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Talent management and workforce planning
How can organisations strategically position themselves in competitive labour markets? (AC 1.1)
The labour market refers to the competitive environment and skill sets used by businesses to attract and retain top applicants for open positions (Taylor and Woodhams, 2022). Competitive analysis evaluates an organisation's industry position by analysing operations such as pricing, marketing, product quality, and corporate structure (Indeed Editorial Team, 2023). 
Current developments and rising competition in labour markets mean organisations must adapt by implementing effective strategies to retain talent and differentiate themselves from competitors (Qaisi, 2022). Employer branding is a strategic approach used by organisations to highlight their distinctive attributes, attract, and retain talent, and enhance business growth. LinkedIn research shows companies with a strong talent brand index experience 20% faster growth and a more positive colleague culture (Jay, 2021). Mc Donalds, once known as 'Mc Job' due to its low-skill, entry-level, leadership strategy, has worked to improve its brand by improving benefits and promoting a positive work-life balance (Taylor and Woodhams, 2022).
According to economic theory, salary rises are required for the labour supply to keep up with demand. However, to fight inflation, firms must raise productivity and efficiency, as demonstrated by the COVID and Brexit driver shortages, which required organisational positioning to draw in talent (CIPD, 2021a). Employers should use people professionals to customise services and improve corporate image by analysing rival employment packages, including wage and rewards, to find strengths and flaws. They are also essential in determining and developing the required skill sets that are needed for organisational progression (Taylor and Woodhams, 2022). 
What is the impact of changing labour market conditions on resourcing decisions? (AC 1.2)
[bookmark: _Int_F1Lg7jhd]Market limitations are affecting recruitment and resourcing practices, and economic considerations influence HR decisions on skill-based hiring and training (Taylor and Woodhams, 2022). Recruitment decisions and staff retention are being greatly impacted by the cooling trend in the UK labour market, with job openings below one million and unemployment rising to 4.3% (Dhillon, 2023). According to the Labour Market Outlook survey, public sector job openings are rising while overall vacancy rates are down by 9% (Powell, Francis-Devine, and Clark, 2022).
Organisations must contend with talent wars between employers in competitive labour markets and refuse to accept the position of "employers of choice." To attract recruits, employees seek something more unique that makes the idea of working captivating and alluring (Taylor and Woodhams, 2022). 
PESTLE research shows how technology affects recruitment, retention, and resource plans. Considering current events in the areas of politics, economics, society, technology, the environment, and law facilitates organisational transformation, marketing, product creation, and strategic planning. It helps identify disruptive changes and is most effective when combined with a SWOT analysis (Battista, 2023). Taylor and Woodhams (2022) propose two retention strategies: reward-based pay, which may lead to harsher treatment, and becoming an employer of values, prioritising culture for fair treatment and fulfilling employment. Employer brand is crucial for organisations to differentiate, attract, retain, and engage talent. Consistency in people management and branding enhances influence and credibility, leading to improved performance, talent retention, and increased engagement (CIPD, 2023a).
Employers must prioritise productivity and efficiency to fill challenging vacancies, as automated intelligence presents potential opportunities but raises privacy and security concerns (CIPD, 2023). To attract talent, employers must ensure fair recruitment processes and support long work hours and flexibility (NHS EMPLOYERS, 2022).
What is the role of government, employers, and trade unions in ensuring future skills needs are met? (AC 1.3)
Effective communication, teamwork, and problem-solving are vital for economic sustainability, growth, and adaptability (CIPD, 2022a).
The Government 
Skilled individuals are vital for community development, as they stimulate growth, create jobs, and promote prosperity, while a robust education system is crucial for social mobility and success (Taylor and Woodhams, 2022). 
Government policy aims to encourage lifelong learning, improve school attainment, and raise education focusing on demand-led training and development (Taylor and Woodhams, 2022). It plans to guide adult learning and skills reform, focusing on long-term growth and sector clarity, aiming to create a bottom-up skills system. The movement promotes fairness, responsibility, and freedom, focusing on young people and those lacking basic literacy skills (GOV.UK, 2010). To improve efficiency and address the workforce skills gap, the government plans to allocate £200m for bootcamps, T levels, vocational courses, and skill development (GOV.UK, 2023). For a 5% increase in productivity, HR investment is also required (CIPD, 2022a).
Employers 
Employers must promote workforce pathways by partnering with local schools and governments in supplying quality work experience and investments in apprenticeship schemes, development programs, and supporting community communication (Mann Levesque, 2019). Businesses must prioritise talent management and succession planning to source, nurture and develop skills for future success (Taylor and Woodhams, 2022). In 2022, the UK experienced record job opportunities, where companies struggled to fill positions due to a lack of skill-enhancing activities (CIPD, 2022a). The six primary areas that the CIPD suggests focusing on are; the lack of labour and skills, training approaches, relationships with providers, youth, apprenticeships, and technical education (CIPD, 2022a).
Trade Unions 
Unions guarantee the fulfilment of future skills by developing union-led agendas, implementing training programs, standing for, and evaluating employee needs, and presenting them to employers. They evaluate the impact of employee desires and seek solutions to ensure fairness and respect for employers (Taylor and Woodhams, 2022). Unions actively promote education to enhance member lives and strengthen their voice by effectively training professional workplace representatives (TUC, 2021). Unions like TUC and Unionlearn promote education and skill development through cooperative tactics, challenging management control over apprenticeship training, and fostering creative employer interactions (Clough, 2012).
I am new to people practice and have heard that workforce planning is important. Before I try to convince others of this, I welcome the views of someone with more experience. Could you analyse the impact of effective workforce planning? (AC 2.1)
With an emphasis on market research and long-term company objectives, workforce planning is a systematic approach that combines HR interventions like talent management and recruitment to build a solid people strategy (CIPD, 2023c). Its impact is essential for companies to understand client needs, coordinate operations, and enhance growth and profitability. People professionals aid workforce planning, ensuring training and development for futureproofing, whilst supporting line managers in identifying training needs gaps and enhance skills to meet organisational demands (Taylor and Woodhams, 2022).
A well-planned workforce is crucial for achieving organisational objectives, as it requires balancing supply and demand. After identifying future job roles and skills, a skills audit can be conducted to determine the mismatch. This involves creating a competency framework, assessing current employees, and summarising workforce results. To address gaps, the organisation should optimise its resources through training, knowledge sharing, and performance management, while also considering external sources of skills, such as local labour markets and recruitment (Taylor and Woodhams, 2022).
Workforce forecasting estimates future labour requirements, considering factors like product demand, economics, technological advances, funding, turnover, absenteeism, and organisational evolution (Sombi, 2019). A gap analysis identifies current labour supply surpluses and shortfalls, highlighting crucial gaps for achieving future objectives (Sombi, 2019). Thus, a balanced workforce is essential for effective and efficient operations, ensuring the right replacements are available at the right time and with the right skills to fulfil the company's strategic objectives (Taylor and Woodhams, 2022).
I want 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 workforce planning? (AC 2.2)
Operational workforce planning streamlines daily operations by identifying immediate concerns such as staff shortfalls. Strategic workforce planning predicts future needs like talent and creates a comprehensive plan aligning with organisational goals (Buckner, 2023). The CIPD provides a strategic workforce planning guide, focusing on seven key areas: people, skills, roles, shape, place, time, and cost, to enhance business performance (CIPD, 2023a). 
Taylor and Woodhams (2022) propose several approaches to determine future needs, such as cost-benefit analysis, management judgement based on staff expertise and experience, and systematic approaches that examine current and emerging trends. These techniques assist businesses in forecasting requirements, identifying critical job positions, and allocating resources efficiently. The increasing complexity of managerial forecasting challenges has led to the development of various methodologies, making it crucial for managers and forecasters to choose the appropriate method (Chambers, Mullick and Smith, 2019). 
Workforce planning involves forecasting labour supply, assessing promotion and demotion rates, and predicting future workforce needs based on factors like product demand, technology, and business growth (Taylor and Woodhams, 2022). People professionals should ensure frequent reviews, communication and refreshments when developing a workforce plan, supporting managers with appropriate terminology and quality data (CIPD, 2023e). They are also crucial in promoting and reducing employee turnover, assessing labour supply, and addressing challenges such as poor organisational culture. People professionals should involve employees in decision-making processes to improve workforce planning and address frustrations (Taylor and Woodhams, 2022). The critical process entails an organisational strategy that is future-focused, agile, and continuous. It incorporates abilities and aptitude for organisations and integrates operational and strategic planning procedures to evaluate data properly (CIPD, 2023e). Planning optimises resources, boosts employee retention, and encourages career advancement. Thus, planning lowers attrition and speeds up turnaround times by assigning workers to positions where they can demonstrate their expertise (Buckner, 2023).
Could you explain two approaches to succession and contingency planning aimed at mitigating workforce risks? (AC 2.3) 
Succession planning is a strategy used to develop future leaders and fill key positions when a postholder leaves, addressing skills shortages within organisations (George, 2022). 
Talent management involves identifying and retaining valuable talent using workforce, succession, and contingency planning data. It requires effective methods for development and retention, utilising organisational interventions and tailored programs (Taylor and Woodhams, 2022). Succession and contingency planning processes are crucial to identify and fill key positions whereas talent pools are developed to mitigate workforce risks. People professionals assess skills and implement training programs to improve employees' knowledge, such as digitisation of operations and customer feedback collection (Taylor and Woodhams, 2022). The CIPD profession map provides guidance on talent identification, review, and succession planning. Proactive development initiatives like employment rotations or secondments can help identify future leaders in the business (CIPD, 2023e). 
Appraisals are a crucial method for workforce and contingency planning that identify employees that are interested in progression. People professionals use surveys to identify exceptional employees, improve performance and capabilities, and lower workforce risks like turnover (Taylor and Woodhams, 2022). The use of SMART objectives in appraisals can be used to identify development interests and assess skills gaps, however the CIPD (2016) report criticises the SMART approach for context-appropriateness and specificity, suggesting behavioural objectives and learning goals for personal growth and organisational development (Taylor and Woodhams, 2022).
Companies should also consider the requirement for innovative ideas from outside applicants while maintaining a balance with internal advancement. There is evidence, as presented by Sheldon and Elliot, that although independent objectives can result in improved performance it is not the primary element affecting performance (CIPD, 2016b).
I tend to advertise all vacancies on our organisation’s website, then managers interview applicants. I would like to consider other recruitment and selection methods. Could you briefly assess the strengths and weaknesses of these methods as well as one other recruitment method and one other selection method? (AC 2.4) 
Interviews are crucial in the selection process as they allow employers to evaluate candidates' experience, explain their value proposition, and provide a positive view of the organisation (CIPD, 2023d) Companies can enhance their brand and applicant experience by providing feedback, ensuring fair selection of candidates, and conducting thorough job briefings (Taylor and Woodhams, 2022).
Recruitment Method
Both internal and external hiring are approaches used to fill organisational gaps. While external recruitment provides creative ideas and a larger pool of applicants, internal recruitment is more expedient, economical, and familiar. Recruitment firms and social media selection might be utilised to locate qualified candidates fast and efficiently (Abdou, 2019).
Social media tools have revolutionised hiring by enabling companies to access a global talent pool, advertise vacant positions, and enhance publicity. However, they also present challenges for professionals in application evaluation and require companies to develop targeted strategies (Holt, 2016). Online recruitment strategies require a strong online brand presence, as according to McKinsey, the world's strongest brands yield twice the total return to shareholders and beat rivals by 96% (Jorgensen, 2023). Social media presence is crucial for business operations including recruitment; however, HR teams often lack training. Thus, strategic collaboration between HR and recruitment should be used to enhance brand value and to gain interest and traction on a wider scale (Taylor and Woodhams, 2022).
Selection Method 
Ability tests are a valuable tool for assessing the aptitude of individuals in verbal and numerical reasoning. However, they can be blunt and should be used alongside psychometric tests to gain further data on candidates' ability and performance (Taylor and Woodhams, 2022). Personality tests aid in assessing individual differences and predicting job performance in complex thinking occupations but should be supported by statistical evidence and detailed manuals including job references and work samples (CIPD, 2023d). 
I am aware employee turnover rates vary from one organisation to another but what turnover and retention trends exist and what factors influence why people choose to leave or remain? (AC 3.1)
Employers can enhance employee retention and performance by understanding and managing employee turnover, including voluntary and involuntary departures, and using people management to evaluate effectiveness and build initiatives to reduce turnover (Peters, 2023). Voluntary turnover such as relocation, can generate new talent but can be costly and disrupt workflow, negatively affecting an organisation's performance (Van Vulpen, 2021).
High staff turnover in UK businesses is causing a decline in company culture, with 23% of business leaders considering it deviant from mission and values (Cholteeva, 2022). Poor retention can destabilise organisations and increase recruitment and on-boarding costs. More concerningly, shown in the CIPD's 2022 survey, 17% of businesses do not calculate turnover costs or collect data around retention initiatives. Job attraction issues, poor management relationships, and discrimination are reasoning an employee may decide to resign. Organisations should track retention rates using a formula for functional and dysfunctional turnover, supplying correct data for benchmarking against other organisations (Taylor and Woodhams, 2022). Hierarchical systems can increase turnover rates, but involving workers in decision-making and addressing issues can help lower turnover rates, according to Allen (2018).
The CIPD's Labour Market Outlook survey, supplies insights into recruitment, redundancy, pay intentions, and other labour market topics. It reveals that hard-to-fill vacancies persist, prompting employers to enhance productivity and efficiency to counteract the need for certain roles (CIPD, 2023c). Senior HR director Tom Seymour warns that these rates can be costly and have long-term financial implications and that organisations should consider employees' reasons for quick exits (Cholteeva, 2022). Effective recruitment, onboarding, the psychological contract, and value proposition are crucial for employee retention (Taylor and Woodhams, 2022). Recognition and reward tactics should be used to enhance employee well-being through tangible benefits like bonuses and salary increases (Edwardson, 2023). Organisations should evaluate turnover and retention interventions using seniority and experience indices (Peters, 2023).
I want to compare different approaches to developing and keeping talent on an individual and group level? Could you give me some pointers? (AC 3.2)
Talents are exceptional skills within an organisation that professionals aim to develop that are crucial for business success. Understanding their definition and retention strategies is essential for retaining and attracting top talent (Indeed Editorial Team, 2023b). Strategic talent management strategies can enhance productivity by fostering a high-performance work environment, enhancing employee value proposition, and enhancing business decision-making through continuous learning (CIPD, 2023f). 
Leaders prioritise attracting and retaining talent amid job losses, with on-the-job professional development being an accessible and affordable solution to many company problems. The 2022 LinkedIn Global Talent Trends Report states that employees think professional development is the best approach to enhance business culture and neglecting it can lead to significant job challenges (LinkedIn, 2022). Furthermore, employees who have access to professional development opportunities exhibit 15% greater levels of engagement and 34% higher rates of retention. Thus, a strong learning culture can lead to more innovative products, increased productivity, and higher profitability (Keswin, 2022).
Human resource professionals should aid line managers in assessing workforce abilities through performance reviews, implementing training initiatives like problem-solving, and retaining talent. Forbes magazine recommends executives focus on developing four soft skills: leadership, communication, teamwork, and time management, as they enhance worker performance (Biro, 2018).
Flexible working can also improve retention rates as it improves employee health, reduces absenteeism, increases productivity, and enhances engagement. It is used in various sectors like part-time work, flexitime, and annualised hours. With advancements in technology, more roles can be compatible with flexible working arrangements, enhancing work-life balance and productivity (Acas, 2015). According to CIPD research, 72% of employers believe that flexible work arrangements improved employee motivation and 73% said they improved worker engagement (CIPD, 2023c).
Could you evaluate approaches that an organisation can take to build and support different talent pools? (AC 3.3)
A talent pool is a group of potential candidates within an organisation, chosen based on past performance and future potential, enabling growth, and achieving long-term goals (CIPD, 2023g). Inclusive recruitment aims to ensure fairness in all aspects of the recruitment process for all groups of people (Taylor and Woodhams, 2022). 
Learning and development initiatives

Organisations can facilitate career advancement through coaching and mentoring, but their prohibitive costs can hinder employees from seeking mentors (Wettemann, 2023). People professionals play a crucial role in developing talent management approaches, facilitating talent pools, and maintaining momentum within organisations. Coaching assesses workers' abilities and matches them with knowledge to fulfil organisational requirements, directing the successful execution of a coaching programme to improve workers' abilities (CIPD, 2023g). HR professionals are required to determine the efficacy of coaching and mentoring, appraise the applicability and reliability of models such as GROW or COACH, and choose appropriate outside mentors and coaches (CIPD, 2022e). O2 implemented a coaching program using Laughology's FLIPit thinking tool, to foster a growth mindset culture and enhance employees' marketing and management skills, leading to a 23% increase in sales (O2, n.d.). However, Ibarra and Scoular (2019) suggest that technology has the potential to improve performance efficiency in coaching, raising questions about its effectiveness.
Role performance reviews

Role performance reviews are a strategy that can be employed to enhance the capabilities of various talent pools. Performance review data helps HR identify employee strengths, areas for improvement and achievements, identifying shared areas of excellence and challenges (Gifford, 2022). HR analytics is vital for performance management, enabling monitoring, tracking, and prediction of individual and organisational performance, enhancing overall success, and identifying the right talent for the organisation (Taylor and Woodhams, 2022). Role playing enhances effectiveness, comfort, and talent pools by allowing individuals to practice desired skills in simulated situations, supplying real-time feedback and immediate adjustments (Cohen, 2020).
Could you evaluate two benefits of diversity in building and supporting talent pools? (AC 3.4)
The Equality Act 2010 safeguards nine protected characteristics but should be complemented by effective EDI strategies to enhance organisational value, wellbeing, equality, and employee impact, preventing unlawful discrimination in recruitment and selection processes (Taylor and Woodhams, 2022). Employers and HR professionals should integrate inclusive practices into recruitment processes to minimise bias, ensure fairness, attract diverse talent, and promote more equitable outcomes (CIPD, 2022a).
Positive impact on brand leading to higher engagement 
Diversity in talent pools enhances the employer brand, draws in top talent, and helps the organisation accomplish goals. This promotes a pleasant workplace culture, lessens employee discrimination, and advances the growth and success of the organisation (Taylor and Woodhams, 2022). Businesses should encourage diversity and inclusion to guarantee equal opportunities and application procedures for all workers, irrespective of their gender or origin (Affleck, 2021). Studies show that, diversity practices positively affect employee engagement, trust, and company culture. A corporate prayer room that serves the various needs of the personnel is one example of higher engagement leading to a positive impact on the brand (Wessinger, 2017). 
Increased creativity leading to low employee turnover

A diverse talent pool encourages innovation, which lowers staff turnover by creating a welcoming and approachable work atmosphere that increases employee loyalty and retention (Thompson, 2021). Leigh (2022) emphasises the significance of diversity in the workplace, citing research showing that 31% of Gen Z prioritise diversity, predicting a 'Great Resignation' among this generation. Both HR and line managers now have a greater responsibility to promote inclusion in the workplace, fostering a sense of belonging and attracting top talent. This includes facilitating employee connections and establishing networks, for example LGBQT+. It also includes promoting inclusive development opportunities, effective internal communication with newsletters and forums and celebrating differences through events like Black History Month and Pride (Taylor and Woodhams, 2022).
I am trying to persuade managers in my organisation to take employee turnover more seriously but have been unsuccessful. Could you explain the impact associated with dysfunctional employee turnover? (AC 3.5)
Employee turnover is the percentage of employees leaving an organisation, including voluntary and involuntary leavers by resigning, retiring, or being made redundant (Peters, 2023). Dysfunctional turnover occurs when high-performing employees resign at higher rates than weaker ones, negatively impacting profit due to costly recruitment and training (Cosentino, 2022). Disengaged personnel can also negatively impact output, morale, and return on investment, thus can negatively affect profitability, project schedules, and staff turnover (Cosentino, 2022). It can also be costly for businesses, necessitating HR practitioners to calculate costs, understand the issue, and secure senior management's commitment for retention strategies. Direct costs include HR administration time, advertising, selection, covering roles, and onboarding new starters, including induction and training (Taylor and Woodhams, 2022). 
Indirect costs include reduced productivity, increased workload, team dissatisfaction, and potential damage to client and company reputation due to the initial employee's lack of productivity (Taylor and Woodhams, 2022). These poor retention rates can lead to a cycle of destabilised culture which can impact financial status and profitability, affecting organisational development (Cholteeva, 2022). Further to this, specialist employees with strong customer relationships are more valuable to employers, making turnover problematic, especially in hard-to-fill vacancies and scarce skills (Peters, 2023). Therefore, Employers should monitor employee turnover to understand its impact on performance and strategic goals. Addressing issues like career progression and job quality is crucial, with effective recruitment, induction, psychological contract, and value propositions (Taylor and Woodhams, 2022). Human resource specialists should assist companies by putting into practice efficient reaction measures, such involving staff members in decision-making (CIPD, 2023).
Could you assess suitable types of contractual arrangements dependent on specific workforce need (AC 4.1)
Employers must ensure workforce needs are aligned with contractual arrangements, assessing workers based on age and criteria, and determining if multiple contracts constitute a single employment relationship (Dosanjh Phillips, 2022). The Employment Rights Act 1996 provides employees with rights such as written contracts, payslips, breaks, minimum wage, safe working environment, and registration with HM Revenue and Customs (CIPD, 2022g).
Workforce agreements provide businesses the flexibility to modify Working Time Regulations in response to worker acceptance, enabling workplaces to customise their interpretation to meet their unique requirements (Taylor and Woodhams, 2022). It must guarantee fairness and adherence to the conditions of the company, including health and safety, for both temporary and permanent employees (Taylor and Woodhams, 2022). Self-employed freelancers—such as bloggers and contractors—manage their own taxes, national insurance premiums, and personal health and safety (CIPD, 2021). Zero-hours contracts are increasingly prevalent in various sectors, including care homes, hospitality, warehouse work, and couriers. Contracts must clearly state zero-hours, require readiness, and are not legally obliged but are entitled to basic benefits (Taylor and Woodhams, 2022). The gig economy is a free-market system in which independent contractors and hiring parties engage in short-term, on-demand engagements. It employs 4.4 million people in the UK weekly, with 7.25 million employed in 2022, generating £20b for the UK economy (Lee, 2022).
A contract between an employer and employee should outline financial terms, including remuneration, payment methods, and work arrangements, as well as any variable hours or days. The contract should detail work practice terms, job title, place of work and notice period (CIPD, 2023g). Behavioural terms relating to attendance and sickness, and details of training which the employer requires the worker to complete should also be included and assessed when considering differing types of contractual agreements (CIPD, 2022g).
I have heard there are different types of terms in contracts – surely a term is a term. Can you differentiate between express terms and implied terms? (AC 4.2)
An employment contract consists of express terms, which are typically written and implied terms, which are based on employment law (Acas, 2023).
Expressed Terms 
Express terms, such as pay and working hours, are legally binding and can be agreed verbally. Employers must include all terms in their employment statement, ensuring everyone understands their rights and responsibilities (Acas, 2023). The Employment Rights Act 1996 provides employees with a written employment contract outlining compensation and working hours guiding organisations in fulfilling their responsibilities and protocols (Daniels, 2022). Expressed terms ensure employees receive full benefits, including contracted hours, holidays, and skill development through training, and they must evaluate these terms before agreeing (Taylor and Woodhams, 2022). The "Incorporated terms" are a component of an employee contract that are terms that are integrated in the contract regardless of where they came from, such as a staff handbook or an agreement that is applicable to several employees (Acas, 2023).
Implied Terms 
Implied terms are written agreements between employers and employees, derived from employment law, that are obvious and do not require written documentation. They are necessary for business efficacy and conduct terms, suggesting agreement even without written communication (Acas, 2023). Mutual trust and confidence are implied terms in employment relationships, not explicitly stated in contracts but widely accepted as essential features (Taylor and Woodhams, 2022). An event can be considered an implied term due to custom and practice where it potentially affects the entire workforce. An employment tribunal can determine when this occurs by considering the case's facts and history (Davidson Morris, 2020). Trade unions represent employees' needs to employers. focusing on collective agreements and trade union involvement. Employers may enter into a collective agreement with employees' representatives, allowing negotiations on terms like pay or working hours, defining the organisation, representation, and coverage of employees (Daniels, 2022). 
Could you explain the components and two benefits of effective onboarding? (AC 4.3) 
Onboarding is the process of integrating new employees, providing them with a comprehensive understanding of the organisation, their roles, and the company's expectations (Nikoloska, 2023).
Components of effective onboarding

The goal of the onboarding process is to integrate new personnel into the organisation, foster cooperation, and focus on developing relationships. An effective induction process combines soft and hard aspects, providing new training and creating comfort within the organisation through formal learning and interaction with colleagues (Taylor and Woodhams, 2022). It should encourage positive socialisation techniques and foster a feedback culture whereby colleagues are encouraged to offer both constructive and positive feedback. It also includes clarification of expectations involving people professionals offering guidance on career conversations to understand colleague goals and track success (Panel®, 2022). An effective onboarding strategy involves appointing an experienced colleague to assist the inexperienced member during their adjustment process (Taylor and Woodhams, 2022). Legal requirements for induction of new employees include checking UK work eligibility and ensuring an employment contract is issued within two months of starting (Taylor and Woodhams, 2022).
Benefits of effective onboarding

Effective onboarding is crucial for integrating employees into an organisation, ensuring they understand the structure and performance of duties (Taylor and Woodhams, 2022). Benefits of an effective onboarding include increases job satisfaction, productivity and reduced wasted efforts. A smooth, friendly induction process attracts and retains high-quality employees, promotes exceptional performance, and familiarises new employees with the company's infrastructure. This process minimises employee turnover and fosters a positive organisational culture (Crail and Watts, 2023). Onboarding can make or break the experience of a new employee with its first impression of how the company operates and treats its staff. Consequently, a primary objective of onboarding is to successfully integrate new hires into the company and lower the likelihood of an "induction crisis" leading to under performance. There are compelling business cases for investing time, resources, and financial assistance in efficient onboarding processes for every employee. (Taylor and Woodhams, 2022). 
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