How organisations position themselves in competitive labour markets 
Organisations develop strategies that compete in the labour market to find qualified candidates for open positions by understanding the competitive field, helping them to hire the most qualified candidates for their roles. Armstrong and Taylor (2023) state that in addition to employers, there will be competition for jobs from both new and current employees who are seeking promotions. Because of the current trends and the heightened competition in the labour market, organisations market their businesses to entice top talent to join their teams and establish themselves as employers of choice. 
A way an organisation can compete in the labour market is by developing a positive corporate image through employer branding, aiding in luring, selecting, hiring, and involving the best candidates. Companies can attract the best candidates by promoting a positive brand on recruitment websites, demonstrating the company's reputation by showcasing how employees are treated, growth opportunities, flexible working, and work-life balance. “A strong employer brand helps businesses to compete for talent and drive employee.”  (Peters, 2022)
 People Professionals have a crucial role to play by assessing the skills required for the roles and deciding which recruitment criteria should be used to ensure the right skills are acquired. “It is important that there is enough rigour in selection processes to ensure that they are fair and effective.” (McCartney, 2017) Through employer branding prospective employees are attracted by the values advertised and thus high standards are met through their skills. For example, in Tokio marine Kiln employer branding is used to attract skills from the public to ensure high targets and recognitions are met for the year. “Tokio Marine Kiln’s (TMK) Property and Cyber teams have been voted top of their business classes in Gracechurch’s London’s Leading Underwriter Report for 2023” (Tokio Marine, 2023)


 






The impact of changing labour market conditions on resourcing decisions 


Organisations must understand the dynamic nature of the labour market and its impact on the business to adjust and modify how they plan and implement their resourcing to make the best decisions possible. This can be particularly true when the labour market is changing quickly. Boys, J. (2022) claims that in HR, an organization's requirement to hire, retain, and develop a certain number of employees to meet customer demand is determined by the economic climate and the background of day-to-day operations.
Labour markets can be classified into two categories: tight and loose. A tight labour market is one in which there are insufficient potential candidates to fill open positions, affecting resources since the organisation is unable to achieve the skills required to improve the execution of tasks.  A loose labour market is when there are many skilled workers but few organisational opportunities for them, impacting decisions about resources since hiring managers might not have time to assess every candidate. “Essentially labour market slack is the shortfall between the volume of work desired by workers and the actual volume of work available.” (Pettinger, 2019) 
Therefore, organisations must continuously watch labour market trends to stay ahead and make the best decisions possible. Additionally, firms and labour markets need to adjust over time to meet shifting demand as technology advances and influences resource decisions like hiring strategies, development options, and retention plans.  The Pestle analysis, which considers political, economic, sociological, technological, legal, and environmental factors, provides insight into this theory, and can help with resourcing decisions. “A PESTLE analysis can help to identify disruptive changes to business models that may profoundly affect the future employment landscape. It can identify skills gaps, new job roles, job reductions or displacements.” (CIPD, 2023) 








The role of government, employers, and trade unions in ensuring future skills needs are met.  
By providing funding for training and development programmes, the government ensures that businesses can access the talent they need to stay competitive and that future skill needs are met. “Skills matching is crucial to individual and organisational productivity, the UK’s economic growth” (CIPD, 2023d) The government supports UK economy creating policies to support organisations to gain employees with the right skills and ensuring the future skills are met. CIPD, 2022e states that tackling the UK's low productivity level and the high percentage of low-skilled, jobs that accompany it requires improving how skills are both developed and used. 
Employers can identify future skills through initiatives like apprenticeships and internships and work with the government increasing the pool of candidates seeking employment ensuring that these individuals can obtain experience. By providing internships and apprenticeships, employers can help the labour market continue to grow. “The positive impact that Further Education institutions can play in developing workforce skills will be crucial” (CIPD, 2022f) 
Trade unions look at the development of future skills. and support the advancement of equality for all. “Played a leading role in fighting for education and skills to improve the life chances of their members” (TUC, 2021) 
Their dedication to education and skill development for union and non-union members can be seen through the efficient training of workplace representatives and professionals. Using a learning fund known as the WULF, available to help develop and improve learning cultures in the workplace encouraging members to increase their knowledge, the Welsh union has attempted to support the future skills of the economy. “The Wales Union Learning Fund (WULF) is provided by Welsh Government to help support union led adult learning in the workplace.” (fstock, 2022) 









Analyse the impact of effective workforce planning? 
Workforce planning is a process used by companies to assess current labour force and project the amount of labour that is required in the future and identify the skill gap.  “Identifying the gap between the present and the future and implementing solutions so that an organisation can accomplish its mission, goals, and strategic plan.” (CIPD, 2022g) Workforce can be either long-term or short-term, depending on the needs of the organisation, making it possible to hire the appropriate number of workers with the appropriate skills to meet demands.  
Effective workforce planning benefits businesses in several ways, it helps to understand the differences by differentiating between hard and soft work. Hard workforce planning uses organisational data to forecast the number of workers with specific skills that will likely be required, how cause and effect can be understood using simple numerical data to analyse the required numbers. “Metrics alone are not enough however, and they need to be analysed and understood in context.” (CIPD, 2022g) Soft workforce planning, considers employee experience, skill, and development, using quantitative analysis to guarantee that the appropriate number of workers are hired where needed. “Good-quality management information set within such a framework is the key to identifying and maximising performance drivers” (CIPD, 2022g)
By looking at the current workforce and developing skills people managers can evaluate the needs of their employees, helping to improve organisational development. “Organisational design is about ensuring that the employer has the right structures” (June, 2010) Workforce planning can be forecasted internally in an organisation by giving employees different responsibilities and using training and development to adapt their skill sets to the demands of the company. “Many people practitioners link workforce planning to talent planning or succession planning.” (CIPD G, 2022) 








Evaluate the techniques used to support the process of workforce planning. 
Workforce planning is supported by strategic planning, which examines methods for projecting labour supply and demand. Strategic planning gives businesses greater opportunities and success in the workforce. (CIPD, 2023h) states strategic planning looks at a three to five year plan, workforce planning looks at current resources and the budget for the upcoming year.
A few methods employed to assist with workforce planning are employee turnover, promotion, and demotion evaluation, and working backward from cost. Working backwards from cost to calculate labour demand helps organisations develop accurate plans, considering the costs related to bringing on new hires and helping them develop into the skilled workers that companies need. “HR should identify important business problems and work backwards from there to plan the resource implication” (Armstrong and Taylor, 2023)
Evaluation of promotion and demotion rates in organisations helps support the workforce planning process by utilising labour supply forecasting techniques that consider the number of roles, skills needed, and timeframes to meet business needs by looking at the talent already available. People professionals work closely with managers to ensure that reviews are finished and that any skills gaps are looked at so that organisations can grow internally and make the most of their current workforce. According to (CIPD, 2023h) workforce is determined by both a qualitative and quantitative basis by evaluating the supply job role after employee turnover and by reviewing the capability of those currently in the roles. 
Employee well-being and an unfavourable workplace culture are two major causes of high employee turnover. Planning the workforce enables managers to concentrate on the important issues and take appropriate action. “Relevant workforce data relies on keeping information on joiners, leavers and movers in each year.” (CIPD, 2022g)









Two approaches to succession and contingency planning aimed at mitigating workforce risks.
Organizations use a variety of strategies for succession and continuity planning to reduce the risk related to their workforce. These strategies fall into two categories, organisational and individual. Organisational strategies look at a company's processes and systems to ensure leavers tasks are completed. “Succession schemes aimed at finding internal successors for key posts and planning their career paths accordingly.” (George, 2022) Identifying outstanding candidates through succession plans to fill roles. Whereas the individual approach creates an individual plan identifying an employees, strengths, and weaknesses to ensure plans in place for progression. “Overs the most senior jobs in the organisation, identifying individuals with the potential to step into these posts as short-term or longer-term successors.” (George, 2022)
People managers develop plans to enhance employees' skills within departments, and the Talent Pool approach helps businesses retain their pool of workers by putting different succession planning strategies into practice. (CIPD, 2023j) suggests looking beyond organisational borders to collaborate with partner businesses and a diverse talent pool. The 9 box grid can be used to plot workers across nine essential data points and help them fit into each of the nine sections, allowing employers to evaluate their performance and growth potential. “HR teams can see their entire workforce, or specific departments/functions/positions, at a glance and how they all come together.” (Personio, 2021) 
Another approach is appraisals, allowing goals to be set for employees to achieve, to help determine those interested in progression, allowing them to build their development by learning new skills. Employees can also gain feedback and give feedback to others to helping support them to improve while also letting them know what they have been doing well at. “Strong evidence that it’s employees’ reactions to feedback, rather than the feedback itself, that influences future performance.” (Gifford, 2022)








Assess the strengths and weaknesses of different methods of recruitment and selection to build effective workforces. 

The process of finding the right candidate involves a variety of recruiting methods. One method sees companies advertising on their own media platforms. Compared to agencies, using this tools can be more cost effective, however, this can have drawbacks as you still need to direct candidates to the website, which can be costly. Armstrong and Taylor (2023) claim that corporate website management is less sophisticated because it still needs to be outsourced to hiring consultants to oversee the website.
A different method is recruitment agencies, which allows a much faster hiring process, selecting better candidates who are prescreened and matched to the desired role, speeding up the advertising and interview process, and enabling companies to hire employees on short notice. This approach can, however, have drawbacks, as it can be costly to use and may not ensure that the best candidates are selected. “They can produce unsuitable candidates, but the risk is reduced if they are clear about the requirements.” (Armstrong and Taylor, 2023) 
A selection method that can be used and available is interviews, professionals can conduct in-person or virtual interviews with applicants, selecting candidates based on their facial expressions and identify the most qualified. “Interviews provide information about candidates that enable a prediction to be made about how well they will do” (Armstrong and Taylor, 2023) However, this is very time consuming and slows down the hiring process creating a negative impact if not done right. “A poor interview experience can undermine an employer’s brand.” (McCartney, 2021)
Assessment centers are a different type of selection process where candidates compete and combine their skills and abilities in a timed manner earning points while working in a team. These centers offer several advantages, including realistic simulation for professionals and cost-effectiveness due to ability to assess large numbers of candidates. “They obtain much more information about candidates than conventional interviews” (Armstrong and Taylor, 2023) However, they take a lot of time for the candidates and the accessors and may not provide the candidates with adequate feedback on how they performed. 
Internships, giving access to a larger pool of top talented applicants interested in a particular position. “Internships are a popular way for students and recent graduates to gain practical work” (Gray, 2023) The low compensation opportunity for candidates are the drawbacks of this. 



What turnover and retention trends exist and what factors influence why people choose to leave or remain 
Numerous factors, such as job design, job satisfaction, motivational concerns, and legislative changes, affect employee retention and turnover in organisations and influence people's decisions to stay or go. One of the main causes and a major factor in high employee turnover in organisations is management style issues. “One key reason for an individual’s decision to leave may be a poor relationship with their line manager.” (Peters, 2023) The quality of an employee's employment experience is greatly influenced by the manager-employee relationship. HR professionals can make the required adjustments to lower turnover by giving workers a voice by encouraging them to provide feedback and by looking into the reasons behind their departures.  
Reward and recognition are a retention trend, as they are the main determinants of employee retention. Acknowledging an employee's efforts can boost motivation, but there are other ways to reward them, like with bonuses or pay increases. It's a motivational strategy that can be used to improve worker wellbeing. “Benefits are provided for a variety of reasons including to match market practice, give some measure of health or disability security, or retain employees” (Cotton, 2023)
One of the factors to why people choose to leave an organisation is through the pay and benefits. “Better pay and benefits are the main motivator to leave,” (CIPD, 2022k) If an employee feels they are not being paid what they are worth they are most likely going to look for another job. Considering the cost of living this is a high reason for high employee turnover. Armstrong and Taylor (2023) report that over 6.5 million individuals in the United Kingdom anticipate leaving their current positions within the next year, with roughly one-third citing compensation and benefits as their primary motivation.














Comparing different approaches to developing and retaining talent on an individual and group level.

Businesses can cultivate and retain talent in a variety of ways. While some prioritise individual growth, others may adopt a more group approach. 
“Talent management is about ensuring that organisation has the capable and well qualified people it needs to attain its goals” (Armstrong and Taylor, 2023)
 One of the main approaches used by people professional to develop and retain talent includes learning and development programmes that are aimed at educating employees on skills like problem solving, digital learning or social collaboration. “Participants on talent management programmes usually value building relationship with senior members in the organisation.” (CIPD, 2023i) Through a variety of processes, including performance reviews and appraisals, people professionals can assess employees' skills and develop programmes that are effective. “Everyone has skills and strengths that can be developed and can benefit the organisation.” (CIPD, 2023i) Employee retention can be boosted on an individual and group level by using this strategy to coach and mentor staff members one-on-one. This will allow them to grow at their own pace in the way that best suits their needs. “Investing in development activities will reduce employee turnover and improve talent retention” (Armstrong and Taylor, 2023)
Implementing a flexible working and work life balance into work is another approach that’s adopted by people professional within an organisation that can help retain talent within a group and individual level. “Allow employees greater flexibility in their working patterns.” (Armstrong and Taylor, 2023) Through this approach it gives employees opportunities to have a more flexible arrangement from hybrid working, part time hours, career breaks thus retaining talent on a group and individual level. 
	 
Individuals in any organisation possess unique abilities that
Within an organisation, there are different formal and informal learning plans that are connected to talent development, learning and development is a common strategy. According to Armstrong and Taylor (2023), ensuring that organisations have workers with know how to accomplish their goals both now and in the future by advancing their careers and developing their potential. 







Approaches that an organisation can take to build and support different talent pools.
Talent pools are collections of an organization's top performers who are offered chances to grow in knowledge and skill so they can assume greater responsibility. “Contains the resources of talented people required by an organisation to ensure that vacancies for people in pivotal roles can be filled readily.” (Armstrong and Taylor, 2023) 
One strategy used by organisations to develop and support talent pools is role performance reviews, people professionals use this to identify critical skills in employees that can be developed to fill in knowledge gaps and advance the company's future. According to Gillford (2022a), it makes effective people management practices such as performance evaluation and learning and development possible. Employers can gain insight into potential areas for development by identifying the skills to be improved from these performance reviews. Though performance reviews have a lot of positive elements they can also be very time consuming and stressful, causing. A manager could also be biased when doing ratings if they prefer someone else. “Performance measures need to be trustworthy as well as relevant if they are to be relied upon” (Gifford, 2022b)  
Another approach that an organisation can use is through learning and development initiative including coaching and mentoring. “Many employers using them to enhance the skills, knowledge and performance of their people around specific skills and goals.” (Hayden, 2023) Through coaching people professional can have one to one conversation with individuals to enhance their skills and knowledge through their performance. By mentoring an employee’s development this increases an employee’s engagement and builds the gap between the current skill level and the desired skill level of an employee. Coaching and mentoring can take a lot of time, and money to provide the training for employees to advance their skills. 













Evaluate two benefits of diversity in building and supporting talent pools.
For any company, there are numerous advantages available to those who can assist in developing and maintaining talent pools. Armstrong and Taylor (2023) state that the objectives of workplace diversity are to bring people together from different backgrounds and recognise the benefits of knowledge differences.  
One benefit that can be considered is increased creativity that leads to low employee turnover, organisations can encourage greater creativity among their workforce by providing support to a broader range of talent pools. “UK professions are gradually becoming reflective of our society as companies have increased hiring rates for underrepresented groups in a push to diversify their employee bases.” (Affleck, 2021) By encouraging creativity among staff members, organisations can enhance the fundamental abilities of their workforce, enabling staff members to acquire the skills necessary to tackle a variety of obstacles and lower employee turnover. “In many organisations it’s clear that training and support on core people management skills are needed to manage their team fairly, inclusively, and with compassion” (Miller, 2022) 
The enhancement of the employer brand is a further benefit that can be gained by diversifying the workforce and supporting talent pools. By cultivating a positive organisational culture can draw talent to job opportunities. “A strong employer brand helps businesses to compete for talent and drive employee loyalty through effective recruitment, engagement and retention practices.” (Peters, 2022) Employees can work towards achieving their goals and, eventually, their targets through employer branding, which promotes success and development. Focusing on the employer brand throughout the course of an employee's career can encourage inclusivity in the workforce and help staff members better understand their own attitudes and behaviours.  









The impact associated with dysfunctional employee turnover
Dysfunctional employee turnover is the rate at which highly skilled workers depart an organisation, leaving unskilled workers in their wake. According to Taylor, S. and Woodhams, C. (2022), high and negative turnover has a negative impact on an organisation. Resulting in the loss of skills and knowledge, affecting morale of remaining colleagues. 
Dysfunctional employee turnover can lead to both direct and indirect costs to an organisation such as the recruitment and selection of employees. “Where skills are relatively scarce, where recruitment is costly or where employers have hard-to-fill vacancies, turnover is likely to be problematic” (Peters, 2023) The loss of skilled workers due to turnover means that there won't be anyone to fill vacancies within the organisation, which will impede growth until a plan is put in place to find and train replacements. According to Tatum (2023), organisations should try to maintain a talent pipeline to engage long-term staff members, lower turnover, and develop talent. 
When recruiting, the company must invest a large amount of money in the onboarding process to ensure that the staff members possess the requisite skills. This expenditure may negatively affect the company's finances by reducing revenue, which will impede the company's capacity to expand. “Departing employees, and with them the resulting loss of institutional knowledge, need to be replaced – which can be costly and time consuming while new hires get up to speed.” (Tatum, 2023) Due to the time frame required for retraining and onboarding a new hire, this may negatively impact the morale and productivity of the remaining staff, leading to a loss of knowledge and increased hiring costs. “High staff turnover had led to 23 per cent of businesses receiving complaints from remaining team members about a change in company culture” (Cholteeva, 2022) 











Suitable types of contractual arrangements dependent on specific workforce need.
Contractual arrangements in the workplace are legally binding agreements between two parties that outline each party's specific responsibilities. The Employment Act of 1996 states that there are various forms of employment contracts that are acceptable in the UK, including agency staff, contractors, fixed- or part-time contracts, and permanent contracts.  “By law (Employment Rights Act 1996), anyone legally classed as an employee or worker has the right to a 'written statement of employment particulars'.” (ACAS, 2023) 
Temporary or fixed-term employment contracts are used when covering short-term recruiting requirements, such as covering maternity or illness. “Fixed-term contracts can be used for employees to work for a specified length of time or to work on a set project.” (CIPD, 2021n) These terms and conditions are essentially the same as a permanent contract, which are used in companies to employee a person for an extended period agreeing an effective salary. The exception is that some contracts may exclude benefits like bonuses if the employee isn't working at the time they're to be paid out. All employers may choose to extend the fixed-term contract at the end of the agreement. 
An independent contractor, commonly referred to as a self-employed individual, is a different kind of contract. Because they are not bound by an employment contract but rather a contract of work, independent contractors must abide by IR35 and take responsibility for their tax compliance and other statutory deductions. If they work for an agency, however, that agency bears responsibility. “Make sure that a worker (sometimes known as a contractor) pays broadly the same Income Tax and National Insurance as an employee would” (HM Revenue & Customs, 2019) 











Differentiate between express terms and implied terms. 
Contracts can contain a wide variety of terms, such as expressed and implied terms, warranties, and conditions. “The legal parts of a contract are known as ‘terms.’ An employer should make clear which parts of a contract are legally binding.” (Gov.UK, 2012) The majority of employment contracts consist of both express and implied terms and are legally binding agreements between both parties. 
Expressed terms of contracts are legal agreements that involve employees and their employers and might be oral or in the form of writing. As stated by Daniels (2022), express terms are those that are stated in the law and cannot be used to reduce statutory rights. Before drafting any contracts, organisations must make sure that the expressed terms are following the Employment Rights Act of 1996, ensuring that employees have full benefits within their company including holidays day off, and even skills through training. “The right to paid holidays and the right to daily and weekly rest breaks.” (CIPD, 2023L)
Implied terms of contracts are those agreements between two parties that are not expressed in writing or verbally but derived through sources like collective bargaining and include ensuring that the trade union will be involved. Daniels, K. (2022) states that if the collective agreement is incorporated into the employment contract, then agreement must be agreed upon and binding. Even though it is not stated in the contract, there may be an implied agreement that employees who work overtime will be paid. This is another example of an implied contract.  “Even if they're unwritten, these terms are often crucial for an effective working relationship between an employer and employee.” (Acas, 2023b)













The components and two benefits of effective onboarding.
The process of onboarding involves incorporating recently hired staff members into the company through a variety of measures, including induction and training. The key components of a successful onboarding process are departmental and organisational information, pre-employment information, expectations clarification, and the provision of support and development. 
Pre-employment information ensures that a candidate has all the information they need before beginning their new role, making it an effective form of onboarding. “Organisations need to ensure that they follow pre-employment checking procedures that are both legal and ethical.” (CIPD, 2023o) This allows employees to fill out their contract and right to work information through new starter forms. To facilitate a more successful onboarding process, employees receive their joining instructions and any additional organisational literature prior to their first day on the job.
Effective onboarding has many advantages, including improved role effectiveness, decreased turnover, and improved culture and norms. One major benefit to onboarding is the effectiveness of the integration of new employees. “Give new employees the information they need to settle down quickly and happily and start work.” (Armstrong and Taylor, 2023) One way the integration process teaches new hires about the organisation and expectations of the company, as well as how to perform their roles effectively, is through group inductions.
Another benefit of effective onboarding is by reduced employee turnover, by providing an effective onboarding for employees and providing the necessary training to grow their skills people professional can see a reduction in turnover as more employees are wanting to stay. According to McCartney (2023a), employers can experience a decrease in employee turnover as well as an increase in employee commitment and job satisfaction by offering an effective induction.
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