:
1.  (AC 1.1)
Competitive labour markets can have a number of effects for organisations operating within them. High demand for employees will lead to a shift in the bargaining power, benefitting the employee. This power shift will lead to improved benefits as organisations compete with each other to attract or retain key employees, such a financial renumeration and flexible working. However, organisations can position themselves to help attract and retain through strategic initiatives. These strategies usually relate to the reputation of an organisation, so involve culture, employee experience, brand, rewards, ethics and company image. Strategies will enable organisations to become the company of choice, improving their advantage against their competitors. For example, it can be linear benefits such as a reputation as a leader in salary, such as a magic circle law firm Freshfields Bruckhaus Deringer, offering newly qualified lawyers £125,000 (Ward-Brennan, 2023), or less direct benefits to enable wellness, such as Indeed’s open vacation policy, allowing unlimited time off (Indeed, 2017). Organisations can further position themselves in line with their target employment market, for example, providing growth and development strategies to enable benefits beyond the employee contract. Strategies such as apprenticeships, management courses and professional training. There has been clearly defined links between retention and attraction when organisations invest in development strategies (Rodrigues, 2020). The brand which the organisation emulates is also as important as its internal strategies. Labour markets are becoming more aware of corporate social responsibility, which is becoming an increasing factor in decision making (Boutmaghzoute, 2021).
2.  (AC 1.2)
Recruitment strategies can shift with the availability of the labour market (Parry & Tyson, 2008). Company strategy must adapt to the fluctuating norms within labour sectors. Within a right labour market, organisations become competitive in order to attract scarce labour (Pedraza, et al., 2020). Subsequently this leads to improved benefits in order to outbid competitors, such as improved salaries, flexible working and other work-life benefits. Further, greater effort is made on strategies for attraction and improved focus on organisational brand. Therefore, job adverts with promote strong benefits, organisation brand and any other attractive measures. Ultimately, within a tight labour market the balance of power shifts to the employee, due to their scarcity and demand (Edmans, et al., 2023). 
Within a loose labour market, the balance of power shifts to the employer. Therefore, benefits can stagnate, or decrease due to the availability of resources. Organisations tend to invest less into resourcing strategies, advertisement and branding (McCollum & Findlay, 2019).
Organisations may find that the labour market conditions shift through a sliding scale as resources deplete, or economic growth slows. Organisations must ensure they adapt to changing conditions to ensure they remain competitive. Tools such as PESTLE can ensure organisations remain relevant. Losing touch with cultural shifts will lead to catastrophic employee retention, or over supply of resources due to economic downturn (Abelsen, 2020). Further, organisations must remain relevant on changing norms, such as the use of technology, flexible working and well-being initiatives. As slow or resistant adapters to non-financial cultural expectations may find recruitment and retention problematic (Cardoso, et al., 2021).

3. (AC 1.3)
The employment landscape is consistently evolving, so that employers and the government need to remain agile and proactive to facilitate future skills demands. With the recent report from The world Economic Forum estimating over half of the workforce will need reskilling over the next few years (World Economic Forum, 2023). Governments must ensure that they are providing adequate pathways to enable development, while businesses may be looking short term, governments must look into the future and take a broader approach. Failure to identify and promote upskilling can prevent businesses from providing the investment needed to remain competitive, producing barriers to growth, as set out below.

[image: A screenshot of a computer

Description automatically generated]
Without government intervention, businesses can fail to adapt in invest in their future, which can ripple effects into other areas, such as recruitment, competitive advantage and strategy. Employers must also play a vital part in the development of its employees. Strategies such as workforce planning and training plans can help to identify skills and retain performing employees (CIPD, 2022). These strategies can help identify future skills, such as IT competence, regulatory updates. Further, strategies can help employees forecast roles which are likely to become autonomised, including risks such as artificial intelligence (Gruetzemacher, et al., 2020). Employers can develop their employees through apprenticeships and funded short courses, which can be offered with nil financial investment for both employers and employees, these can help upskill staff to drive performance, or facilitate training for those at risk of role redundancy due to technology (Jaiswal, et al., 2020). Trade unions focus on the overall wellbeing of the workforce, for example, the TUC work on social equality and pay (TUC, 2023). Additional, unions deploy learning reps within the workplace to develop and improve skills. Their role is to facilitate and raise awareness of development opportunities, and to improve confidence within the workforce to enrol (Heery & Abbott, 2000).
4. (AC 2.1)
Workforce planning is a critical strategy to align worker demand and the supply of workers (Karia, et al., 2016). It combines reviewing staffing such as numeric and statistics, and strategic, such as frameworks and performance measures (De Bruecker, et al., 2013). Effective workforce planning can lead to several benefits, such as, ensuring talent is available when required, futureproofing, improve agility, mitigate future risks (CIPD, 2023). These benefits ensure that organisation remain competitive and relevant. Thus, creating an organisation which can adapt and flex with the ever-changing commercial environment. The CIPD suggests 6 steps for effective workforce planning, as set out below
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(CIPD, 2023)
Workforce planning is necessary tools to ensure that organisations control, forecast, and adapt to internal and external factors. Those organisations who conduct workforce planning perform better (Rahaman & Bari, 2024). However, strategies must be regularly reviewed to remain effective. 
5. (AC 2.2)
Workforce planning can be used to gather data to create more informed decisions. It can help to analyse the workforce to help forecast skill and staff demand (Sokol & Tarulli, 2024).  There are two techniques which organisations can utilise; hard workforce planning and soft workforce planning. Hard workforce planning involves utilising quantitative data to drive decisions (CIPD, 2023). Utilising statistics can help to paint a picture of the causes and likely results within certain scenarios. However, due to its binary nature, analysing the data can lead to misinterpretation. For example, there could a significant drop in apprentices, which could highlight a recruitment problem, but there could be external reasons, such as a government pause on the levy. Therefore, to successfully utilise hard workforce planning, the data must be analysed, understood and appreciated in context, and in conjunction with any external or internal factors. Simply running the data without any knowledge of the sector can lead to drastic results. 
Soft workforce planning involves the defining a framework which data can be analysed (CIPD, 2023). This allows individuals to identify metrics in order to drive performance, agility and response to change. The strategy focuses on productivity, performance, development, culture and skills. It can help individuals follow a roadmap without the need to further investigate phenomena with some level of autonomy. However, the framework is only as effective as its original creation and understanding, a strategy build upon misinformation, misinterpretation or lack of understanding will not yield success (De Bruecker, et al., 2013). Further, culture, skills gaps and experience can rapidly change. Therefore, the strategy would need consistent review to ensure its relevance.
6.  (AC 2.3)
Traditional approach to succession is through the top down succession schemes. This is where internal successors are identified and have their career paths planned ahead. The selection of these individuals is usually made at a senior level, and usually only applies to a select few. This type of planning ensures that if a senior member leaves, there are procedures in place to appoint a successor. Usually, senior managers are consulted on up and coming talent, through various ‘tick box exercises’ (Hirsh, 2000). While this strategy helps to help organisation through resilience, the lack of consultation can lead to employees being promoted into an undesired role (Atwood, 2020). For example, a successful sales person may not wish to become a manager. This strategy is usually secretive and rigid so can be difficult to adapt during periods of change. Further, as turnover intentions increase, traditional ‘lifers’ are becoming rare (Perwatiningsih & Sawitri, 2021). Ultimately, this leads to difficulty in developing a strategy within a constantly changing workforce.
Modern approaches have a much wider scope, with a focus on diversity and openness. Modern succession planning aligns closely with talent management, in that it utilises KPI’s to drive success (CIPD, 2024). Employees have the empowerment to carve their own careers, so can opt in or out of the succession process. Strategies can help within a rapidly changing environment, as individuals at all levels, tenure, work pattern are included. This inclusivity can lead to improved business performance and retention (Arambhan & Seetharaman, 2022). Further, due to its openness, it creates fairness, diversity and engagement as employees aren’t selected based on secretive characteristics. All employees can be identified with KPI’s which align with organisation strategy. These KPI’s are ideally discussed within formal appraisals to ensure relevance to the employee. This type of unilateral approach also helps to facilitate those employees who have different views on work-life balance and family responsibilities (Arambhan, et al., 2023). 

7.  (AC 2.4)
Website advertisement for recruitment purposes can be an efficient way to promote new role. This method of advertising is usually cheaper and the advert itself has no time limit or limits on content. Further, it can be an effective way of driving traffic into the website, as job seekers and other potential business partners could convert into customers (Melanthiou, et al., 2015). It also allows job seekers to obtain an idea of the culture and strategy of the organisation before applying, which may reduce no-shows. However, this type of job advertisement has a very limited audience (Keramati & Salehi, 2013). Usually, job seekers would search for new jobs on job sites and other similar platforms. Therefore, applications may be limited due its passive nature.
Structured interviews can help to assess several candidates within set questions, it can help to identify best fit. Further, it can help to ‘feel each other out’ so that both the candidate and manager obtain an idea of each other (Adeoye-Olatunde & Olenik, 2021). However, this method is time consuming, requires senior investment and is liable to cognitive bias (Bergelson, et al., 2022). Further, the environment of an interview may not correlate to the day-to-day activities of the role (Van Der Zee, et al., 2002).
Another effective recruitment method can be using social media/job boards. Utilising LinkedIn or Indeed can driver a wider talent pool, improving applications. However, within a tight labour market, recruitment competition can be high. Further, there are usually some cost implications for job adverts to remain fairly high up in the search results.
Psychometric testing can help to assess the potential behaviours of applicants. This is usually through personality or aptitude tests. The tests can help highlight opportunities for further discussions, for example lack of organisation. Further, through profiling they can help to identify best fit for the role, for example decision making, networking or logical thinking (Bateson, et al., 2014). Some drawbacks are that applicants may not be honest, can create discrepancies through cultural difference. However, the main drawback is that the results must be assessed by a licenced psychometric professional, adding significant cost and this type of testing is usually utilising in conjunction with other selection methods (Bailey, 2017).

8. (AC 3.1)
A recent report states at 20% of workers in the UK are at high risk of leaving their jobs in the next year (Moss, 2023). Further, studies from UK money state that UK employee turnover is currently at 16.8% (Capacity Insights, 2023). 
There are several internal influences that can affect a worker’s desire to remain or leave. Studies have shown that a focus on aspects such as job satisfaction, renumeration, support, work-life balance are critical to retention (Kim, et al., 2015). From recruitment, onboarding and continuous professional development, organisations can ensure high levels of engagement and retention (Price & Reichert, 2017). Therefore, organisations with a real focus on its culture, working practices and strategies enjoy much lower levels of turnover (Shipton, et al., 2021). Ultimately, organisations who engage with their workers through effective communication to facilitate key drivers can identify their individual motivators, to create an engaged and motivated team  (Erickson, 2015).
External factors such as technological, economic, political and social can affect retention. Technological factors could include advances such as AI. For example, an organisation which utilised modern technology may attract and retain better due to work-life or efficiency improvements. Economic drivers could include salary bidding wars in a tight labour market, or a downturn in organisational financial performance. Political could include issues arising due to factors such as recruitment limits due to Brexit. Finally social drivers could be issues arising from lack of well-being, flexible working, or personal development. Hence the importance of tools such as SWOT and PESTLE to ensure organisations remain competitive in the internal and external environment (Leandro, et al., 2021). 
9. (AC 3.2)
Individual 
Creating a meaningful place and growth opportunities can create a performing talent pool. Utilising tools such as appraisals and employee voice, organisations can create a development framework which drives and engages its workforce (Singh & Vanka, 2019). Firstly, employees who understand why their work is important, can perform better. This is due to a greater understanding of their role and appreciation of the bigger picture (Walumbwa & Hartnell, 2011). Further, engaging employees to align with organisational strategy can help clarify end goals. 
Contributing to inclusion and diversity will allow organisation to create and develop a much wider pool of talent (Scholarios & Hurrell, 2020). The attraction of a wider pool will create diversity, which will drive performance. Diversity and inclusion has a compounding effect on an organisation as its reputation improves. Creating a diverse pool will drive different perspectives, cultural understanding and social norms, which ultimately drives business forward (Gomez & Bernet, 2019).
Group
People analytics can help to identify people metrics within the organisation. In conjunction with strategy, organisations can identify the strengths and weaknesses of their talent pools (Peeters, et al., 2020). For example, skill shortages can be identified utilising quantitative measured. This linear approach is an effective tool to ensure effective evidence-based decision making. Further, analytics can help forecast resource shortages and trends (Tursunbayeva, et al., 2021).
Employee experience	
Through the use of appraisals and employee voice, organisations can ensure they are identifying motivation to ensure that employees are engaged (Wilkinson, et al., 2020). Further, a better understanding of how employees feel can help drive change, and identify underlying trends or departmental issue (Potnuru, et al., 2023) .
The use of group tactics are invaluable when creating people strategies and business strategies so that organisations remain relevant with clear identification of employee motivators (Klimchak, et al., 2018).

10.  (AC 3.3)
Understand career goals and internal talent. 
With an increase in turnover intentions within the younger workforce, with the increase perception of a breakage of the psychological contract (Allen & Halkias, 2021), organisations must ensure key motivators are identified and applied.  Therefore, developing and nurturing internal talent is integral to maintaining and motivating key employees (Ukeni & Reynolds, 2017). Organisations can use tools such as self-assessments, appraisals, career mapping and action plans. Due to individual differences, it is important to clearly understand both individual motivators, and overall cultural expectation. Organisations who have an appreciation of the separation of these differences are able to both drive individual employees and forecast cultural shifts (Neel, et al., 2016). Subsequently, organisations can develop clearly defined and relevant career pathways to ensure engagement of the workforce. However, the implementation of tools such as appraisals must be executed effectively. For example, A lack of focus or attention will lead to employees becoming disengaged due to the perceived lack of interest in their ambitions (Hejjas, et al., 2019). Therefore, strategy must be implemented at all levels of the organisation.
Upskilling 
Organisations who drive upskilling perform much better in most comparable metrics, such as retention, revenue and expenditure (Consearo, 2021). Utilising new skills to broaden knowledge within the organisations, providing a catalyst for competitive advantage. Further, creating an organisation brand centred on upskilling and development will attract higher calibre candidates (Abe, et al., 2021). Further, the development of key personnel can help with the development of succession planning. Strategic development can strengthen individuals to enable them to take the reins on the organisation (Osorio-Londono, 2019). For example, management courses for new leaders. This ensured that those identified for succession have the knowledge and tools to ensure the future success of the organisation. However, it is important to ensure that identification criterions are fair. Further, organisations must ensure the upskilling remains relevant, as training can lead to capacity issues and unnecessary burden for the employee (Qureshi, et al., 2013).

11.  (AC 3.4).
Engagement
Through driving diversity organisations can create a sense of belonging, which can result in better performance, retention and work ethic. Therefore, organisations who can improve diversity can help to drive employee engagement (Deloitte, 2018), through creating a culture of openness and inclusivity (Morris, 2018). Those who work within an organisation with fair representation are more likely to engage and perform within their role (Gomez & Bernet, 2019). Ultimately, this leads to improve retention and turnover (Deloitte, 2018). Therefore, a high performing workforce with low retention provides organisations with security of tenure, allowing greater accuracy within workforce planning. Enjoying stability within the workforce can allow for strategic planners to identify performing employees and facilitate motivators and reward (Dawson, et al., 2023). Having a brand which emulates true diversity will enjoy improved diversity within recruitment campaigns. Having diversity within recruitment, such as at interviews, will cause a compounding effect; further solidifying the diversity within talent pools (Purkiss, et al., 2006).
Complimenting personalities
A diverse workforce enables individuals to provide perspective which others may not have considered, which improves the resilience of decision making (Hunt, et al., 2015). People who have differences such as backgrounds, beliefs, gender and sexual orientation can bring strength to business performance (Martinez-Jimenez, et al., 2020). For example, a business seeking to enter new markets can appraise its multicultural workforce to identify and understand cultural norm and the landscape (Gorostidi-Martinez & Zhao, 2017) Subsequently, alternate views can help to drive change within the organisation, with better identification of worker motivators (Williams & Wade-Golden, 2023). Further, employees who can provide their individual perspectives can lead to improved problem solving and business agility (Herriot & Pemberton, 2005). This can lead to stronger working relationships due to employees building deeper relationships through shared backgrounds and experiences. However, organisations must ensure the diversity mix must be driven based on merit, rather than based on their backgrounds or beliefs, in pursuit of merely ‘ticking a box’ (Dwivedi & Paolella, 2023)
12.  (AC 3.5)
Dysfunctional employee turnover can have a drastic impact on the performance, reputation and efficiency of an organisation. Organisations must ensure that they are proactive in reducing the risk of high turnover. Firstly, there can be considerable direct and indirect expense relating to the recruitment efforts (Mohammed, et al., 2015). For example, the cost of hiring a new employee can be as much as 3 times the salary of the exiting employee (Matt, 2021). Organisations may find that within tight labour markets, it can take a significant amount of time to obtain a replacement (CIPD, 2022), which may lead to a number of months missing key workers, putting additional pressure and time on other members of the team. Organisations struggling to replace workers may engage with agencies or paid for ads, but this can add significant costs, with some agencies charging 20% introduction fee, based on salary (HAYS, 2024). 
Indirect cost is the culmination of several factors, such as the time investment by HR professionals and management in sourcing, selecting and interviewing. It also includes costs relating to new salary negotiations, IT integration and onboarding (Arindrajit, et al., 2010). Further, it can take some time for new employees to ‘bed in’ and become financially viable, with some occasions taking up to 12 months (Phelan, 2024). There can also be additional revenue risks, such as customer retention. Successful customer relations are based upon a positive rapport between the organisation and customer. Hence, a constant turnover of workers will lead to inconsistencies in relationship building, with likely frustrations from the customer having to regularly reset the relationship (Boys, 2023).  Finally, there is the negative effects on the reputation, both in terms of recruitment and customer attraction. An organisation with high turnover will be perceived as an unattractive place to work, or to commercially engage with (Gialiuisi & Coetzer, 2014).

13.  (AC 4.1)
A permanent contract is an agreement for guaranteed work, for an open-ended period. This type of contract best suits for a role which is required for a continuous and extended period of time, until the employee resigns or terminated (Unesco, 2023). This type of contract enables stability for both the employee and employer. The employee and employer both have duty to each other, such as payment, rights and responsibilities to work. 
A fixed term contract is similar to a permanent contract, but there are set date limits for work. For example, this may suit for maternity cover. Fixed term workers are protected by the Fixed-term employees (Prevention of Favourable Treatment) Regulations 2002, as such they cannot be treated less favourably than their permanent colleagues. However, if a worker is employed continuously for over 4 years, then the contract is viewed as permanent, as seen in Perez Lopez v Servicio Madrileno (2016).
Casual workers are not obligated to work or be provided work, known as the mutual obligation test. They do not enjoy the same rights as an employee. Zero hour contracts create flexibility to the workforce. The employer is not obligated to provide work, nor is the employee obligated to accept any work, thus failing the mutual obligations test. This is popular within seasonal work, for example hotels over summer. However, there are negative views on this type of contract, due to its uncertainty of work and pay.
Part time workers are those who’s hours, on average less than the normal hours of a comparable full time employee. Part-time workers have the same rights as full-time, and cannot be treated any less favourably, as set out in the Part-Time Workers (Prevention of Less Favourable Treatment) Regulations 2000 (amended 2002). This type of work may be offered where there is insufficient work to support a full time employee.
Agency workers are provided by an employment agency, so have no direct relationship with the organisation. These can be helpful when covering short term capacity issues, where the organisation looks to outsource the administrative burden of recruitment and contracts. These workers may still be protected under the Agency Workers Regulations 2010, if they work over 12 weeks for the same organisation, such as holidays, sick pay.

14.  (AC 4.2)
Express terms are those agreements which are written or provided verbally (ACAS, 2023). Usually they are contained within the employment contract, however, additions or variations can apply through email communications or office manuals. Express terms must comply with all legal requirements, such as minimum wage or annual leave. These terms are usually written by legal professionals due to the legal complexity and any potential repercussions. There is a statutory right for workers to have a written contract or statement of particulars, which sets out employment terms from day one. For example, working hours.
Implied terms are those which, while not directly agreed, are presumed to be agreed through a number of avenues (ACAS, 2023). These terms are not written into the contract. These can be implied through firstly, collective agreements; this would be where recognised trade unions agree additional terms with an employer.  Secondly, statutory this would be where a term is implied as it legal, such as health and safety standards. Thirdly, practice custom implies that because a certain action or benefit is so regular it becomes assumed, and therefore implied. Finally, a term can be implied if it is so obvious, for example not being rude to customers (TUC, 2022). Examples could be equal pay and minimum notice periods. Terms can also be implied if they are for business efficacy or conduct. Business efficacy relates to terms which are needed to make the working relationship function. Conduct relates to worker behaviours, which suggest they have agreed something, even though they have not officially or formally (ACAS, 2023) (Davila & Pina-Rimirez, 2018).
15.  (AC 4.3)
Components

Firstly, onboarding begins before the first day. This can begin at recruitment, such as organisational brand and culture within the job advert and at interview. It also includes pre-employment checks, liaising with the employee and agreeing terms (Davila & Pina-Rimirez, 2018).

Secondly, it is important to explain the organisational and department structure, how the organisation works and the culture within. This can include contractual information such as line managers, but also cultural norms, such as level of professionalism (Byford, et al., 2017).

Thirdly, employees need to understand and appreciate the expectation of the organisations and the role itself. This can include information on how the first 30 days will look, and how expectation may evolve during the tenure. Further, it can help to identify success within the role, and the specific requirements and job description (Chillakuri, 2020).

Fourthly, employees need to be socially embedding into the organisation. Introductions can help ease first day nerves and create strong working relationship. It can help to explain any social gatherings and after hour events at this point (Heimburger, et al., 2019).

Filthy, identify with the employee any development needs they may require and their aspirations. Provide them with signposting for support including who to contact for help (Didion, et al., 2024).

Benefits following the above would be; effectiveness and turnover. Firstly, employees who have had an effective onboarding process have proven to perform better (Joseph & Sandhya, 2015). A better understanding of KPI’s and culture creates clarity within the role allowing for greater performance. Further, providing key information such as signposting for help will lead to less downtime if there is a query (Smith, 2022). Secondly, due to social integration and job understanding successful onboarding will lead to a reduction in employee turnover. This is due to higher engagement and a sense of belonging. A mutual understanding of the role and the expectations can lead to a reduction in performance management, which will lead to a reduction in disengagement (Bell, 2021). 
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competence, regulatory updates. Further, strategies can help employees forecast roles
which are likely to become autonomised, including risks such as artificial intelligence.
Employers can develop their employees through apprenticeships and funded short courses,
which can be offered with nil financial investment for both employers and employees, these
can help upskill staff to drive performance, or facilitate training for those at risk of role
redundancy due to technology. Trade unions focus on the overall wellbeing of the workforce,
for example, the TUC work on social equality and pay (TUC, 2023). Additional, unions
deploy learning reps within the workplace to develop and improve skills. Their role is to
facilitate and raise awareness of development opportunities, and to improve confidence
within the workforce to enrol.

4. |am new to people practice and have heard that workforce planning is important.
Before | try to convince others of this, | welcome the views of someone with more
experience. Could you analyse the impact of effective workforce planning? (AC 2.1)

Workforce planning is a critical strategic tactic to align worker demand and the supply of
workers (Karia, et al., 2016). It combines both reviewing staffing such as numeric and
statistics, and strategic such as frameworks and performance measures (De Bruecker, et al.,
2013). Effective workforce planning can lead to several benefits, such as, ensuring talent is
available when required, futureproofing, improve agility, mitigate future risks (CIPD, 2023).

5. lwant to introduce workforce planning in my organisation but I'm unsure which
technique/s to use. Could you evaluate the techniques used to support the process of
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