Talent Management and workforce planning 
 
Organisations and competitive labour markets (AC 1.1)
The market for potential workers, including who might be able and willing to work for the company and what kind of job they are seeking for, is known as the labour market (Taylor, S. Woodhams, C. 2022f).
Employers searching for skilled workers to improve their ability to accomplish tasks within an organisation is known as the labour market. On the other hand, employees search for organisations that will offer them employment (Graham and Anwar, 2019). Conversely, employer branding is the process by which a company deliberately markets itself by highlighting its distinctive qualities and virtues, such as a positive organisational culture, to draw in talent and skills from the public. Through an assessment of the organisation's skill requirements, people management specialists play a crucial part in ensuring that the organisation acquires the necessary capabilities. Following examination, HR specialists established the hiring standards to be followed for the company to acquire those competencies. Sometimes, during the onboarding process, the company creates a development programme whereby staff members receive education on a variety of topics, including how to use contemporary technology for work-related tasks.
A significant advantage of employer branding is that it fosters the growth of a strong corporate image, which influences an organization's earnings and long-term viability (Saini and Jawahar, 2019). Employer branding attracts potential employees who are drawn to the organization's ideals and work assiduously to fulfil its demands and goals, resulting in organisational development. 

Impact of the changing labour market (AC 1.2) 
The practice of efficiently recruiting and selecting workers to occupy roles inside the organisation by assessing their abilities is known as sourcing. As labour markets shape an organisation's reputation and aid in attracting talent, they have a variety of effects on resourcing decisions (Sabel, 2019). 
Tight and loose labour markets are two primary tendencies in the labour market. When there are not enough workers to meet an organisation's needs, the labour market is said to be tight. Resources are impacted because a company cannot acquire all the skills necessary to improve the ongoing performance of tasks within the organisation. On the other hand, circumstances where there are many competent workers but few opportunities within the company are referred to as loose labour markets. People managers might not fully assess every candidate's personality throughout the hiring process, which has an impact on resource decisions as well (Boys, J. 2023).
[bookmark: _Int_Sdh1xq1M]Technology advancements and shifting labour markets can impact resource decisions, including hiring practices, development plans, and retention tactics. The political, economic, social, technical, environmental, and legal components of PESTEL analysis can be evaluated to examine this. Modern technological advancements have a considerable influence on resource decisions (Blut and Wang, 2020).
According to the most recent labour market statistics, there is a record number of open positions across all industries. Businesses face a difficulty as fewer applicants become available as employment continues to rise and unemployment continues to decline. More focus is being placed on the inactive population, which has increased throughout the epidemic and often consists of people who have left the workforce totally. Employers face more recruitment challenges because of a permanently diminished UK workforce. Policymakers will also be concerned about how an early retirement from the workforce may affect savings and pensions (CIPD, 2022c). 

Role of government, employers, and trade unions (AC 1.3) 
By enacting laws that direct companies in creating employee development programmes and providing funding to assist those initiatives, the government contributes significantly to ensuring that future skill shortages are satisfied (Hackitt, 2018). Because of these ongoing changes, the government assesses varied factors, including technological advancements, and establishes regulations that force employers to improve the skill development of their workforce. Furthermore, the government establishes several requirements that employees must meet to carry out different tasks and supports modifications to workforce requirements (Hackitt, J. 2018).
Evaluating employees' talents, employers can help guarantee that future skill requirements are satisfied. People management experts assess employees' talents in relation to the organisation's future demands to do this (Tan and Laswad, 2018). This provides direction for implementing training and development initiatives that are effective inside the organisation.
Creating union-led agendas that centre on putting employee training plans into action, trade unions help to guarantee that future skill needs are satisfied. Trade unions serve as a voice for the needs of their members, assessing their needs and presenting them to employers (Stone et al., 2020). 
The TUC's current approach to advancing high-quality apprenticeships is concentrated on two fronts: assisting unions in capitalising their recognised advantages in bargaining with employers to increase the quantity of high-quality apprenticeships available to everyone and furnishing union representatives with resources to assist apprentices both individually and collectively. Encouraging the government to take action to address a few important policy issues, specifically to guarantee equitable remuneration and to reinforce employer demands, access equity, and training quality for all apprentices (learning and skills, 2021).

Impact of effective workforce planning (AC 2.1)
The first step in workforce planning is to project the needs that the organisation will require skilled workers for in the future. Approaches include, systematic techniques, such as estimating future needs by analysing historical trends and working backward from the intended outcomes. Managerial judgement that is grounded in the expertise and experience of management within the organisation. How much staff can be afforded is determined by working backwards from costs, starting with the future budget. Organisations should be able to determine from these kinds of activities what job responsibilities are required, how many people are needed, and what skills are required. Organisations can then use this information to create detailed job descriptions and candidate requirements (Taylor, S and Woodhams, C. 2022c).
Examining the organisation's current resources is the next step after determining the number and skill level of workers required. Organisations must determine the entire workforce's size, composition, total wage cost, and rate of sick leave to comprehend the existing workforce. Lastly, businesses need to project how many workers they expect to have in the future. The most significant factor is the overall patterns of employee attrition. A more thorough analysis will consider the roles that individuals will hold as well as the likelihood of many lateral moves and promotions (Taylor, S and Woodhams, C. 2022c). 
Determining how the organisation can make the greatest use of its current resources and identifying what external resources may be employed are the two primary areas to take into consideration to solve the gaps. Moving people, training them, promoting information sharing, and making sure that important individuals stay put are some examples of the first. In the second, the nature of the local labour market is evaluated, recruiting from outside the area is considered, the value of hiring individuals on a contract basis is evaluated, and partnerships with other businesses about work experience programmes are explored. Examining the benefits of outsourcing tasks provides an additional perspective. The former speaks of outsourcing an activity rather than performing it internally, while the latter speaks of a foreign provider (Taylor, S. and Woodhams, C 2022e). 

Techniques used to support the workforce planning (AC 2.2)
Managerial judgement is the most common way to forecast. To address this, managers would need to sit down, consider future workloads, and determine how many employees they will need—a process that may not be entirely scientific. Line managers may make suggestions for top management's approval in a bottom-up manner when forecasting. As an alternative, a top-down strategy may be employed, in which departmental and company projections are created by upper management. Using both the top-down and bottom-up approaches together are suggested to be the best way to adopt managerial judgement (Armstrong, M 2012).
Another essential component for workforce planning processes is determining which employees need to be promoted or demoted. Promotion and demotion can help businesses cultivate a skilled workforce and increase confidence and morale among staff members. Yet, calculating staff turnover also provides important context for understanding some of the difficulties the present group is facing. Strategic workforce planning has several advantages. One advantage of strategic planning is that it gives leaders the means to pinpoint problems with talent. One more benefit is that recruitment costs are reduced. But there are several drawbacks to backing workforce planning as well. One drawback is that hasty recruiting decisions may arise from inadequate workforce planning. Second, identifying talent gaps may exacerbate already-existing fatigue among employees (CIPD 2023e).
External pressures can be identified with the aid of a PESTLE study. It is among the best frameworks for identifying the "big picture" environment in which an organisation function. Understanding the factors that potentially affect the organisation's path should be the priority when doing a horizontal scan. Performing a basic SWOT analysis in conjunction with a PESTLE analysis will assist you in determining internal components for a foundational phase. The matrix of issues that can affect organisational strategy will involve interactions between internal and external elements, such as those considered in a PESTLE analysis. Among other things, carrying out these evaluations will assist in identifying the crucial positions inside your company. Understanding essential responsibilities will assist you in setting priorities for your next steps (CIPD 2023e).
Approaches to succession and contingency (AC 2.3)
The term "succession planning" describes a collection of actions intended to guarantee that an organisation always has an adequate number of individuals possessing the skills, information, character traits, and experience needed to take on positions at the next level when they become available. Whereas talent planning refers to the overall employee considerations. (Taylor, S and Woodhams, C 2022e).
The initial goals of succession planning are to make sure that a senior manager or director left a smooth transition, to prevent having to move quickly and ask a worker to step up temporarily, to promote someone who was not ready, or to hire someone from outside the company. The method formerly focused on the development and selection of a select few, the entire workforce is now covered by it. Instead, then focusing on particular people for roles, the goal is to create talent pools from which a successor can be chosen when a position opens (Taylor, S and Woodhams, C 2022e).
To determine employees' goals, evaluate their present skill levels, and decide on development, appraisal sessions are essential to the process. To equip people with the abilities they will need to advance, a variety of development initiatives can be used, including as formal training programmes, coaching and on-the-job training, mentorship programmes, and cross-departmental experience (Taylor, S and Woodhams, C 2022e).
It is imperative for organisations to ensure equitable access to opportunities for all employees while engaging in talent planning initiatives. There are several strategies to help guarantee this, such as providing broad notice of opportunities to all, selecting people fairly, holding open competitions and opportunities, incorporating training and development, and providing a range of development opportunities so that every employee is taken care of (Taylor, S and Woodhams, C 2022e).

Strengths and weaknesses on recruitment and selection methods (AC 2.4) 
Advertising vacancies on the organisation's website can be a fantastic way of reaching a wide range of applicants and an inexpensive easy to use method. It can gain a large following, giving the company a wide pool of candidates to choose from. However, the downside to this is unless a worker is specifically looking for a role within that organisation, it may be unlikely that the vacancy will be seen. These methods may also produce too many poor or irrelevant candidates (Armstrong, M 2012a).
Interviews with managers are the most common way to make selections. This facilitates the acquisition of the necessary information regarding the candidate's suitability and potential fit by allowing the interviewer and the candidate to create the best possible rapport. Navigating your personal biases and stereotyping could be disadvantages during an interview. It can be difficult to make snap decisions during an interview because you can decide to hire the candidate in the first few minutes of the encounter. It is difficult since later in the interview the candidate might inadvertently reveal crucial details about their qualifications (Armstrong, M 2012a).
According to the CIPD's Resourcing and Talent Management survey, more than 40% of the UK's major companies use ability and personality testing. In addition to being free from the biassed emotions, these tests can offer fascinating supplemental information about a candidate. The drawbacks of these include the tendency for candidates to fabricate findings to meet the requirements, potential for anxiety, and incompatibility with other methods of selection (Armstrong, M 2012a)
Hiring a recruitment agency to manage the process is one external hiring strategy. Due to their expertise in identifying exceptional candidates, recruitment agencies can expedite the hiring process and provide the company with skilled workers. Using this strategy has the drawback of potentially being highly costly and candidates that may not culturally fit the environment will be recruited (McCartney, C. 2023). 

Employee turnover rates and retention trends (AC 3.1) 
Employee turnover, measured as a percentage of the total workforce, is the percentage of workers who leave an organisation over a given period.
All voluntary and involuntary departures are collectively referred to as employee turnover. Employees that quit, retire, or are laid off are included in the total, or "crude," employee turnover. Resignation rates and turnover connected to redundancies are two more precise breakdowns of turnover statistics that can be computed. A company's people management techniques are evaluated for effectiveness using certain turnover figures (CIPD 2024).
Unavoidable turnover is the term used to describe situations where an employee's decision to leave has nothing to do with the company and is, outside of management's control, such as illness, domestic responsibilities, moving, or going back to study. Whereas avoidable turnover refers to departures that may have been under management's control and are brought on by some sort of unhappiness. Studies conducted by the CIPD in 2009 indicate that this is the reason behind 90% of employee turnover (Taylor, S. Woodhams, C. 2022a).
Addressing both pull and push elements is necessary to increase staff retention. Organisations should concentrate on developing a happy workplace, providing opportunities for advancement, and making sure everyone is treated fairly to keep valuable employees. Retention strategies must consider the reasons behind employee departures (CIPD 2024).
Pull factors such as new opportunities, better work environment and increased pay are among the most important aspects of turnover. Employees are likely to hunt for other employment if they believe their pay is below what they deserve. This makes sense given the cost of living and other financial commitments (CIPD 2024).
Limited development opportunities, stress, and strained relationships with managers or coworkers, also known as push factors, are amongst internal factors that lead can employee to leave an organisation. Employees are more likely to look for new chances elsewhere if they believe that management is unfair or that their working conditions are unpleasant (CIPD 2024).

Approaches to developing and retaining talent (AC 3.2)
People with crucial positions, outstanding potential, and exceptional performance are considered talented (CIPD, 2023e).
The most popular of strategies for nurturing and retaining talent is the implementation of ongoing education and development initiatives. Programmes for internal learning and development are crucial for reskilling and skill-building, which in turn helps to enhance the talent of the current workforce. The main benefit of utilising learning and development initiatives for talent acquisition and retention is that they improve workers' competencies and equip them to take on new organisational challenges. In the process of developing potential, informal approaches like coaching and mentoring are crucial since they cater to the needs of everyone. Programmes that improve talent development are developed as part of coaching and mentoring (Taylor, S. and Woodhams, C. 2022).
Flexibility in working arrangements allows organisations to recruit a more varied workforce and increase productivity during a period of tight labour markets. Offering flexible work schedules can benefit companies by attracting and retaining a more diverse workforce, which includes parents, carers, younger and older employees, and workers with disabilities or medical conditions. More crucially, because it can foster employee enthusiasm, creativity, well-being, and general corporate flexibility, flexible working can help improve workplace efficiency and job quality (CIPD 2024a).

Approaches to build and support different talent pools (AC 3.3) 
Talent pools comprise high-achieving teams of workers who are being trained to take on more responsibility in specific business sectors. Organisational succession planning is predicated on talent pools. High achievers, high potentials, and individuals who exemplify the culture and values of the company should all be placed in talent pools. An organisation can carry out several initiatives to develop and maintain a strong talent base (CIPD, 2023c).
To anticipate future organisational demands and examine existing talent needs, businesses must first establish a continuous evaluation process. This analysis requires an efficient talent management system, while technological tools can also be used. Effective talent acquisition and retention need open communication and collaboration between companies and employees (CIPD, 2023c). 
Frequent performance reviews help guide learning and development and boost motivation. Discussing "performance conversations" may make more sense because it is imperative that staff members be able to offer or react to comments. These may encompass issues outside the most recent performance of the employee, such as difficulties they have encountered, the kind of real-world assistance or training they require, and potential career and role advancement (Gifford, J. 2022).
Recruitment and selection approaches should take place both inside and outside of a company. Both external candidates and current employees who can help a business make up a successful talent pool. Social networking may help employers expand their talent pool by drawing in and keeping track of the most qualified applicants. Organisations should use the internet to expand and support their talent pool considering technological changes (CIPD, 2023c).
Talent management must be assessed to ensure that any investment is warranted. Robust, valid, and dependable quantitative and qualitative data must form the foundation of the assessment (CIPD, 2023c).

Benefits of diversity in building and supporting talent pools (AC 3.4). 
As mandated by the 2010 Equality Act, it is the legal duty of all workers to guarantee that there is no illegal discrimination based on "protected characteristics" during the hiring and selection process (Taylor, S. Woodhams, C. 2022b).
Establishing a varied talent pool within a business requires a diverse workforce. An organisation can gain from many competencies that improve organisational performance and competitive advantage by having a varied personnel pool. Employers that value diversity in their staff can draw in talent from around the world, which benefits the company. The ability of the staff to handle a variety of clients leads to expansion and increased productivity, which is the second advantage of diversity (CIPD, 2022a).
An additional advantage of diversity is that it makes an organisation more competitive in the market, which fosters organisational growth by opening new commercial prospects. Employees choose the businesses as their preferred employers when they promote and incorporate a diverse workforce brand. For a company to build a solid reputation, diversity in hiring and retention is crucial. A company can benefit from increased production, increased employee retention, reduced risk of discrimination, higher engagement, and increased performance with a stronger competitive advantage (CIPD 2022a).

Impact associated with dysfunctional employee turnover? (AC 3.5) 
Organisations may incur high direct and indirect costs because of dysfunctional turnover. It is critical to attempt to estimate the expenses associated with dysfunctional turnover to gauge the severity of the issue and secure management support for any suggested retention programmes (Taylor, S. Woodhams, C. 2022c).
Direct costs include, time spent by HR administration processing the leaver, expenses for posting the position and the time it takes to re employ depending on the labour market. Administrative time spent handling the hiring and selection process, the costs associated with filling in for the role while it is vacant using more overtime and less experienced colleagues, administrative time spent rehiring the new hire, and costs associated with induction and onboarding (Taylor, S and Woodhams, C. 2022d).
Indirect costs include the departing employee's final weeks of work are usually less productive as their commitment deteriorates, this will also have an impact on the remaining colleague's morale due to increased workload. The first weeks of a new employee will be less productive due to the initial training and development period, again causing low morale in established colleagues having increased productivity. Potential harm to client relationships may result and a lack of return on investment from the departing colleague's training and development. Company information may be exploited by a competitor, and brand damage may result if the individual departs on bad terms (Taylor, S and Woodhams, C. 2022d).

Suitable types of contractual arrangements (AC 4.1) 
Understanding various contractual arrangements that can be employed to fulfil an organisation's unique labour needs is crucial. Numerous variables, like the nature of the work to be done, length of the project, and the workers' location, will determine the best kind of contract. An organisations workforce is often composed of a variety of employee-employer agreements. The core workforce of an organisation usually consists of this type of workforce which are known as permanent contracts and involve employees working on a long-term basis. (CIPD, 2023d)
Contracts with set durations, or fixed term contracts, are usually employed for tasks or when temporary staffing is required, for example when a specific project is to be completed. Although the terms and circumstances of fixed-term contracts are typically identical to those of permanent contracts and must receive the same treatment as those on a permanent contract, they will typically include an employment agreement expiration date or end when the task they have been employed to do is complete (CIPD, 2023d).
Employees of the gig economy have been more likely to be classified as independent contractors. But as case law has developed, it has become clear that some gig economy workers are truly employees and have been mistakenly classed as self-employed. For instance, the Supreme Court denied Uber's appeal in 2021 and decided that the company's drivers should be entitled to paid holidays and the National Minimum Wage since they were employees, not independent contractors (CIPD, 2023c).
In the hospitality business, individuals who are needed on an as-needed basis are usually hired under casual contracts. Work hours on casual contracts might vary significantly from week to week and typically do not include employment benefits.
According to CIPD (2023d), zero-hour contracts are mutual agreements between two parties wherein one party is obligated to produce labour for the other without any minimum period. As the name implies, employers are not required to give employees any working hours under a zero-hour contract. When contemplating the adoption of this kind of contract, organisations should consider alternative arrangements offering comparable advantages. Conversely, a contract is a written statement that describes the terms and conditions of an independent contractor's employment relationship with an organisation. Zero-hour contracts are typically essential for businesses whose activities are erratic (CIPD, 2023d).

Express and implied terms (AC 4.2)
In addition to the written terms agreed upon by the employer and employee, an employment contract also includes implied terms derived from common law, legislation, tradition, and practice (CIPD, 2023a).
The expressed and implied terms constitute the principal contractual terms in a contract. Terms that are really written down in the contract or discussed verbally are known as expressed terms. Written expressed terms may be found in other organisational documents or in the job contract. Employers should take care to adhere to the minimal legal requirements for each express term they use, and express terms should be consistent with applicable legislation. For instance, the employment contract includes legally backed stated phrases that specify information about pay, work hours, and leave policies when hiring a new employee (Daniels, K. 2022).
Conversely, contracts that are not expressed or documented but instead result from mutual understanding or external conditions are referred to as implied terms. Fundamental law or implied facts may be used as implied contractual terms. Working overtime is one instance of an inferred word. It may not be expressly specified in the employment contract, but it is implied that all workers who work overtime will receive the appropriate compensation. The terms and conditions that follow from the activities of the parties concerned are known as implied terms, and they might be either implied facts or implied law. Terms and conditions that are explicitly stated in a written or spoken contract and that meet the bare minimal requirements of the law are known as expressed terms (Daniels, K. 2022).

Components and benefits of effective onboarding (AC 4.3) 
There are two strategies for a successful onboarding process: soft and hard. The introduction and assistance provided to new employees settling in and feeling accepted in their new roles represents the soft side. The harder side is giving them the training needed to function well in their new setting. Depending on the nature of the position and the new employee's experience level, different amounts of time will need to be dedicated to onboarding (Taylor, S. Woodhams, C. 2022).
Although onboarding is crucial, it is often executed poorly because it is a routine, administrative, and repetitive process from the management's point of view. It is vital that new employees have the time and attention given to them whilst they adjust to the role. Giving someone a workstation and instructions, then letting them fend for themselves with the option to ask questions, if necessary, is not sufficient. The most popular method is to designate an experienced employee as a "buddy" who will oversee helping each new hire adjust. Formal training sessions, lasting one or two days, are also crucial. Senior managers are usually present to greet and establish expectations for new hires (Taylor, S. Woodhams, C. 2022).
Incorporating the new hire into departmental activities from the outset is crucial and should be done actively whenever feasible. When a new hire is feeling uncomfortable and unsure about their decision to join an organisation, asking them to share ideas and participate in social activities with colleagues can make a significant difference (Taylor, S. Woodhams, C. 2022).
People may perform poorly or leave the company early if they feel uneasy, alone, or unsure of what is expected of them because of a poor onboarding process. As a result, there are compelling financial, time, and organisational justifications for devoting resources to creating a positive onboarding process for every new employee (Taylor, S. Woodhams, C. 2022).
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