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AC1.1
Firstly, it is important to understand the overall job market position by gaining insight into emerging practices and whether the job market is ‘tight’ or ‘loose’, as these factors will inform the recruitment and market positioning strategies (Boys, 2023a).
Secondly, a comprehensive competitor analysis is crucial. Understanding the strengths and weaknesses of competitors and their employee experiences provides valuable insights in being able to identify gaps and opportunities for improvement within their own organisation to improve labour market positioning (Taylor & Woodhams, 2022a). This involves studying competitor pay and reward packages, career development, learning and development opportunities offered, work-life balance and flexible working arrangements as well as the variety of job roles available, culture and working environment (CIPD, 2022a).
Employee attitudes towards rewards and culture play a pivotal role in an organisation being able to favourably position themselves in the labour market (Armstrong & Brown, 2019). Offering competitive salaries, benefits and recognition programs are important factors but equally important is a positive workplace culture, characterised by inclusivity and employee well-being. Ethics and reputation are increasingly significant factors for prospective employees. Organisations that demonstrate strong ethical standards and maintain a positive reputation within the industry create good work to become an employer of choice that has good employment practices, culture, pay and benefits, reinforcing the psychological contract (Armstrong, 2014) and  are more likely to appeal to talented individuals seeking a long-term commitment, with the organisation differentiating themselves from competitors, therefore positioning themselves as an employer of choice (Peters, 2023d). 
Organisations must holistically approach their positioning strategy, considering not only their internal strengths and weaknesses but also the external factors that influence their standing in a competitive labour market (Armstrong, 2014).280







AC1.2
Changing labour market conditions significantly impact resourcing decisions for organisations. The distinction between tight and loose labour markets is a crucial factor. In a tight labour market, where demand for skilled workers exceeds supply, organisations may face challenges in recruiting and retaining talent, leading to increased competition and higher wages.  In contrast, a loose labour market with an oversupply of workers may provide organisations with a pool of candidates but could lead to decreased retention as employees explore other opportunities (Taylor & Woodhams, 2022a).
Analysing trends in labour demand and supply is vital for informed decision-making (Taylor & Woodhams, 2022a). Factors influencing these trends span political decisions, economic fluctuations, social shifts, technological advancements, legal regulations and environmental considerations. Analysing these trends through the PESTLE (Political, Economic, Social, Technological, Legal, Environmental) (Battista, 2023a) framework, facilitates an understanding of the underlying reasons, for instance, economic downturns may result in a surplus of skilled workers, impacting recruitment decisions (Boys, 2023a).
National, international and global pressures and crises, as seen in the COVID-19 pandemic or economic recessions, can significantly influence resourcing decisions. Changing methods of working, such as the rise of remote working, require adaptations to resourcing strategies to accommodate evolving preferences and expectations of workers (Taylor & Woodhams, 2022a).
Resourcing decisions must adapt to these trends. Employer branding becomes crucial in attracting talent, especially in tight labour markets where competition is fierce. Recruitment methods need to be agile and effective retention strategies need to be implemented to retain skilled employees in tight markets and prevent turnover in loose markets (Peters, 2023d). 259












AC1.3
Governments play an essential role in supporting the UK labour market by shaping the future workforce through the development of comprehensive skills strategies involving addressing foundational skills such as literacy, numeracy and IT skills, as well as facilitating broader skills development initiatives by providing financial support to employers for skills development, incentivising investment in training programs and apprenticeships (Taylor & Woodhams, 2022a). 
Additionally, governments analyse future skills needs, adapting policies to accommodate changes in national and local workforce requirements and availability, aligning workforce capabilities with evolving demands (Crowley & Zemanik, 2023). By ensuring that individuals are equipped with the skills demanded by the evolving job market, governments can facilitate a dynamic, responsive and flexible skills ecosystem for the future (Gov.uk, 2022a).   
Employers are key stakeholders in meeting future skills needs and play a key role in identifying and addressing skills gaps and future developments such as Automated Intelligence within their industries for workforce planning purposes (George, 2023a). They provide skills development opportunities within the workplace through training and development programs in order to retain talent and contribute towards succession planning strategies to future proof the workforce (Gamba, 2023a). Employers offer apprenticeships that contribute to the practical development of skills, offering a blend of education and hands-on experience to build talent pools for the future (Crowley, 2023b) as well as providing quality work experience placements, preparing individuals for the demands of the modern workforce, equipping with practical, industry-relevant skills (Crowley, 2023a).
Trade Union Learning Representatives (URL’s) play a pivotal role, acting as intermediaries between workers and employers to promote and facilitate access to training programs to emphasise the importance of ongoing skill development to enhance employability, career progression and contribute to the futureproofing of the workforce (CIPD, 2023b). 
According to The UK Commission for Employment and Skills (UKCES) report, employers are urged to collaborate with unions and the government, ensuring the UK cultivates a proficient workforce to generate quality employment opportunities and withstand global competition (UKCES, 2014).  327







AC2.1
Effective workforce planning is a strategic process that has a profound impact on organisational success by aligning HR capabilities with business goals that involves forecasting demand for labour by predicting the quantity and types of skills and competencies needed to meet organisational objectives (CIPD, 2023c). Accurate predictions enable employers to anticipate future workforce needs based on business objectives, market trends and technological advancements (George, 2023a). This foresight allows for proactive decision-making, reducing the likelihood of labour surplus or shortages, enabling proactive talent acquisition and ensures that the right skills are available when required (Armstrong, 2014).
Forecasting the internal and external supply of labour involves evaluating the current workforce skills, capabilities and potential for growth, as well as considering external factors like demographic shifts and industry talent pools. This dual forecast enables organisations to identify existing talent and potential gaps in the labour market and competition, aiding the understanding of the availability of talent in the broader industry (George, 2023a).
Recognising discrepancies and gaps between the forecasted supply and demands of labour helps organisations plan and implement measures to address these gaps effectively (Taylor & Woodhams, 2022a). For example, if there is a shortage of skilled workers, the organisation may invest in training programs to upskill the workforce, implement recruitment initiatives or develop strategic partnerships with educational institutions like local colleges to fill the gap as well as implementing measures to retain employees, enhancing employee satisfaction and maintaining a competitive edge in the market (CIPD, 2023c). 248














AC2.2 
The techniques employed to support the process of workforce planning are diverse and involve both qualitative and quantitative approaches to determine supply and demand to ensure a comprehensive analysis (CIPD, 2023c). Managerial judgement can be used as a technique for forecasting demand, involving input from experienced managers who use their insights and expertise to estimate future workforce needs based on organisational goals and market trends. While valuable, it may be subjective and prone to biases, therefore not to be used in isolation (Taylor & Woodhams, 2022a). 
Organisations can analyse future workforce needs by examining the costs associated with achieving strategic objectives. This approach links staffing levels directly to the financial implications of various business scenarios, aligning workforce needs with budget constraints. This technique ensures financial feasibility but may not consider qualitative factors (Armstrong, 2014). Systemic approaches involve the use of systems and data analytics to analyse historical data, market trends and organisational factors to project future workforce requirements. These methods provide more objective, quantitative and data-driven insights (CIPD, 2023c).
To forecast supply, analysing employee turnover rates and critical incidents such as retirements and resignations helps predict the natural outflow of employees, enabling to plan for replacements and identify areas for retention efforts (Taylor & Woodhams, 2022a). Understanding how often employees transfer within the organisation as well as analyses of historical promotion and demotion rates helps to understand their impact on staffing levels and anticipate internal movements within the organisation, influencing the supply of talent in various roles (Armstrong, 2014). 
Consideration to external factors such as demographic shifts, labour market conditions and industry trends influence the availability of talent externally, shaping workforce planning strategies (CIPD, 2023c). 276












AC2.3 
Succession planning and contingency planning are crucial components of strategic workforce management, aiming to mitigate risks associated with talent shortages and unexpected workforce changes such as resignations, retirements or ill health (Taylor & Woodhams, 2022a). 
Organisations can proactively identify and nurture high-potential employees through talent pools, involving recognising individuals with the potential to assume key roles and ensuring they receive targeted development opportunities. Talent pools provide a structured way to assess current employee abilities, interests and skills against detailed mapping of skills and competencies required for critical roles (Todd, 2020). 
Once identified, a tailored development plan for individuals within the talent pool can be created to address gaps between their current abilities and the requirements for progression, where internal candidates can be mentored and trained ready for leadership roles through secondments, training programmes and mentoring schemes. This approach helps mitigate risks associated with sudden vacancies or turnover by having a pool of qualified employees who are familiar with the organisations culture and operations (AIHR, n.d.).
Appraisal processes can be used not only to assess current performance but also to identify potential successors for key roles and are valuable tools in identifying employees that are interested in career progression (Taylor & Woodhams. 2022a). By incorporating discussions about aspirations and career goals into appraisal processes, employee interests in taking on higher responsibilities can be gauged, thus being equipped to develop an individualised training and development plan for career progression and be in the talent pool for succession and contingency purposes (George, 2022a).
To mitigate the risk of over-reliance on internal talent, organisations can incorporate contingency plans that include external candidates. This ensures a diversified talent pool and reduces vulnerability to unexpected departures or skill shortages (George, 2022a). 286









AC2.4 
Advertising vacancies on the company website is a cost effective means accessible to both internal and external candidates. Internal candidates are more likely to be aware of job postings, promoting internal talent development (McCarthy, 2023b). Relying solely on the organisation's website may limit the reach to a specific audience, leading to a lack of diversity in the applicant pool and potentially missing passive job seekers (Taylor & Woodhams, 2022a).
Utilising social media platforms like LinkedIn, Twitter or Facebook to advertise, significantly broadens the reach and attracts a diverse pool of candidates and is a cost-effective way to engage with potential applicants directly; especially for reaching passive candidates as well as showcasing the organisation's brand and culture (Dewar, 2013). This approach demands specific marketing skills and may exclude certain demographic groups and can lead to high application volumes to process (CIPD, 2021a).
Involving managers in the interview process ensures that those making the hiring decisions have direct insight into the candidates. However, it can introduce biases, affecting the fairness and objectivity of the selection process. A panel is recommended for fairness (ACAS, 2023a). Depending solely on managers for the interview process might be time consuming and could potentially delay the hiring process (Taylor & Woodhams, 2022a).
Assessment Centres offer a comprehensive view of candidate capabilities and behaviour in simulated work scenarios, enhancing selection validity (Taylor & Woodhams, 2022b). Multiple assessors are involved, reducing bias and promoting fairness and objectivity (McCartney, 2023c). However, they are time consuming, require a high volume of candidates to be successful and are resource intensive and may be more expensive compared to other selection methods (Taylor & Woodhams, 2022b). The intensive nature of assessment centres can create stress for candidates, potentially impacting performance (The British Psychological Society, 2015).  292










AC3.1
Employee turnover rates are influenced by various factors. Voluntary turnover occurs when employees choose to leave, often due to personal decisions or job dissatisfaction (Peters, 2023a). This will be due to trends such as ethical concerns where employees seek more morally aligned workplaces. Unmet motivational needs and feeling unrecognised or unrewarded for their efforts are factors that result in employees being more likely to leave as this leads to disengagement (Taylor & Woodhams, 2022a).
Dissatisfaction with job roles or inadequate job design and poor management practices, including ineffective leadership, can contribute to employee dissatisfaction and turnover as well as diverse cultural expectations that impact how employees perceive their workplace (Taylor & Woodhams, 2022b).  These Push factors, such as dissatisfaction with current role or environment, compel employees to leave and are avoidable turnover that may be prevented with effective retention strategies. The pull factors, such as attractive job opportunities elsewhere, attract individuals to new ventures (Peters, 2023a). 
Unavoidable turnover occurs due to factors such as retirement, ill health and relocation and are beyond the organisation's control (Taylor & Woodhams, 2022b). Involuntary turnover is typically the result of organisational decisions, such as redundancies and dismissals that may stem from organisational restructuring, incapability or misconduct (Peters 2023b).
Understanding these trends helps organisations develop targeted strategies for employee retention. Carrying out a Crude Turnover Rate analysis to examine the overall percentage of employees leaving, a Stability Analysis to examine changes in turnover rates over time and a Cohort Analysis to examine the turnover rate in a specific work group (Peters, 2023b) can provide insights to implement targeted strategies for employee retention and address specific factors contributing to turnover, fostering a more stable and engaged workforce (Taylor & Woodhams, 2022a). 284










AC3.2
Balancing individual growth with group dynamics is central to employee retention. While individual strategies focus on personal development and job satisfaction, group-level approaches emphasise collaboration, communication and shared accomplishments (Taylor & Woodhams, 2022a).
Talent refers to individuals capable of enhancing organisational performance by achieving their utmost potential (CIPD, 2021b). This is achieved by identifying and nurturing individuals with exceptional skills and potential that have the ability to contribute significantly to organisational success through the medium of regular performance appraisals that identify individual strengths, weaknesses and growth areas. This facilitates personalised training and development plans to enhance specific skills and competencies, fostering continuous learning, contributing to an engaged workforce (Taylor & Woodhams, 2022b).
Further individual development and retention approaches are the encouragement of lateral career development and moves within the organisation, providing opportunities for employees to gain diverse experiences and skills, enhancing their overall value. Enhancing job roles by adding meaningful responsibilities and challenges, promoting job satisfaction and growth promote development and retention (Gamba, 2023a). Offering flexibility in work arrangements promotes individual employee well-being and satisfaction, contributing to talent retention (Peters, 2023b). 
Creating a positive and inclusive work environment that fosters collaboration, communication and teamwork benefits both individuals and groups, enhancing Good Work and employee satisfaction (Peters, 2023b). Ensuring that individual and group achievements are fairly recognised and rewarded is also key to retaining talent as this fosters a sense of individual and collective success (Taylor & Woodhams, 2022a). Investing in training initiatives that benefit entire teams, cultivates a shared skill set and collaborative spirit as well as recognising group accomplishments, nurtures a sense of belonging and pride, fostering collective talent retention (Young, 2023a). 274











AC3.3
A talent pool refers to a group of individuals with specific skills, experience and potential who can contribute significantly to the organisation's objectives (Todd, 2020). 
Inclusive recruitment and selection practices are fundamental in attracting diverse talent. This involves promoting a workplace culture that values diversity and provides fair access to opportunities, using unbiased hiring processes and actively seeking candidates from underrepresented groups (Taylor & Woodhams, 2022a). By fostering an inclusive environment, organisations can build a broader range of talents and perspectives (George, 2022a). This approach may require additional resources and efforts in creating unbiased recruitment processes and training to ensure effectiveness (McCartney, 2023c). 
Performance reviews play a key role in supporting diverse talent pools by pinpointing individuals with high potential. Objective assessments can help identify strengths and areas for improvement, guiding targeted development plans (Peters, 2023a). A fair and transparent performance appraisal system contributes to the retention and progression of diverse talents. Conducting regular reviews is key, as annual reviews may not capture real-time performance adequately. They can also be subjective, introducing bias (Gifford, 2022a).
Analytical tools are invaluable in identifying and managing talent effectively as these tools assess performance data, identifying trends along with the analyses of skills and potential (CIPD, 2022c) that provide insights to make informed, evidence-based decisions about talent allocation, succession planning  and resource optimisation  (George, 2022a). It is however dependent on technology, accurate and updated data, expertise to interpret and may overlook qualitative aspects (Taylor & Woodhams, 2022b).
Learning and development initiatives, including coaching and mentoring programs, play a pivotal role in cultivating talent. Providing opportunities for employees to enhance their skills, acquire new knowledge and receive guidance, fosters professional growth and engagement (Young, 2023), contributing to the development of a robust talent (Peters, 2023a). These initiatives may require substantial investment in training, need a supportive culture and there is the risk of employees seeking new opportunities after receiving enhanced skills (Hayden, 2023a).319








AC3.4
Diversity in talent pools brings numerous advantages, fostering innovation and adaptability within organisations. Diverse teams enhance problem-solving and creativity. When individuals from different backgrounds, experiences and perspectives collaborate, they bring a rich tapestry of ideas and approaches (Taylor & Woodhams, 2022b). This diversity of thought encourages the exploration of multiple solutions to challenges, helping to generate innovative solutions and promotes creative thinking. It enables teams to consider a broader range of possibilities, leading to more robust and effective problem-solving as individuals from various backgrounds bring unique skills and approaches, facilitating a more agile response to evolving market dynamics, ultimately driving a company's competitive edge and resilience (Linkedin, 2023b). 
Diversity in talent pools positively impacts employee turnover and brand reputation. A diverse workplace fosters a sense of inclusion, reducing turnover as employees feel valued and connected (Indeed, 2023a). When individuals see a reflection of themselves in the workforce, they are more likely to stay, contributing to greater employee retention (Young, 2021). Additionally, a diverse workforce enhances a company's brand by projecting an image of inclusivity, which appeals to a broader audience. Customers increasingly prefer businesses that champion diversity, making it a valuable asset for brand perception and showcases corporate social responsibility (Ali, 2022). Embracing diversity not only strengthens internal cohesion but also enhanced the organisation's ability to attract, develop and retain top talent, creating a virtuous cycle that strengthens the talent pool over time, thereby supporting overall organisational success (Indeed, 2023a).241















AC3.5
The expenses associated with recruitment and selection, including advertising, screening and hiring new employees to replace a leaver are direct costs of dysfunctional turnover (Taylor & Woodhams, 2022a). These costs escalate when the turnover is frequent, with the CIPD Resourcing and Talent Survey 2022 reporting that the median cost per hiring an employee in 2022 was £1,000, with senior managers being £3,000 (CIPD, 2022a).
Other direct costs are the administrative costs involved in processing a leaver and onboarding a replacement that consume organisational resources and time (Armstrong, 2014). Each new hire requires induction and training, incurring additional costs. Dysfunctional turnover exacerbates these expenses as frequent turnover demands continuous investment in new employee training to reach productivity levels comparable to their predecessor (Peters, 2023b). 
Indirect costs are associated with a departing employee often experiencing reduced productivity as they prepare to leave, while the new hire may take time to acclimatise, resulting in a temporary productivity gap (Armstrong, 2014). If an organisation has invested in the development of the departing employee, such as through training programs or professional development, the premature departure results in a loss of the expected return on investment (ROI) (Taylor & Woodhams, 2022a). Departing employees take with them valuable skills and institutional knowledge, potentially impacting the team's effectiveness and morale (Armstrong, 2014).
Dysfunctional turnover goes beyond surface costs, impacting organisational culture, team dynamics and productivity. Addressing root causes involves carrying out and analysing exit interviews and conducting focus groups. While indirect costs are challenging to quantify, showcasing the direct cost of turnover can gain managerial support in implementing retention strategies to preserve valuable talent and minimise associated costs (Suff, 2022). 273











AC4.1
Permanent contracts are ideal for stable, long-term positions with consistent work requirements, offering flexibility in terms of full-time or part-time arrangements (Daniels, 2022). Employees benefit from fixed hours, regular salaries, employment entitlements, protection rights, paid time off and pensions (Gov.uk, 2023c), ensuring stability and commitment.
Fixed-term and temporary contracts suit short-term projects or roles with defined end dates, including maternity, secondment, sabbatical cover or absence (CIPD, 2023e). Directly employed fixed-term individuals enjoy the same rights as permanent employees, except for the right to claim unfair dismissal within the first 2 years of continuous service (ACAS, 2023b). Temporary workers, employed via staffing agencies, offer flexibility in quickly sourcing candidates for short-term, seasonal or expertise-based roles (LinkedIn, 2023c). They bridge staffing gaps, providing agility in resource management but come with an elevated cost due to hourly rates encompassing holiday and pension pay (CIPD, 2022d). Fixed-term contracts are a more cost-effective option for longer-term cover.
Zero hour and casual contracts also provide a cost-effective solution for seasonal fluctuations in demand or short-term staffing needs such as annual leave cover, without the obligation to guarantee work (Indeed, 2023b). While entitled to statutory rights, there is no commitment to accepting offered work, making it a flexible option for both employers and employees. A pool of casual staff for ad hoc cover and demand fluctuations is cost effective and quick to fill, allowing flexibility for both employer and employee (Gov.uk, 2015).
Engaging freelancers, gig workers or contractors for specialised projects or tasks offers flexibility, despite higher hourly or project rates (Daniels, 2022). This arrangement is usually short-term and cost-effective, as these workers handle their own taxes and are not entitled to benefits (Cockett & Willmott, 2023). 281












AC4.2
Express terms are explicitly stated and agreed upon by the parties involved in the contract, either verbally or in writing and outline the rights, duties and obligations of each party that can include job role, salary, working hours, annual leave and notice period (Daniels, 2022). Express terms are clear, specific and openly communicated, leaving little room for interpretation, are legally binding and detailed in a written statement of particulars (ACAS, 2023c).
Implied terms are not explicitly stated in the contract but are implied from the nature of the agreement through common or statute law (CIPD, 2023h).  For example, it is the duty of an employer to provide a safe working environment, to pay wages, pay at least the national minimum wage under statute law and ensure adequate rest periods under the Working Time Regulations (1998) (ACAS, 2023c) and employees are to carry out reasonable, lawful instructions given by the employer, be ready and willing to work, behave in a certain manner and not to steal (Daniels, 2022).
Implied terms also arise through custom and practice, a customary conduct or practice and norms of behaviour that are well established, consistently applied and is workforce wide, for example an end of year bonus or a discretionary enhanced redundancy payment. This is not a contractual right, but a discretionary benefit or perk, however, these practices can create implied terms (CIPD, 2023h) and if a consistent practice is widely accepted and followed, it may be considered part of the collective agreement (Daniels, 2022).
Clauses from external documents that are considered part of the contract via incorporated implied terms are policies, procedures and guidelines outlined in an employee handbook or intranet such as Absence and Disciplinary policies (CIPD, 2023h). Terms may also be incorporated from collective agreements (Daniels, 2022). 293











AC4.3
Effective onboarding involves the employee completing Pre-employment checks before commencement, including the provision of health questionnaire, bank details, proof of qualifications and right to work, as well as the employer obtaining references and a DBS check if required to mitigate risk and clear communication on what to expect upon joining for a smooth transition (CIPD, 2023a). 
A well-designed induction plan aids integration by providing a warm welcome and introducing the organisational structure, values, mission, department functions and goals (Armstrong, 2014).  An overview of policies, procedures and health and safety requirements ensures understanding and compliance. Facilitating interactions with colleagues, managers and other team members and communicating the availability of support systems, mentorship and ongoing development opportunities to enhance the employee's skills and knowledge helps the employee build professional relationships and feel integrated into the workplace (McCartney, 2023a). Establishing performance expectations and goals, fosters a clear understanding of what is expected. Well- structured onboarding ensures that employees grasp their roles quickly, contributing to increased productivity and job effectiveness (Taylor & Woodhams, 2022a).
An effective onboarding program alleviates the stress and uncertainty that new employees may experience when joining a new organisation. By providing comprehensive information, support and socialisation, the risk of an 'induction crisis’, where a new employee feels overwhelmed, isolated or disillusioned and therefore considers leaving, is significantly reduced (Taylor & Woodhams, 2022a). 
Onboarding programs familiarise new employees with organisational values, norms and expectations, fostering cultural alignment (Armstrong, 2014). Positive onboarding experiences correlate with higher engagement, satisfaction and commitment, contributing to increased retention rates and a strengthened employer brand (McCartney, 2023a). 261
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