
AC 1.1- Explain how organisations strategically position themselves in a competitive labour market. 
Businesses can strategically position themselves within a competitive labour market by completing competitor analysis which identifies the direct competitors and indirect competitors to reveal their strengths and weaknesses. Identifying their direct competitors who offer the same product or service or target the same audience will allow them to gain a competitive advantage in the market to not only improve the business as it looks at the different aspects such as price comparison, customer rating, and compare these with their competitors but gives them the competitive edge knowing what their rivals are doing [anasa.com]. 
Once the information has been gathered analysis will need to be carried out to take full advantage of the information to enable them to identify where they belong in the marketplace and reach out to attract the talent and retain their employees to support the business strategy.  Businesses can use information such as what benefit packages are on offer for their staff and pay offered for various roles and how they develop their staff [and working environment to attract new staff and retain existing ones [Taylor et al 2021].
Each organisation will need to develop its strategic approach by building its aims and objectives through initiatives of employment security, higher salary packages, and carer progression [Fombrun C, J, 2011].
Through this process, a business can become an employee of choice by building and maintaining by building and maintaining the company culture based on motivation, fair compensation, recognition, and rewards. When organisations invest in their employees it can be perceived as a better place to work and will likely retain their staff and create a high standard of work and high levels of productivity which will support employee branding as people will be influenced by the reputation of the business through the service or product they provide and are recognised by the opportunities and benefits the business has to offer [Wales, A.2020].

AC 1.2- Explain the impact of changing labour market conditions on resourcing decisions. 
Resource decisions can be influenced by the changes within the labour market which is dependent on supply and demand and is reflected within the change of wages. To enable the business to stay ahead of the curve to get the best talent available and the skill for certain roles they need to be adaptive and move quickly in their planning and execution [CIPD]. 
Businesses can identify the factors contributing to the change within the market by carrying out a PESTEL analysis which will allow them to highlight factors impacting different factors. Identifying the above will determine if the labour market is tight or loose which influences the level of supply and demand within the labour market. 
The impact of a loose or tight market will determine how many people need to be recruited, retained, and developed to enable the business to meet the demands of their customers. It can impact the cost of recruiting which will then cause the demand for human resources to decrease reducing the pressure on salaries [Boys, J.2023]. 

In a loose market, the business will reduce its recruitment costs and have better flexibility in the variety of employees they attract and the terms they can offer future employers as there will be more unemployed candidates seeking employment than there are available, creating more demand for roles [ Boys,J.2023]
According to [Robert H, 2023] the labour market remains tight with the demand of the labour market and low supply which will lead to low unemployment rates and many vacancies will remain unfilled. This can lead to a decreasing number of skills within the industry and an increase in wages for businesses to attract the right talent along with offering training and staff development and increasing benefits.


AC 1.3- What is the role of the Government, employers, and trade unions in ensuring future skills needs are met? 
To support and reinforce workplace training it is beneficial for businesses to work together with the Government and trade unions to ensure workers' needs are addressed and maintain high talent levels [Nowak, P.2022]
The government can support employers in developing future skills through apprentices and government funding learning to develop literacy, numeracy, and IT skills to develop internal talent. Government schemes such as the Skills for Jobs White paper published in 2021, a post-16 education system to support all walks of life in gaining the skills they need to progress in work. The government has also allocated a £65 million Strategic Development Fund to establish new College Business Centres to enhance collaboration with employees [Gov, uk.2022].

Employers are responsible for identifying any potential gaps within their businesses and providing adequate training and development accordingly through a SWOT analysis. Training can be done through internal training schemes businesses may have such as an internal training development progression program or external training which will be funded by the local Government and on-the-job training.
Trade unions support learning and skills by improving the technical skills of employees through specific opportunities through discussions and negotiations with employers on behalf of the employees where needed to ensure they have the most up-to-date development opportunities available [Nowak, P. 2022].
Fundamentally the responsibility sits with the employers to ensure future skills are met for ongoing development and workplace training. They need to ensure the workforce has the skills for future work met to support a more productive and competitive economy where they can secure good quality jobs that pay respectively whilst providing further opportunities to progress their career further [Gov. UK,2022]

AC 2.1- Analyse the Impact of Effective Workforce Planning:
Workforce planning is where businesses need to balance skills with the demands of the operation where they will analyse the current workforce and establish future labour needs. They will analyse the existing gap between where they are currently and future demands whilst looking for solutions to strengthen the workforce. [George. S,2023]. 
Forecasting can support the business in knowing how many employees they need through the year as the demand fluctuates with the demand of the business and evaluating the skills they require to identify any potential gaps currently in the business or gaps that might arise shortly, this also enables the business to maintain future needs by looking at the labour market [Geroge,S.2023]
 Managing effective planning can have several benefits for a business, one of these will be the reduction in payroll as there will be enough employees to manage the demand accordingly and will subsequently increase staff retention and increase in their productivity as motivation and engagement levels will be higher. Employees will benefit from a work-life balance as hiring managers will be able to prioritise recruitment over the year in line with the business needs to support peak periods which will reduce the need for overtime and overworked staff.
Businesses that fail to manage their workforce planning can result in increased payroll costs due to overtime or needing to contract work externally at a higher cost to cover the shortfall. Poor service and lower productivity can also result in staff shortages as employers can be demotivated with prolonged periods of staffing levels and feel unvalued. [George,S.20223]

AC 2.2- Evaluate the techniques used to support the process of workforce planning.  
Workforce planning consists of businesses generating information, and analysing it to determine where they need to develop and build on existing workforce talent to support the demand of the business [Vulpen,E 2018]
Evaluating employee turnover is one technique businesses can use to support their workforce planning as it enables the business to identify how it affects the performance and ability to achieve its goal. If they track their turnover rates it enables them to identify trends within the team or department and will be able to put provisions in place to reduce the turnover or forward through fresh insights and innovations, it also enables them to forecast how many employees they will need to replace over the year. The downside of employee turnover is it takes away the focus of management from the strategy as it makes it difficult to plan for the future when they are uncertain about which talent will be within the business which makes it challenging for them to invest in long-term development projects.
Another technique that can benefit the business is the internal mobility rate, which is where they look at opportunities within the business linked with promotions, demotions, and departmental transfers. Using this technique can be six times more cost-effective to a business rather than hiring new staff, it also results in better employee engagement which then results in better retention rates and job satisfaction [Zavyiborada, M.2021]. The shortfall of this technique is internal vacancies can be difficult to find, according to[ Deady, D.2022] in a survey, 50% of employees find it easier to find jobs outside of their business than what is available internally, businesses need to ensure they are being proactive and advertise internal opportunities.

AC 2.3- Explain two approaches to succession and contingency planning aimed at mitigating workforce risk.
Succession planning helps identify future leaders within the business and ways to develop them in readiness for when key employees depart from the business to ensure there is an effective transition [CIPD,2022].   There are many ways in which a business can mitigate the risk to their workforce, one being career planning. This involves assessing the skills and capabilities of the current workforce to help identify growth and development opportunities which is an important aspect of succession planning for a business that can be identified through staff appraisals [ George, S. 2021]. This approach allows the business to ensure they have employees ready to progress to a higher position when the opportunity arises with unexpected notice submitted as it allows them to identify other employees who are ready through career planning to reduce the risk of no or little talent for the role and reduces the impact on productivity or services as it will create a smooth transition [Geroge, S.2021].
contingency planning on the other hand Is where businesses need to develop a plan when they have identified a risk to a process or a process that could have a significant impact on the running of the business. This can be minimised through training and upskilling staff within different departments or roles within the business to ensure they have a pool of skilled staff who can carry out different roles when needed, an example of this would be if high levels of absences should happen businesses will have the staff to call on to continue to operate until normal staffing levels return [CIDP,2022]


AC 2.4- Asses the strengths and weaknesses of different methods of recruitment and selection to build an effective workforce.
There are several ways in which businesses can effectively recruit and select the correct candidate for the role. Networking is one method that has supported business over the years, as it enables businesses to reach out to personnel and professionals through the use of social media. The advantage of this tool for recruitment is it can attract a wider audience which will enable a wider range of talent social media also has a financial advantage as it's free to use and easy to navigate and monitor the response. 
The downside of using social media as a recruitment method is it can create biases that could impact the hiring decision through searching their social media profile and judging an individual based on a comment rather than other skills, experience, and qualifications [Gibson, E.2022].

Selection methods such as selection interviews can be an advantage to the business as they enable them to gauge the applicant's ability to perform a specific task and how they interact with others or follow instructions from a first impression aspect [Gibson, E.2023]. Selection interviews also have the benefit of increasing your success in selecting the correct candidate for the position saving the business time and money. The disadvantage of using this method is that it can create a sense of bias as candidates could be judged by their appearance rather than the skills and qualifications they have for the role, or if they know the candidate well they may offer them the role over someone more qualified and suited for the role [Prasanna.2022]. Completing face-to-face interviews can be time-consuming to carry out eh interviews in the first instance but also during discussion to decide who will be the successful candidate [McCartney, C 2021].

Advertising within their web page enables them to have control over the experience candidates will receive which creates a positive company image from the get-go. It can also attract certain talent, as people with experience and qualifications related to the industry will actively look at their business page which increases the number of people visiting the page. This method however can limit the pool of candidates applying as they need to specifically visit the web page to see what is being advertised [ McCartney, C 2021].  
In comparison, social media attracts wider audiences for a greater pool of talent. It also has a financial advantage as it's free and easy to navigate and monitor the response.  The drawback of social media is it can create biases that could impact the hiring decision through searching their social media profile and judging an individual rather than other skills, experience, and qualifications [Gibson, E.2022].

Conducting interviews allows them to gauge the applicants on how they engage with people and allows them to ask questions relating to their experiences in more depth.  However, they are time-consuming to carry out in the first instance and during discussion to decide who will be the most successful [McCartney, C 2021]. 
Assessment days are a beneficial selection method compared to interviews, as it enables the managers to see more people in the same amount of time and differentiate between candidates with similar experiences [ Kaman,2016] However, assessment days require organising and planning before and during the event which makes it very time-consuming. According to [ Xander. 2023] Assessment days can create a stressful environment for the candidates due to pressure to perform different tasks which could make them underperform compared with a traditional interview process. 

AC 3.1-Examine turnover and retention trends and the factors that influence why people choose to leave or remain. 
According to [Peters, R.2023] turnover levels can vary between industries and occupations, and from one region to the next, Industries typically experience higher levels are those in the retail and hospitality industry.
[Beck, K.2022] Factors that influence employees to leave consist of more growth and career development opportunities. Employers who fail to provide learning and development opportunities to their employees can leave them feeling frustrated and wanting more development to fulfill their own needs. Other factors consist of a better work-life balance so employees can benefit more from time away from the business rather than working consistently over their contracted hours to cover the shortfall which can lead to burnout and more recently over the years hybrid working opportunities [Peters, R 2023 ].
For businesses to reduce their turnover and retain staff it's important they understand these factors and take time to carry out exit interviews for in-depth reasoning and to act on the feedback given to make changes to reduce the turnover.
Several factors influence employees to stay in the business, one of these is showing concern for their well-being and their personal development within the business. Employers who actively take measures to look after their workforce by introducing a 4-day working week where the operation allows it not only supports their mental health but also employees are rested and are proven to be more productive when at work [CIPD,2022].
Personal Development is another factor that encourages employers to stay as continuous learning and upskilling employees often find more meaning and satisfaction in their roles which can lead to increased job satisfaction and job security. Having a positive report with their Manager is also a key factor for supporting retention if they show respect give feedback and are included in decisions surrounding their work encourages inclusion [Peters, R.2023].


AC 3.2- Compare different approaches on developing and retaining talent on an individual and group level.
Learning and Development is one approach businesses can use for developing talent as it supports the growth of employees on an individual basis to encourage development within the business through identifying their needs to grow and potential talent through completing appraisals. 
Development could be in the form of a personal development plan or additional training either internally or externally from the business which will increase their engagement levels and support staff retention as they are made to feel invested in. Businesses should aim to improve the effectiveness of their operation by investing time into their teams or groups of employees through carrying out team builds, and leadership development and problem-solving training sessions which will encourage and develop teamwork.
Flexible working can have a positive impact on staff retention and their commitment to the business as they are more likely to have increased engagement levels within their working environment and more satisfied with their work [CIPD,2018]. Businesses that adopt this approach can see an improvement in employee well-being, a reduction in absenteeism, and an increase in their productivity which will benefit individuals on a personal level on all levels of the business as they have a better work-life balance, collectively this will have a positive impact on the wider team when done fairly and the business is flexible with each individual which could be challenging to the business [CIPD, 2023]. 
These two approaches are very different but play an equal part in retaining employees within a business. Employees who feel invested in and know they have progression opportunities available to them with development support from the business will have a positive impact on retaining employees reducing the recruitment cost for the business [ CIPD,2023]




AC 3.3- Evaluate approaches that an organisation can take to build and support different talent pools.
There are many approaches available to organisations to support and develop their talent, these include, Coaching and mentoring employees is one method businesses can incorporate into building and supporting talent, the advantage of this it enables businesses to enhance the skill, knowledge, and performance of specific employees within the business who have the desire to progress their careers. The benefits of this are it can improve employee retention as the staff members feel valued and supported which can also lead to job satisfaction, the negative side of this process is that it is very time-consuming can be a long process where normally a business will use a senior manager for the process which then takes them away from their work thereof requires someone with a high level of commitment[BrightHR,2022].
Another approach is completing effective and regular performance reviews as it enables Managers to evaluate the performance of an employee and determine what they need to succeed further in the business to enable them to reach their full potential. These can either be done through a self-assessment or 360 performance review. The benefit of reviews is they provide feedback for individuals on their performance and identify any training or development needs that the business can support by setting goals to support development.
The drawback of reviews is the time between each one can no longer be relevant as they are based on past performance where anything worth addressing in the review should have already been discussed. They are also one-sided versions of one performance, and it tends to be the manager's opinion rather than a 2-way conversation between the two. Overall, these methods will be of benefit for a business in supporting talent if they are done correctly with the correct mentor and coach and everything is consistent across the board for it to succeed.

AC 3.4- Evaluate two benefits of diversity in building and supporting talent pools.
Businesses can gain positively through creating diversity by developing and supporting their talent pool as It enables businesses to draw from larger pools of qualified candidates with the possibility of more innovation and creativity to increase performance and gain a competitive advantage over others in the same field. 
Businesses can benefit from better decision-making and problem-solving with more diversity by thinking outside of the box and trying new things within the team by up to 87% as they have a broader perspective, and experience different situations they can bring more information to the situation to resolve along with being able to meet the needs of divers customers or enhance the onboarding experience within the company [Stahal,S. 2021].  
Businesses reduce the risk of discrimination as they employ people ranging in age, gender, sexual orientation, culture, and education levels, Businesses that have a more diverse workforce are 35% more likely to benefit from greater financial return over other businesses as they can reduce employee turnover through taking measures to make them feel included within the business by reducing language barriers or provide onboarding material in their native language. This will increase the employer's brand and make them more attractive to applicants capturing up to 70% more talent [Stahl, S.2021]. When done correctly diversity becomes a part of the business culture which supports the overall image of the company, it also supports employee engagement within the workplace. When employees feel they are valued and included they are more likely to feel satisfied and engaged within their place of work which will reduce staff turnover [ ] The negative of this, some employers may hire or promote someone purely for a diversity point rather than the best candidate for the role which can lead to a disgruntled colleague if the successful candidate is not suitable for the role creating a hostile environment.

AC 3.5- Explain the impact associated with dysfunctional employee turnover.
Businesses that have higher turnover rates are considered to be dysfunctional as the rate of employees leaving is greater than what it should be. Their turnover will need to be documented and monitored to see how many leave and evaluate the reasons behind them leaving to see if it can be changed for future employees and identify any reoccurring trends.
Businesses that experience dysfunctional employee turnover can have an impact on them financially, as they invest in the resources to find skilled candidates within the recruitment process. [Peters, R.2023] Businesses will also see a decrease in productivity as employees leave, they lose skills and knowledge of the job and company. 
There are also the indirect costs associated with processing leaving employees with completing paperwork to terminate their contract and conduct exit interviews to try and gain a better understanding as to why they are leaving the company and further time taken into onboarding new candidates. Non-financial impacts resulting from high turnover include an impact on employee morale with the remaining staff as they are left to work harder to make up for the shortfall of lower staff levels, this can also lead to higher levels of absences and the productivity of the workforce [Peter, R.2023].  The company's reputation can suffer from high turnover as it can be perceived to be not a good company to work for which in turn can make it more challenging to attract the right talent and retain them in the business and cost the business more as they resort to offer more pay and benefits to attract and retain their current employees [Peters, R.2023 ]

AC 4.1- Can you assess suitable types of contractual arrangements dependent of specific workplace needs?
There are different types of employee contracts with the UK Law which can be used by businesses depending on their business needs [ Gov.uk.2012]. 
Permanent contracts are commonly associated with employees working for a business on a long-term basis and will only end when the employee or employer chooses to end it [ACAS]. This contract is more suitable in some industries than others such as Teachers and nurses as the work itself doesn’t end in comparison to a business that operates during the summer months such as holiday rentals. Employers who offer Permanent contracts have a greater level of security they have the workforce to fulfill the demands of the business which reduces the recruitment cost and minimises the impact on the business. 
Employees on permanent contracts will be protected under the Employment Act 2008 and will be eligible to receive paid holidays, statutory sick pay, parental leave allowances, and access to pension benefits [Gov. UK].

Fixed-term contracts can be used when there is a need for additional staff on a short-term basis, this type of contract is commonly used in the hospitality industry to support the operation during peak periods for operational support.  This enables the business to issue set dates of when employment will commence and end for best results to avoid being over or short-staffed [Daniels]. Employees on Fixed-term contracts will have similar rights as those on Permanent contracts but will have no work once the task has been completed. 
An employee can offer out contractors’ contracts for specific workforce needs who are self-employed such as engineers, or architects who are not bound by the employer's contract and will not have the same employee rights as those employed by the company. These contracts can be used when businesses are unable to fulfil their staffing requirements or require the specialist to advise or work over a set period.

AC 4.2- Can you differentiate between express terms and implied terms?
A contract is a legally binding agreement between the business and the employee that details rights and obligations which is created when a new employee is commencing employment [ Ayling,L.2023]. There are two main terms within a contract, these are better known as express and implied terms.

Express terms are provided either verbally or in writing and will be clear, specific terms that define the main expectations between the employee and employer. The information will consist of details such as working hours, salary package, and contractual rights that should be compliant with current employment laws such as their wage and working hours that can be easily enforced as there will be less room for misinterpretation [Ayling, L.2023]. 

Implied terms on the other hand are not written nor spoken as it has not been expressly agreed between the two parties but from mutual understanding [ Elliott, F]. An implied contract comes into play because of action from the court as the employee had not considered it, such as Employee contracts may not include agreements surrounding any overtime compensation, however, an Implied term between them has been established that any work over their contracted hours will be compensated accordingly. To clarify the understanding, they should include this within their contract as an express term. Another example of an implied term will be if a business has paid a bonus at the same time of year for multiple years, employees may come to expect this as it doesn’t state in their contract that is subject to business profits [ ACAS,2023]
Both contracts are viewed as legally binding as they have been entered into willingly by both parties, however enforcing express contractual terms is easier for a business as they have been set out clearly in comparison to implied terms.

AC 4.3- Explain the components and two benefits of effective onboarding.
Onboarding is a process where a company integrates new employees into the company and their roles through company inductions. This process should include pre–employment information such as right-to-work documentation, new starter forms, and conditional employment [CIPD].  
Once these stages have been completed a tour of their working area and facilities and meeting their colleagues which will help them feel more comfortable and settle in better. During the induction, they should be introduced to the company’s culture, mission, and values for a true understanding of the business and what is expected of them along with any health and safety protocols they need to be aware of [CIPD].
Employers will need to explain to their new employees what their job responsibilities are to enable clear expectations for new employees [Sherwood,2017]. During this time, they can also explain and set performance expectations to make them fully aware of what is expected of them how these will be measured and feedback, and what training the training format will be.
[Issa. A, 2022] believes onboarding is the most overlooked element within the Employee life cycle with new employees leaving their employment within the 6 months at a rate of 31% according to [Pugh M, 2023]. 
The benefits of effective and successful onboarding can lead to 91% of employees feeling more connected when they receive effective company induction as they gain a better understanding of the company culture which supports their engagement levels and are integrated into their teams more effectively, as staff are more engaged their productivity increases and increases employee experience [Pugh,M 2023].
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-


 


Explain how organisations strategically position themselves in a competitive labour market


. 


 


Businesses can strategically position themselves within a competitive labour market 


by completing 


competitor analysis which identifies the direct competitors and indirect competitors to reveal their 


strengths and weaknesses. Identifying their direct competitors who offer the same


 


product or service 


or target the same audience 


will allow them to gain a competitive advantage in the market to not 


only improve the business as it looks at the different aspects such as price comparison, customer 


rating, and compare these with their competitors 


but gives them the competitive edge knowing what 


their rivals are doing 


[anasa.com]. 


 


Once the information has been gathered


 


analys


is will need to be carried out to take full advantage of 


the information to enable them to identify where they belong in the marketplace and reach out to 


attract the talent and retain their employees to support the business strategy. 


 


Businesses can use 


information such as what benefit packages are on offer for their staff and pay offered for various 


roles and how they develop their staff [and working environment to attract new staff and retain 


existing 


ones [


Taylor et al 2021].


 


Each organisation will need to develop its strategic approach by building its aims and objectives 


through initiatives of employment security, higher salary packages, 


and 


carer progression


 


[


Fombrun 


C,


 


J


, 2011]


.


 


Through this process


,


 


a business can become an employee of choice by building and maintaining 


by 


building and maintaining the company culture based on motivation, fair compensation, recognition, 


and rewards


. When organisations invest in their employees it can be perceived as a better place to 


work and will likely retain their staff and create a high standard of work and high levels of 


productivity which will support employee branding as 


people will be influenced by the reputation of 


the business through the service or product they provide and are recognised by the opportunities 


and benefits the business has to offer [Wales, A.2020].
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Explain the impact of changing labour market conditions on resourcing decisions


. 


 


Resource decisions can be influenced by the changes within the labour market


 


which is 


dependent


 


on supply and demand


 


and is reflected within the change of wages


. To enable the business to stay 


ahead of the curve to get the best talent available and the skill for certain roles they 


need to 


be 


adaptive and 


move quickly


 


in their planning and execution [CIPD].


 


 


Businesses can identify the factors contributing to the change within the market 


by


 


carrying out a 


PESTEL analysis which will allow them to highlight factors i


mpacting


 


different factors


.


 


Identifying


 


the 


above will determine if the labour market is tight or loose


 


which influences the level of 


supply and 


demand within the labour market. 


 


The impact of a loose or tight market will determine how many people need to be recruited, 


retained, and developed to enable the business to meet the demands of their customers


. It can 


impact the cost of recruiting which will then cause the demand 


for


 


human resources to decrease 


reducing the pressure on salaries 


[Boys,


 


J.2023]


. 


 


 


I


n a loose market


, the business will reduce 


its


 


recruitment costs and have better flexibility in the 


variety of employees they attract and the terms they can offer future employers as there will be 


more unemployed candidates seeking employment


 


than there are available


,


 


creating more


 


de


mand 


for 


roles [


 


Boys,J.2023]


 


According to [Robert H, 2023] the labour market remains tight with 


the 


demand of 


the 


labour market 


and low supply which will lead to low unemployment rates


 


and many vacancies will remain unfilled


. 


This can lead to a 


decreasing 


number


 


of 


skills


 


with


in the industry and 


an increase in wages for 
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