If companies make a concerted effort to better understand why employees are leaving and take meaningful action to retain them, the Great Attrition could become the Great Attraction.’ (McKinsey, 2021) Discuss. (3.1, 3.2, 3.5, 4.3)
(A.C 3.1 & 3.2)

When considering turnover and retention it is important to firstly understand the importance of good recruitment. Bad recruitment can been costly, create a poor culture, and waste time and effort. Albeit if you recruit well there are still a number of factors that can lead to an individual deciding to leave and it is important to understand why. Firstly, there are ‘obvious’ reasons for someone leaving, such as, progression, new challenges, moving area, etc. The CIPD (2021) labels these ‘pull’ factors. These differ from ‘push’ factor which is when an individual pursues a different option for employment because they are unhappy with their current role. In my experience it is possible that an individual can be influenced by both factors, I felt ‘pushed’ to look for alternative options from my previous employer and having informally spoke to the director of Apprenticeships for UWTSD I felt the opportunity ‘pull’ me in. 
There are potentially hundreds of different push factors that are unique to each individual. Some examples of this could be; poor management, toxic culture, unrealistic expectations, misleading job design, bullying or harassment, not given proper training or induction, etc. The CIPD further suggest that an organisation should address turnover and use it to underline any issues within the organisation. After all, an dissatisfied employee is likely to leave to a competitor (or similar), where their skills can be both utilised and appreciated. 

What about retention? Employers should strive make sure their employees encounter good work and that this is indicated in their overall job satisfaction. Some examples of methods for retention can be found throughout CIPD, and throughout the studies of this course alone. All of which stems from a good workforce planning strategy, which maps out a clear guidance for recruitment and retention. Examples such as; rewards and recognition, promotion of work-life balance, appraisal/review systems, SMART objectives and targets, feeling supported mentally and ethically, meeting diversity and cultural standards, etc. For me, and with the ways in which COVID has shaped the new working world. I	felt the ‘pull’ from the attraction of flexibility with the role offered by UWTSD and the prospect of working under a WFH contract, this was at a time where my previous employer were asking for all staff to attend work on a 5 day full time basis. 
As people professionals it is important to create a workforce strategy that goes beyond pay in order to develop good retention. The CIPD claim that these following methods are useful strategies to avoid employee turnover; Be flexible, treat people fairly, pay attention to employee well-being, enable career development, and consult employees. Consulting employees means to give them a ‘voice’ and allow them to feel ‘part’ of the process with any changes and organisational trajectories.  It is worth mentioning, as mentioned in Wait et al (2021) , that some turnover is healthy. This is because it creates a new talent pipeline, widening the pool of skills and diversity into the workforce. 
(A.C 3.5)
The way McKinsey describes turnover as an attrition is an appropriate representation. But what is employee turnover? It is the amount of employees that leave an organisation over a certain frame. This is usually calculated by the people professional teams, where a formula is undertaken to determine a percentage of yearly (or monthly or bi yearly, etc.) leavers. According to CIPD it is widely known that this is calculated by;

Number of leavers x 100
_____________________

Number of employees in a period 
Turnover is costly. According to Taylor and Woodhams (2016 p.70) there are both ‘direct’ and ‘indirect’ costs. Direct costs include; administration time, recruitment, covering a vacant role, new start and training costs. Indirect costs consist of; disengaged leaving employee, new employee learning,  low morale, increased workload across other employees. 
We have already discussed a number of considerations for an employee leaving, additional to these, HR or management get a further opportunity to investigate via exit interviews. This is a formal meeting to address any concerns or reasons for leaving. An issue arises in exit interviews where an employee may not be honest about the reason they are leaving, and this can often because they would wish to keep a good relationship with the ex-employer (Wait et al, 2021). The main issue with turnover from an organisational perspective is costs and loss of skill. Even more so when the turnover is ‘dysfunctional’. Dysfunctional Turnover, as claimed by the University of Tennessee researcher, Fleisher (2011), is when there is separation among high and average performances. Which differs to ‘functional’ turnover, which is said to be an organisations low performers (as we have already mentioned turnover can be good). Dysfunctional turnover is detrimental to an organisation as it has numerous impacts. A high performing team player can contribute to the organisations culture, set an example of good working practice, and demonstrate effective skills which attribute to growth/goals/income… However (food for thought), this individual could know their worth to the organisation and if they do not feel they are fairly rewarded for their performance, then the ‘pull’ factors elsewhere will start to look more appealing. 

(A.C 4.3) 
Without effective onboarding, new employees can get off to a bad start and lack clarity on their role, making it difficult to become successful and high performing. This is a ‘first impressions lasts a life time’ introductory moment for a new starter, and if done poorly can have implications (including turnover). Some of these implications according to the CIPD (2021) are as follows;

Extra expense and time for recruiting a replacement
Wasted time for those taking part in the induction 
Reducing morale for colleagues 
Lack of clarity on duties, who is who, organisational structure and culture 
Damage to the organisation’s brand 
Onboarding is a major part of the ‘employee lifecycle’ and is about creating a good working environment for people, and helping them to be their best. Don’t get me wrong, the induction process is not to be made overwhelming, there is often a lot to take in and it is important to be practical when creating the experience. It is beneficial to get to know the individual onboarding, allow room for socialising and encourage engaging communication across the inductor and other within the organisation. Make it clear what the companies values are, and create a clear check list of important information that needs to be passed on. The CIPD (2021) has a very useful guide on information to be included. This splits into sections, which are;

Pre-Employment – Where, working hours, right to work, bank / payroll, contractual agreements, etc. 

Health and Safety – First aid, fire exits, risk assessments, first aid facilities, etc. 
Facilities – Identification / passes, parking, security, telephone systems, etc.

Organisation – Company background, organigram, product, services, etc. (also culture and values)

Benefits and policies – pay, tax, pension, leave, probations, wellbeing, expenses, etc. 
The role – clear outline of the role and responsibility introduce the team, etc. 

I feel very lucky with my two inductions. I initially joined a large FE organisation, a new department, which pride itself on ‘culture’ and ‘supporting’ people. I often tell people about valued I felt during the onboarding process with the college. I met everyone, I had my laptop ready, iPad ready, desk, locker, business cards, phone, I went to every campus, I met directors and cleaners, and even had my own mug… And the culture was brilliant. I often thought based on the first 6 months ‘this is a job for life’. Very different experience for 6 years prior 18 years old, working in retail, sitting in a room where I didn’t know a single persons name, watching 4 hours on health and safety videos (not to tarnish health and safety… but there is a way to and a way not to). 

Define what tight and loose labour markets are and how understanding the labour market can help organisations remain competitive. (1.1, 1.2)
(A.C 1.1)

According to an article on LinkedIn (2021) in order for an organisation to remain competitive they must “become an employer of choice”.  But how do you become an employer of choice? A lot of this will come down to your organisations values and culture. If an organisation has achieved solid workforce planning strategies on retaining high performing employees, then they would minimise dysfunctional turnover and the effects in which it brings. In order to build that profile and remain competitive People Management (2021) claim these to be the ways to succeed; 

Flexibility – new working strategies after pandemic (wfh, hybrid, etc.). Peoples priorities have shifted recently. 

Purpose and Visions – people are starting to reflect on their careers and want to be part of something that is meaningful to them. 

Match Reputation – selling a brand and culture with good marketing strategies is one thing, but being able to actually back it up and go one step further by caring for its employees. 

Fulfil Employee Needs – employees can feel a sense of loyalty when an employer meets their developmental needs. 
Social Interaction – allow room for employees to build relationships. The past few years have shifted the ways in which the workforce interact and it is important to not lose sight on building a strong relationship culture 
Employee Voice – Use two way communications, listen carefully and engage with your employees. 
(A.C 1.2)

When resourcing employees it is important to think about the changing labour market, as the nature of this will dictate the ease of recruitment. This can be described as tight and loose.
 A tight labour market suggests there are more job opportunities available than there are active job-seekers, indicating that companies will find it more difficult to fill their vacancies because job-seekers have a significant amount of choice. A loose labour is the opposite, where there are many job seekers competing for a small number of opportunities (Taylor and Woodhams, 2016). As part of my role on an Employability Programme as a Workforce Advisor for the college I came across labour market trends often. I would go into businesses and advise them on how to stay competitive, particularly when the labour market was tight. Some of the suggested strategies were to; focus on branding (i.e. social media, presence, awareness), re-think job design (e.g. think about the additional benefits outside of pay), retention and progression (can change begin from within), etc. I would also talk about the PESTLE factors and help make them aware of trends happening external to their operations. 

The pandemic has forced organisations to use more technology which has resulted in a change in the way they carry out their recruitment and selection. Evaluate this, and discuss the potential future impact this may have on diversity and inclusion. (2.4)
(A.C 2.4)
As we have discussed good recruitment is essential for every organisation. It goes beyond filling a vacancy (short-term) and can be about the long-term success of the company.  Selection processes is a vast area, which can be costly. It begins with the application process. This starts with job design and advertisement. There are many ways an organisation can do this, they can share across social media, job boards (LinkedIn, Indeed, Reed, etc), word to mouth, recruitment agencies, education establishments, etc. Diversity and inclusion begins here, as your workforce is a reflections of the society around you, it should therefore consist of people from all backgrounds and experiences (the wider the pool, the wider the skillset). One large employer promoting diversity throughout the recruitment process is SAGE. SAGE (2020) explain that it begins with the advert and organisations must be careful “not to use language that with alienate a group of people”. Furthermore suggesting that organisations automate the process (widely done across public sector). 
When it comes to selection there is often some sort of shortlisting, this can be in many forms and stages such as, sifting CV’s, assessment centres, interviews, etc. This gives the applicant a chance to make a good first impression but also the employer the opportunity to positively reinforce the organisation. The selection process should be fair. When recruiting I have often liked to use a scoring matrix. Using a robust system deters from the ‘halo’ effect, support decision based on suitability and merit. 
Where does technology fit in? In my experiences the use of technology for recruitment and selection has gone from an enjoyable rarity to and absolute necessity. I applied for my role just before another lock down, which meant being interviewed online. At this point I was already used to using Microsoft Teams day in day out, an application which I had never heard of prior to 2020. I am very much a people person, and felt at a disadvantage being interviewed with the ‘feel of the room’. Online interviews are a lot colder in feeling, they don’t allow insight into the building, organisation, or workforce. However, they can allow for detailed preparation in notes, the relaxation of home environment, and can take some of the ‘formal’ pressures off all involved. 

The increasing demand for technology in recruitment came almost overnight, which asks the question as to whether or nor we were ready for it. Workforces had to adapt. People whose roles weren’t ICT heavy or used to the online way of working had to pick it up. There was a skills shortage. According to CIPD and their research with OMNI (2021) two-thirds of organisations say technology use has sped up the recruitment process. However, more than half say the use of technology in recruitment has been restricted by a lack of internal skills and knowledge.

The UK has been seen to focus so much on apprenticeships in the last decade that the level of numeracy and literacy skills has declined in mainstream education. To help improve this situation the UK government have introduced several initiatives to increase the skills in the UK which includes the scheme Multiply which offers programmes to help adults improve their numeracy skills. (Gov, 2021) Critically analyse the impact on organisations and the role they will play in improving the skills of the UK. (1.3)
(A.C 1.3) 
As an Apprentice Liaison Officer for UWTSD I have first hand knowledge and experience in  Apprenticeship pathways, Degree Apprenticeships and Essential Skills. To my experience, it is an unfair correlation to express that ‘apprenticeships’ contribute to mainstream education and its decline in numeracy and literacy. Across Wales the apprenticeship programmes offer Essential Skills packages to test the level and suitability for all learners embarking on an apprenticeship scheme. When I worked on Further Education apprenticeship programmes (lower levels - levels 2-5) I had a list of at least 80 unemployed individuals that were struggles to access the labour market, and source employment for their desired pathways to attach to. Post 16 education cannot be blamed for the lack for resources and low standard being taught at both primary and secondary level (this is where essential numeracy and literacy skills begin). The biggest problem is that younger people are struggling in a loose labour market environment to source an opportunity to grow. Numeracy and Literacy skills are absolutely essential and I am not denying there needs to be renewal to their programmes in order to keep costs of training, errors, and poor communications down. However, employability skills are what is needed to help young job-seekers. 
An apprentice is not a finished article. It is someone that has the aptitude for an employer support, help grow and train the necessary skills to become successful for both individual and person. The Welsh Government have a number of key sectors that they foresee as areas to invest skills to meet the demands of society. One of these, which we have previously touched up on, is digital. This is one area where the Welsh Government are offering free apprenticeship frameworks for employers and employees that undertake a pathway. This includes full Bsc Honour degrees, wiping out any fees, which are roughly around £9,000 per year. This is just one example of hundreds of identified areas that the country require an increase in skills, and what they are doing to help educate the workforce to meet the demands. 
According to Zimpel (2021) ‘Workforce planning is about generating information, analysing ysing it to inform future demand for people and skills, and translating that into a set of actions that will develop and build on the existing workforce to meet that demand. Understanding of the distinction between ‘soft’ and ‘hard’ aspects can help to explain the renewed interest’ With this in mind answer the following: (2.1, 2.2, 2.3)
(A.C 2.1)
With Zimpel in mind, it is important to understand how we implement workforce planning and its impact. Workforce planning is the process of creating a strategy based on the organisational needs and business plan. This is often based on market and industry intelligence which better prepare for longer term business aims (CIPD 2021). Planning begins with understanding the company and its environment, a good place to begin for this is with PESTLE factors. PESTLE makes up the Political, Economic, Sociological, Technological, Legal and Environmental external factors, that can help shape the decisions made within the organisation (CIPD, 2020). Planning will also look at analysing the current workforce and the potential workforce needs, determining these needs and any gaps for future needs. Again, with the use of PESTLE and what is happening around an organisation, what the labour market states, where the trade is, the ‘demand’, can help plan appropriately. 

A key to remember with workforce planning is there is no single formula, and that the strategy will be unique to each business and the society around it. 
(A.C 2.2 and 2.3) 		
There are a number of techniques to help support the process. We have already covered one important tool (PESTLE), but in order to help maximise the PESTLE framework, and to drive workforce planning, we could also utilise a SWOT analysis (CIPD, 2020). This can be seen as a planning tool which stands for;

· Strengths – the internal positive characteristics that we control
· Weaknesses – the internal considerations within that we could look to improve 
· Opportunities – the external factors that help to drive and move forward
· Threats – the external factors that are out of control – possible risk

Utilising these analyses allows people professionals to link organisational strategy to the overall mission and visions of the organisation, all of which come to be connected and therefore dependent on each other for success. This concept was talked about by McKinsey in the 7S Framework. This makes up the related components that can improve an organisation (Polyanska, A., Zapukhliak, I., & Diuk, O. (2019). These are important models that can help organisations seek strategy that minimises staff turn-over by utilising the tools, analysing what is in front of us, and adapting. 
Directors and senior management must work closely together to understand specific driving forces and their importance or uncertainty. Judgement here can be a fine line between success and failure, and it is important to calculate cost-effective decision which allow scope of any unforeseen circumstances. Being ‘future focussed’ is not an overnight technique, it is calculated and takes time. Another technique to be thought about is the measurement tools issued to assess the success of any planning. Running an organisation is not only a ‘numbers game’, it needs to run like an oil machine and it is important to ensure that the right people, with the right skills are in the right positions. It is important to use appraisals as a method to help identify issues, skill shortages and potential succession planning for growth. Earlier we discussed functional turnover, this is also part of contingency planning, as it allows room to widen the pool of talent entering an organisation. 

‘Anyone doing strategic workforce planning, long-term recruitment or succession planning should include a well-maintained talent pool in their strategy.’ (AIHR, 2020). Discuss with examples. (3.3, 3.4)
(A.C 3.3)
As briefly touched upon above, succession planning and understanding the pool of talent is an essential part of workforce planning. But what is a talent pool? Well, it is an important part of Talent Management, which is the flow of talent through an organisation (Iles et al, 2010, p.127). According to a research article by Jooss, Ruel and Burbach (2019) this flow of talent is referred to as a pipeline, which is a pool of employees that display high potential and/or high performance. This helps shape future growth, if an organisation can identify its key individuals to help progress into key positions, then it allows for recruitment and replacement of roles to be carefully thought out with methodically. Wiblen (2016) claims there are three types of approaches to managing talent pools; intuitive, individualised, and systematic. An intuitive approach ensures decisions about talent are made based on observation and evaluation by management, this can often be disregarded as it can often be ‘gut instinct’ which lacks reliable data and sources. The individualised approach focuses on individuals with certain competencies without necessarily having undertaken any formal assessment. Lastly, a systematic approach includes a strategic, integrated, and proactive view on identifying talent which includes specific criteria. 
(A.C 3.4)
Supporting a diverse talent pool is essential in widening to scope of skills and abilities. In an article by LinkedIn (2017) a study found that “67% of job seekers claimed that a diverse workforce is an important factor when evaluating companies and job offers”. Work is about trust, trusting your employee and trusting your employer, demonstrating diverse practices shows a trusting willingness from an organisation. One major advocate for diversity is McKinsey. McKinsey (2015) previously released a research report which claimed that gender-diverse companies are 15% more likely to outperform companies that are not gender-diverse. Furthermore stating that ethnically-diverse companies have a bigger advantage, with 35% being more likely to outperform those that are not. 

According to the Suff (2021) ‘UK law currently recognises three main types of employment status: employee, worker and self-employed. An individual's employment rights depend upon whether they are an employee or worker’.  a). Assess how different employment types can meet workforce needs and b) Explain the main contractual terms used in contracts. (4.1, 4.2)
(A.C 4.1)
Contracts are simple as they are complex. Technically establishing a contract requires no formal written documentation (Taylor and Woodhams, 2016 p.31), although it would be wise to formalise the conditions clearly and precisely. One important differentiation when looking at the contractual agreement is that of contracts for services and contracts of service. Contracts of service usually entitle individuals to the full legal right, as under Employment Rights Act 1996, these are technically employees. However, contracts for services deal with workers and those that are self-employed. Some self-employed individuals can fall into both categories. However generally an employment for services limits workers to full right, as they are not employed directly by the company – only for the services they undertake (contractor, painter, cleaner, freelance, etc).  According to the CIPD (2021) contract of employment is governed by contract law, which means that there needs to be;
“An offer of employment by the employer, which should be clear and unambiguous and may be conditional.
Acceptance of that offer by the employee.
Consideration between the parties, for example the work done by the employee in return for the wages paid by the employer.
An intention to create a legally binding arrangement.”
The terms of employment in my current role was as already mentioned a ‘pull’ factor for me to leave. It was very clear in the advertisement and discussions of the role that it would operate under a Working From Home headquarters. This suited me as it gives me the autonomy to meet the demands of the role flexibly. 
(A.C 4.2) 
The contract of employment is an agreement made between the employer and employee and is legally binding which is why it is important for both parties to be careful and ensure that both sides understand exactly what it is they are entering into. The contract of service consists of both ‘express’ and ‘implied’ terms. Express terms are those that are clearly states in writing. These terms are very much built upon a minimum standard of legal obligation for an employee, and should be considered carefully. Examples of express terms are pay (national minimum wage or above), working hours (part-time, full-time, flexible), leave entitlement, etc. Whereas implied terms are those in which are widely recognised agreements and ‘obvious’. An example of implied term is that the employer must provide a safe workspace, or that both men and women will be paid equally for equal work, etc. 
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