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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 organization's reputation and aid in attracting talent, they have a variety of effects on resourcing decisions (Sabel, 2019). 
Tight and loose labour markets are the 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 have an impact on 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, indicating that there is still a high demand for people. 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 in organisations (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 staff 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). Additionally, by standing up for workers' rights against employers in a dispute, trade unions help guarantee that future skill requirements are satisfied. Employees might, for instance, insist on a training course that their employers might not be in favour of. When an employee's desires are intended to improve their skills, trade unions assess the situation to ascertain the impact of those desires and, if necessary, convey the complaint to the employer to find resolution.
The TUC's current approach to advancing high-quality apprenticeships is concentrated on two fronts: assisting unions in capitalising on 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).

Importance of workforce planning (AC 2.1)
When implemented effectively, workforce planning can assist organisations in recognising and foreseeing problems early on, thereby averting disruptions and unforeseen expenses. It can help organisations identify crucial positions and any talent gaps in those positions. (Downs, B. 2024).
A company can see several benefits from effective workforce planning. Objectively speaking, the benefits of efficient workforce planning outweigh the drawbacks. The organisation benefits from the positive effects, which include lower labour costs, better employee retention, increased productivity and quality output, work-life balance for employees, efficient recognition, and response to shifting customer needs, and the need for targeted employee development (CIPD, 2022c).
A detailed analysis of business requirements and the potential of the current workforce leads to improved employee retention. Workforce planning helps organisations not only recruit talented employees but also identify hard-to-fill positions where employee departure would negatively impact organisational performance. It also helps organisations identify the causes of employee turnover and develop strategies to improve retention. This information is provided by the HR office (Downs, B. 2024).
By avoiding delays and labour supply distractions that negatively affect organisational performance, efficient workforce planning can lead to increased productivity and higher-quality output. A company can accomplish its production targets and establish a clear pattern for the supply and demand of labour within the company with the help of effective workforce planning. It serves as a guide tool for managers as well, helping them to prioritise hiring and selection during various business cycles (Downs, B. 2024).

Techniques used to support the workforce planning (AC 2.2)
Knowing the business and its operating environment is one of the first steps in workforce planning. This stage entails determining the organisational structure of the company and identifying potential modifications to the structure and procedures to improve workforce supply. For instance, workforce planning can determine whether a company is willing to implement modern technology to hire a small number of workers or workers with sufficient training to operate that technology (Weeks, A. 2023).
An analysis of the workforce entails identifying and evaluating knowledge, skills, talents, and other employee perspectives and characteristics that make up an organization's workforce. To determine the causes of understaffing and the impacted departments, as well as the reasons for employee turnover in various departments, a workforce analysis is necessary (Weeks, A. 2023).
[bookmark: _Int_GZfJv4zl]Finding skill and knowledge gaps in the workforce in identifying future labour needs is another step needed. Utilising different workforce planning tools, such the scenario planning tool, is how this stage is accomplished. It displays the skills, capacities, and information that industry will require in the future. Since plans for contingency and adaptation can be created to meet future needs, determining the workforce requirements for the future is crucial for business continuity and sustainability (Weeks, A.2023).
Finally, the creation of an action plan with flexibility for adaptability, functionality, and numbers. This is an action plan that may be quickly implemented and used to bring about changes inside an organisation as needed. Effective communication is necessary for the action plan's implementation to improve the effectiveness of workforce planning (Weeks, A. 2023). Monitoring and assessment are the last and fifth steps. It entails routine evaluations of the results to determine areas of strength and weakness (pierce, 2017).

Approaches to succession and contingency (AC 2.3)
One of the core people practice functions that reduces a variety of organisational risks is succession planning. Succession planning, according to CIPD (2022b), is the process of locating and nurturing future leaders and managers of high-level roles. Sourcing suitable replacements for important positions within an organisation in the event of an unexpected retirement or departure is the main goal of succession planning. Planning for succession can be done in a variety of ways.
A top-down, highly structured succession plan created by large organisations to choose an internal replacement for each senior job is the standard method of succession planning. The conventional strategy is no longer relevant, as many organisations have adopted flatter structures instead of hierarchical ones (CIPD 2022b).
A company's talent management strategy is tied to modern succession planning, which incorporates transparency and diversity. This indicates that talent, skills, and abilities are used to identify the successor; they are not limited to sources within the organisation; other sources may also be considered. The progressive organisations are a fantastic illustration of how to apply the current strategy. These companies identify the crucial business responsibilities at all levels and then manage and develop personnel inside the company using the whole workforce strategy. Because it is centred on skills and development at all organisational levels, the modern approach is best suited for controlling workforce risks (CIPD 2022b).

Strengths and weaknesses on recruitment and selection methods (AC 2.4) 
(McCartney, C. 2023) of the CIPD defines recruiting as the process of bringing in the right people at the right time for the appropriate function at the right cost. Conversely, selection describes the procedure of reducing the pool of potential candidates to a smaller number and evaluating them. Attracting the most skilled people to fill different organisational tasks is a crucial aspect of resource management, making recruitment a crucial component. Recruiting and selecting new employees is the responsibility of people practitioners within an organisation; these processes may vary.
One external technique for recruitment could be to hire a recruiting agent to handle the process. Using this strategy has the drawback of potentially being highly costly. Additional means of hiring include employing internal referral programmes, hiring through online sources, and making local arrangements based on an organization's relationship with job centres, educational institutions, or the community (McCartney, C. 2023).
Online recruitment techniques draw in many applications, giving the company a wide pool from which to select. Because all you need is a computer and internet access, it is inexpensive and simple to use. It quickly gains a large following and prompts instant feedback. The drawbacks, however, include the possibility of hiring unqualified individuals due to applicants' ability to fabricate their qualifications. Senior position hires cannot be made on social media channels (McCartney, C. 2023).
Using selection procedures, employers can determine an applicant's suitability for a specialist position. The ability to communicate with the employer prior to employment, which is crucial for first impressions and improved performance, will help candidates better grasp the work position. Interviews may be biassed, though, as a candidate's appearance may be taken into consideration. Evaluations might be rendered based on factors other than employment prerequisites. As psychometric testing uses data, is easily obtainable and questioned, it is accurate. Furthermore, the likelihood of biassed outcomes is minimal. Employees can, however, falsify the results to meet the selection criteria which makes the procedure unreliable when compared to other methods (McCartney, C. 2023).

Employee turnover rates and retention trends (AC 3.1) 
Taylor and Woodhams tell us that understanding the causes of dysfunctional turnover is essential to attempting to minimise it. Once you have identified the quantity of turnover, its cost, and key causes, you can start developing an appropriate retention strategy. There are many varied reasons why employees choose to leave their companies, but it is crucial to distinguish between which is avoidable and unavoidable. 
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, therefore, 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).
The annual employee attitude or staff satisfaction survey might help in understanding turnover, as the complete workforce's opinions on a wide range of organisational topics can be regularly and systematically gathered through the process. These surveys indicate potential causes of happiness and dissatisfaction in all employees, which can help businesses target retention measures (Taylor, S. Woodhams, C. 2022a). 
Lack of development possibilities, strained relationships with managers or coworkers, and conflicts between work and other obligations are among the more frequent causes of employee departures. To combat these, organisations should set up retention initiatives to reduce turnover including, conducting lateral as well as vertical moves, as this will help employees gain a wider skill set. Increasing training and development spending to upskill new and current workforce, and conducting regular staff appraisals as by doing this enables employees to see how they are performing by receiving regular feedback and having clear set strategic objectives. Introducing flexible working and adaptable schedules to support working parents. And lastly, investing in management training, developing an internal mediation strategy, team-building activities, and communication exercises will improve the relationships between managers and co-workers (Taylor, S. Woodhams, C. 2022a).

Approaches to developing and retaining talent (AC 3.2) 
The HR team must be skilled in finding and hiring qualified candidates to fill positions and in maximising employee retention to prevent qualified candidates from leaving the organisation and creating new openings. When thinking about how to improve employee retention, there are two main techniques that can be used, usually in tandem: one looks outside the organisation, and the other looks inside (Armstrong, M. and Woodhams, C. 2022). 
Recognising that not all turnover is negative is crucial. Because it eliminates things like underachievers, saves money on salaries, and makes room for other employees to advance and bring in "new blood," a certain level of turnover is frequently referred to as "functional turnover." 
By using a variety of strategies, organisations can take distinct tacks when it comes to nurturing and keeping talent at both the individual and team levels. The most popular of strategies for nurturing and keeping talent is the implementation of ongoing education and development initiatives. Programmes for internal learning and development are crucial for reskilling and skill-building personnel, which in turn helps to enhance the talent of the current workforce (Armstrong, M. and Woodhams, C. 2022).
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. While mentoring entails preparing an individual to take on greater responsibility, coaching is an efficient means of developing skills. This methodology aims to facilitate in-person encounters between the person receiving mentorship and the coach/mentor. Since it strengthens the bond between managers and employees during mentorship and fosters the understanding necessary for better organisational performance, it is a good strategy for retaining talent (Armstrong, M. and Woodhams, C. 2022).

Approaches to build and support different talent pools (AC 3.3) 
The capacity to recognise and choose the best practices for nurturing and retaining talent is crucial. Not only does it necessitate organisational interventions, like development plans, but it also involves the ability to customise programming to fit the needs of everyone. Sophisticated talent approaches will collaborate with a variety of partner organisations and talent pools, looking beyond organisational borders (CIPD, 2023).
Coaching seeks to improve and maximise performance in the workplace. It focuses on abilities and objectives, and it could also affect a person's personal qualities, including confidence or social skills. Usually, the procedure has a set duration or serves as the foundation for an ongoing management approach. Objectives of coaching can include aiding for self-directed learning and growth, helping with performance management, and sharing carefully chosen materials (Hayden, D. 2023).
In the professional setting, mentoring refers to a partnership where a more seasoned colleague imparts their accumulated expertise to aid in the growth of a less experienced colleague. It requires the use of coaching-related abilities such as listening, questioning, clarifying, and reframing. The difference between coaching agreements and mentoring partnerships is that the former typically last longer. A regional finance director may receive long-term mentoring from a group level counterpart in a succession planning scenario to help them build a good strategy for interacting with the board, presenting to analysts, and tackling difficult budgets (Hayden, D. 2023).
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).

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) 
According to Suff (2023), employment contracts are legally enforceable agreements between employers and employees. It is crucial to remember that a contractual relationship is built on the employer-employee express and inferred terms. Various kinds of work contracts are permissible in the UK, according to the work Act.
The permanent terms employment contract comes first and there is no end date to this contract. The contract calls for ongoing work collaboration between the employer and employee up until either side decides they are no longer willing to carry out their end of the bargain. Under the terms of this contract, the employee is eligible for all benefits listed in the Employment Act. Many organisations that use these contracts are those that are provided by government organisations or agencies (Suff, R. 2023).
The temporal employment contract, often known as a fixed period contract, is the second kind of contract. There are beginning and ending dates for this contract. It is crucial to know that workers covered by these contracts have the same rights and benefits as those employed by permanent employment contracts. If the employee accepts the terms at the conclusion of the contract's duration, the employer may choose to extend it, or vice versa (Suff, R. 2023).
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. The ruling served as a warning to companies that they should give serious thought to how they categorise the individuals who work for them (CIPD, 2023c).
Contracts involving independent contractors make up the third category. A self-employed person is another term for this. Working agreements, rather than employment contracts, bind independent contractors. This implies they oversee their other statutory advantages and deductions as well as tax compliance. According to Suff (2023), autonomous contracts are the norm for consultants like engineers and lawyers.

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 in 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 during what is quite often an unnerving and stressful time 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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