availability of data. The simple turnover rate provides a crude or overall view by calculating the percentage of employees who leave during a certain time period. The distinction between voluntary and involuntary turnover rates adds intricacy to the analysis (Peters, 2023). The retention rate provides information on the percentage of employees retained. For a more comprehensive understanding, organisations can use approaches such as the cost-of-turnover approach, and the replacement cost method, which consider both direct and indirect costs associated with turnover. Analysing hire and termination rates helps uncover trends, whereas the employee turnover rate includes both voluntary and involuntary separations. Each strategy offers unique insights, allowing organisations to adjust their approach to specific needs or objectives (Luther, 2023).

AC-4.1
Determining staffing options that meet specific workforce needs and align with organisational goals can pose a challenge.

Fixed-term contracts offer flexibility for short-term or project-based staffing needs. While providing adaptability, they lack the employment security of permanent positions. Clear communication with staff about contract terms, potential renewals, and project schedules is crucial. Organisations must also consider legal responsibilities associated with these contracts. Equal treatment for employees is required by law, with comparable conditions and benefits to those of permanent employees. Unless there is a justified reason, fixed-term workers who have worked consistently for four years or longer under several contracts will be considered permanent employees (CIPD, 2021). Article 29 of the Regulations for Members of the Seconded Staff of the European Schools imposes a nine-year limit on employment in European schools. In a Supreme Court case Duncombe and others v Secretary of State for children, schools and Families (2011) with teachers from the Department for Children, Schools, and Families, the use of successive fixed-term contracts was considered objectively justified, preventing permanent employment. The court emphasized that legislation addresses discrimination and abuse of successive fixed-term contracts, not their use. The final fixed-term contract was justified by the nine-year rule, aligning with the inherent job limit.
Agency workers provides flexibility that allows for quick adaptations to varying workloads and seasonal demands. Recruitment is streamlined by specialised agencies, who also provide access to a talented personnel pool. Cost effectiveness and less administrative work for brief engagements are noteworthy advantages (Silkin, 2022). But it is important to consider difficulties like communication, training requirements, and organisational loyalty. Legal obligations must be considered, including agency workers are entitled to the same terms and conditions as permanent employees after 12 weeks of continuous service, which affects benefits and costs. The hiring organisation is nonetheless responsible for the health and safety of agency staff even though they are temporary employees. It's important to understand that although agency workers can provide flexibility, the total costs of using them could be higher than other staff alternatives (GOV.UK, nd).

AC-4.2
The dynamics of legal relationships are shaped by the distinction between express and implied terms in the complex world of contractual agreements. Since they are explicitly included in the contract, express terms form the basis of the arrangement. Whether expressed orally during conversations or in writing inside the contract document, these terms capture the specifics and determined elements of the agreement. Implied terms are based on a different assumption. They are not explicitly stated in the contract; instead, it comes from accepted legal principles, cultural norms, or the fundamental elements of the parties' relationship. Implied terms are important for the contract to work fairly and effectively. They come into effect when there are some duties that are deemed required or essential even though they have not been specified explicitly (Daniels, 2022, p.50).
A contractual agreement's completeness and fairness are enhanced by both written and implicit terms, but their enforcement, and flexibility are different. Express terms, being the product of explicit negotiation, offer a clear and direct guide to the parties' intentions. Conversely, implied terms offer a more complex layer, frequently drawing from society norms or legal theories to fill in the blanks in the contract. When assessing implied agreements, courts are allowed to consider the parties' reasonable expectations as well as the larger context thanks to this interpretive flexibility (Croner-I, 2023).

AC-4.3
Effective onboarding integrates new employees seamlessly. It begins with pre-employment information about the company's history and ideals, followed by an understanding of the organisational and departmental structures. Crucial role information defines responsibilities and sets expectations. Socialising activities promote a sense of belonging, while support mechanisms such as mentorship facilitate the adjustment. Clear communication about development opportunities emphasizes the commitment to continuous learning. This complete onboarding, which includes pre-employment facts, organisational insights, position clarity, socialisation, and assistance, enables a smooth integration process and lays the groundwork for new employees' long-term success inside the company (ACAS, 2022).
Effective onboarding greatly improves employee engagement and retention rates. When new employees have an understanding of their roles, the organisational culture, and how their contributions fit into the company's goals, they are more likely to feel engaged and invested in their work. A positive onboarding experience promotes a sense of belonging and reduces the probability of early turnover. Employees that feel valued and integrated into the company culture are more likely to remain in their roles and contribute positively to the organisation's success (Conway, 2024).
According to SHRM, 29% of employees believe they are adequately prepared and supported to excel in their roles following a conventional onboarding process. Well-executed onboarding programmes help new employees become productive more quickly. Employees can learn quicker by receiving thorough training on work responsibilities, company processes, and related technologies. Clear expectations and advice during the onboarding process help people navigate their roles with confidence. This speedier integration benefits not only the employee by increasing job satisfaction and confidence, but it also allows the organisation to see a quicker return on its investment in the new employee, which improves overall productivity and efficiency (Baravik, 2022).

