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3.1 Currently, many organisations are beginning to re-build following the effects of the COVID-19 pandemic. This has proven difficult for many organisations in terms of retaining and recruitment due to the shift in employee expectations because of the pandemic. According to the CIPD resourcing and talent planning survey 2021, 45% of organisations reported that competition for well-qualified talent had increased.   
The pandemic shifted employees’ view of work and what good work looks like and employers are now having to live up to these expectations in a bid to attract and retain the best talent available in the current labour market. Where some employees may have naturally moved on by this point, some employees are choosing to remain with their employer due to the uncertainty within the economy and some are also remaining loyal to their organisations for taking care of them throughout the pandemic (CIPD, 2021, B). Due to the lack of movement, organisations are having to develop creative ways of not only retaining staff but ensure that these people are engaged and satisfied at work. For example, supporting them with learning and development opportunities so that they may progress their career within the organisation rather than seeking opportunities elsewhere (CIPD, 2021, A). 
Another factor that is currently influencing turnover and retention is Brexit. With limited access to the EU labour market, the UK has seen a significant reduction in EU workers which has added to the pressures of recruitment (Ali, 2021). For example, during the Brexit transition it was estimated that 25,000 EU HGV drivers returned home causing the shortage of HGV drivers to worsen. As a result of this, employers have been offering incredibly high wages in an attempt to fill vacancies (Ali, 2021). 
3.2 There are many different approaches that can be taken to develop and retain talent. Firstly, the term ‘talent’ means individuals who reach their highest potential through their contribution to organisational performance (CIPD, 2021, C). Organisations must focus on ways to develop the skills and strengths of their existing talent to encourage individuals to perform to their highest potential. This may be achieved through approaches such as appraisals whereby individuals will regularly meet with their line managers to discuss their achievements and how they can improve their skills moving forward (CIPD, 2021,C). For example, at my organisation, we have a career pathways process that involves individuals having one-to-one meetings with their line managers to set SMART objectives, the regular meetings provide opportunity to establish where objectives have been met and where the organisation could support individuals to meet objectives. 
While appraisals can support organisations to understand individual skills and career progression, approaches such as reward are beneficial for organisations in terms of retention on a group level. Many organisations offer a ‘total reward’ package that is inclusive and is supportive to all individuals at any stage in their life (CIPD, 2021, C). For example, at my organisation, the reward package includes benefits such as flexible working which can support parents or carers taking care of dependents and also business enhanced pay for individuals to take a career break which can be extremely beneficial to individuals who may wish for time off to support a voluntary initiative for example.   
3.5 Dysfunctional employee turnover happens when employees of high talent leave an organisation. This can be because of their own personal choice or because of unavoidable reasons such as serious illness. The impact of dysfunctional employee turnover has quite a negative impact on organisations especially in todays labour market where it is difficult to recruit and retain specialist skills (CIPD, 2021). Due to the length of time it can take to re-fill high level positions, it can impact on productivity during the time it takes between the employee leaving and a new starter arriving. This can also impact on the morale within the team where they may be under additional pressure to cover duties until the position is filled. 
Where employees resign there are costs associated with replacing their position such as:
· Administration of the resignation;
· Recruitment and selection costs;
· Covering the post during the period in which there is a vacancy; and
· Induction training upon employment (CIPD, 2021)

These costs are indirect whereas there may be direct costs associated with recruitment and selection where organisations require the assistance of agencies or advertisements to fill the role (CIPD, 2021). 
4.3 There are many components to onboarding. It is important in any relationship to create a positive first impression and it is equally as important within the onboarding process (CIPD, 2021, G). Onboarding does not only begin when an employee begins their employment with the organisation but from the beginning of the recruitment process. For example, to ensure effective onboarding, it is important to consider how a vacancy is portrayed to potential talent to ensure they are aware of what is expected of them as an employee and the values of the organisation so employees can relate their personal values to the organisation to develop the psychological contract from the beginning of the employment relationship (CIPD, 2021, F). 
Effective onboarding can benefit job satisfaction which has a positive impact on employee turnover, absenteeism and employer brand (CIPD, 2021, G). For example, an effective induction and integration of new employees can support them to settle within a new team and ensure they have what is required to fulfil their duties (CIPD, 2021, G). Within my organisation, every employee is welcomed to the firm through an induction day whereby they are provided with the staff handbook including details of company policies, and introduction with the individuals within their team and others on their site and tools such as IT equipment to perform their role. The new employee is also allowed to arrive an hour earlier than their usual start time which is often positively received by employees as the induction process can be overwhelming. 
1.1 Competitive labour markets change the way organisations position themselves in order to obtain the best talent (CIPD, 2022). For example, some organisations may reconsider their attitude towards reward which is currently relevant in todays labour market following the COVID-19 pandemic and the current cost of living crisis (Mayne, People Management, 2022). Many organisations are currently focusing on becoming the employer of choice by reviewing their rewards to compete with other organisations such as offering employees the option to work from home to support those who may be struggling to afford the cost of fuel (Mayne, People Management, 2022).
On the other hand, some organisations may focus on their employer branding to recruit and retain talent within a competitive labour market (CIPD, 2021, H). Employer branding is the way in which organisations differentiate themselves within the labour market. This ensures that they attract and retain the right people for their organisation (CIPD, 2021, H). For example, organisations may consider inclusion and diversity as part of their employer brand to attract a diverse range of candidates or they may focus on their entire approach to people management in order to improve their reputation as an employer (CIPD, 2021, H). Within my organisation we have recently reviewed the core values of the organisation as the organisation has changed greatly since the firm began. The core values were initially made up of 7 characteristics however, it has recently been narrowed down to 4 more relevant and significant values that not only resonates with the business values but the values of the people within it. 
1.2 Following the COVID-19 pandemic and the new migration restrictions following Brexit, the labour market has become tight as employment rates have increased creating a competitive market for talent (CIPD, 2022). Within a tight labour market there is likely to be a shortage of skills in demand which can impact the decisions organisations make in the way recruit. For example, following Brexit many EU workers returned home and organisations have found it difficult to fill these vacancies. Organisations such as Tesco have been offering lorry drivers a £1000 signing-on fee in an attempt to relieve the shortage of lorry drivers (Butler, The Guardian, 2021).
Organisations use tools such as PESTLE analysis to establish external trends that will effect the labour market. For example, in terms of Political factors such as legislative changes surrounding Brexit and the right to work in the UK and the impact this has on recruitment and the labour market (CIPD, 2021, E). PESTLE analysis can support organisations to forecast external issues that can impact their organisations in order to make decisions to mitigate risks (CIPD, 2021, E). 
2.4 There are many different methods of recruitment and selection used to build effective workforces. For example, employee referral schemes are used to reward existing employees for supporting the organisation with the recruitment of friends or contacts (CIPD, 2021, F). For example, within my organisation, employees are offered and incentive of £50 when they refer a friend or contact and they go on to be recruited by the firm. This method of recruitment is effective in recruiting talent however, it can be restrictive in terms of diversity and therefore it should not be only method of recruitment utilised by organisations (CIPD, 2021, F). 
More recently employers have used social networking sites such as LinkedIn to support them with recruitment by attracting talent. According to the CIPD factsheet on recruitment, most candidates use the internet to search for jobs therefore, it is important for organisations to be aware of their online presence and how they portray their employer brand online (CIPD, 2021, F). This method of recruitment is useful to reach a wide variety of candidates however, this can make it difficult when it comes to shortlisting. For example, at my organisation we have recently used sites such as Indeed to advertise vacancies and due to the volume of applications received, it has resulted in the firm bringing the deadline forward to be able to effectively manage applications.  
When selecting candidates there are two main processes, these are shortlisting and assessing applicants to determine the best candidate to offer the job to (CIPD, 2021, I).  In terms of assessing applicants, the most popular method of selection is interviews. Interviews are useful for selection as they provide employers with an opportunity to understand more about candidates’ previous experience and to explain the opportunities and values of the organisation to the candidate. This can then help the candidate to understand fully what the job involves and what they expect from the organisation to make a decision as to whether the role is right for them (CIPD, 2021, I). For example, at my organisation we separate the interview process into two parts, the first being a relaxed conversation between the interviewer and interviewee for the employer to provide some background around the firm and what it means to work for the firm. The second part of the interview is a series of competency based questions whereby the candidate answers their questions by providing examples of how they have used skills required for the role applied for. 
1.3 Recent research has shown that adults who missed out on learning leadership, communication and problem solving skills are more likely to earn considerably less over their lifetime compared to those who developed these skills at school (Urquhart, People Management, 2022). The Government have developed several schemes to improve skills in the UK. For example, offering businesses incentives to take on apprenticeships and as part of the apprenticeship alongside their on the job learning they will take part in essential skills training such as literacy, numeracy and digital literacy to support them in their professional development (Gov.uk, 2021). 
For employers it is important to remain up to date with processes such as performance management to be able to identify any skills shortages and develop objectives as to how the organisation can support the learning and professional development of employees (CIPD, 2021, C). This could be through basic in-house training of systems or supporting employees with funding to take part in external courses. For example, at my organisation we have recently supported several legal administrators with external training within conveyancing to progress into a legal advisor role which in turn will support our conveyancing team to grow. 
2.1   Effective workforce planning involves an analysis of a workforce, their future needs and identifying the gap of these needs between the present and the future to support organisations to achieve their ultimate goal. Workforce planning ensures organisations have the right number of people with the right skills at the right place and time. By planning the needs of the workforce in the future, organisations will be able to make better decisions which will create sustainable organisational performance (CIPD, 2021, D). 
When forecasting demand for labour, organisations can establish where their organisation is missing particular skills that could be required in the future and make decisions as to how they will fulfill the needs of these skills. Workforce planning determines the skills that already exist internally so that they can identify where it might be possible to upskill their current talent to achieve their goals (CIPD, 2021, D). For example, within my organisation we have recently taken steps to improve the skills of our current workforce by offering to pay for their conveyancing qualifications to fulfil the demand for conveyancing solicitors. 
Effective workforce planning can also have an impact on people practices such as succession planning whereby organisations can forecast their internal supply of labour to prepare how they will fulfil the skills gaps of those who are due to retire in the future (CIPD, 2021, D). Processes such as talent management are also impacted by effective workforce planning as organisations can use the information gathered during talent planning to understand how their current workforce needs align with the needs of the organisation which again will aid organisations to establish gaps between supply and demand of labour (CIPD, 2021,D). 
2.2 There are many techniques used to support the process of workforce planning. For example, PESTLE analysis is used to identify and analyse the impact of external factors on demand and supply. This includes factors that are Political, Economic, Sociological, Technological, Legal and Environmental (CIPD, 2021, E). For example, in terms of Political changes, the legislative changes surrounding Brexit and the right to work in the UK is affecting recruitment in that there are less EU citizens looking for work in the UK. PESTLE analysis can support organisations with workforce planning to forecast demand and supply ensure that measures are put in place to mitigate risks (CIPD, 2021, E). 
Alternatively, some organisations may take the hard approach to workforce planning by analysing the workforce and current trends to help identify a particular issue. For example, managers may analyse employee turnover rates to monitor any issues within a particular department. 
2.3 There are many approaches to succession planning that mitigate workforce risks. The use of talent pools is widely used by organisations to develop pools of talented people to ensure individuals are capable of filling a variety of roles to prevent shortages of skills at any time. For example, if a role unexpectedly becomes vacant, organisations can depend on their talent pool to fill that position (CIPD, 2020, A). 
Talent management processes such as appraisals can be helpful to identify individuals who are interested in progression and monitoring and supporting them with objectives to achieve the skills required to fill key positions (CIPD, 2020, A). Some organisations favour internal candidates for key roles as they are aware of internal processes and systems and they understand the culture to perform the role to it’s highest potential. Nurturing talent in this way can help to retain talent when they are aware that there is opportunity for progression (CIPD, 2020, A). 
Ensuring that organisations take an open and honest approach to their succession planning process will give employees the confidence to be open about their progression and intentions to move on from the organisation which can prevent organisations from being in a situation where they are required to fill positions at the last minute and creates positive culture and attitude towards succession (CIPD, 2020, A). 
3.3 A talent pool is a database that holds information of those that are interested in the organisation. This can be existing employees, previous candidates for vacancies and previous employees. A talent pool provides a safety net for organisations to fill positions that a vacancy unexpectedly becomes available or when a role is difficult to fulfil. Talent pools can also save on time and costs in terms of recruitment (AIHR, 2020).  For example, at my organisation, we often receive CV’s from potential candidates when there are not any vacancies available to meet their skills. In this case we would add their interest to our talent pool so that we easily access the data when a relevant position becomes available or when we are expecting a position to become vacant in the near future. 
Talent pools can support organisations with learning and development initiatives by developing pools of talented people to ensure they are capable of filling a variety of roles. This can help to avoid high recruitment costs by filling positions quickly and effectively. In terms of long term planning, performance reviews can help determine those who are interested in their learning and development and whether or not their career path aligns with succession planning to fill a key role in the future (CIPD, 2020, A). This is an effective method, however, it does require open and honest communication from the employer and employee. 
3.4 Diversity in any aspect of people practices is important however, in terms of developing talent pools, diversity will ensure the organisation has a wide range of perspectives and creative ideas that can support organisations to reach a wider audience (CIPD, 2021, I). Being open to diversity when developing talent pools will support organisations to have wide variety of options available to fill future roles (CIPD, 2021, I). 
Diversity within talent pools has a positive impact on employer brand. For example, where employers are seen by potential talent to have females or black people in senior roles or developing into senior roles can be incredibly appealing to potential talent which can help to continue to attract diverse talent (CIPD, 2021, I). For example, within my organisation, we have a policy that outlines that our decisions are not based on age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief and sex. This allows for individuals to progress within the organisation based on their skills and talent alone which also reduces the risk of discrimination. 
4.1 There are many different types of contractual arrangements. The type of contract that is provided to staff is dependent on employment status. Types of contracts include:
· full-time and part-time contracts
· fixed-term contracts
· agency staff
· freelancers, consultants, contractors
· zero-hours contracts (Gov.uk)
Furthermore, the main types of employment status are: 
· worker
· employee
· self-employed (Gov.uk, A)
Employment status will determine the type of contract that is required as different types of employment have different employment rights (CIPD, 2021, K). For example, a suitable contract for an employee would be a full-time or part-time contract detailing the terms of their employment including their contracted hours and rate of pay (Gov.uk). For example, within my organisation, the roles we recruit for are mostly permanent and therefore we would be required to provide the employee with a full-time or part-time contract of employment. 
Alternatively, there has recently been an increase to the number of gig economy workers since the COVID-19 pandemic, gig economy workers are usually employed for occasional work and are considered to be workers. In this circumstance it would be appropriate to offer zero hours contract whereby the employer is not obliged to provide work and the employee is not obliged to accept work (Gov,uk). 

4.2 The express terms of a contract are those terms that have been stated by the parties, either in writing or orally. Express terms are not limited to the contract but can be included within other organisational documents such as a staff handbook where the terms do not have contractual effect (CIPD, 2021, K). For example, in my organisation we have set out the terms agreed with employees in relation hybrid working within the staff handbook, as this is does not have contractual effect, these terms are not required to be included within the contract. 
Alternatively, implied terms are terms that have not been expressly agreed by the parties but are implied into the contract by the court. For example, the right to receive at least the national minimum wage as well as other statutory pay is implied by statute to be included as part of the agreement between the employer and employee (CIPD, 2021, K). A duty of care and safe workspace is another example of an implied term that may not be written within a contract of employment but is implied by statue. For a term to become implied, it must be well established over period of time, for example, where a worker has continuously been offered the same hours of work over a significant period of time, it can become an implied term that these hours are contracted.  
Bibliography 
Employee Turnover and Retention, CIPD, 2021, available at: https://www.cipd.co.uk/knowledge/strategy/resourcing/turnover-retention-factsheet (Accessed: 19 May 2022) 
Workforce Planning, CIPD, 2021, available at: https://www.cipd.co.uk/knowledge/strategy/organisational-development/workforce-planning-factsheet (Accessed: 28 May 2022) (D)  
Resourcing and talent planning survey 2021, CIPD, 2021, available at: https://www.cipd.co.uk/Images/resourcing-and-talent-planning-2021-1_tcm18-100907.pdf (Accessed: 19 May 2022) (A)
Attracting and retaining the right talent, McKinsey & Company, 2017, available at: https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/attracting-and-retaining-the-right-talent (Accessed: 19 May 2021) 
The impact of Brexit on UK businesses so far, Ali, People Management, 2021, available at: https://www.peoplemanagement.co.uk/article/1742010/impact-brexit-uk-businesses-so-far (Accessed: 24 May 2022) 
Brexit impact on workforce trends, CIPD, available at: https://www.cipd.co.uk/knowledge/brexit-hub/workforce-trends#gref (Accessed: 24 May 2022)
From Surviving to Thriving – Key changes facing people practice in 2021 Podcast, CIPD, 2021 available at: https://www.cipd.co.uk/podcasts/surviving-to-thriving-2021#gref (Accessed: 23 October 2021) (B)
Talent Management, CIPD, 2021, available at: https://www.cipd.co.uk/knowledge/strategy/resourcing/talent-factsheet (Accessed: 28 May 2022) (C)
PESTLE analysis, CIPD, 2021, available at: https://www.cipd.co.uk/knowledge/strategy/organisational-development/pestle-analysis-factsheet (Accessed: 28 May 2022) (E)
Recruitment: an introduction, CIPD, 2021, available at:  https://www.cipd.co.uk/knowledge/fundamentals/people/recruitment/factsheet (Accessed: 29 May 2022) (F)
Understanding the economy and labour market, CIPD, 2022, available at: https://www.cipd.co.uk/knowledge/work/trends/economy-labour-market-factsheet (Accessed: 29 May 2022) 
Induction, CIPD, 2021, available at: https://www.cipd.co.uk/knowledge/fundamentals/people/recruitment/induction-factsheet (Accessed: 29 May 2022) (G)
Employer brand, CIPD, 2021, available at: https://www.cipd.co.uk/knowledge/fundamentals/people/recruitment/brand-factsheet (Accessed: 30 May 2022) (H)
Tesco offers lorry drivers £100 signing on fee due to shortage, Butler, The Guardian, 2021, available at: https://www.theguardian.com/business/2021/jul/27/tesco-offers-lorry-drivers-1000-signing-on-fee-due-to-shortage (Accessed: 29 May 2022)
Selection methods, CIPD, 2021, available at: https://www.cipd.co.uk/knowledge/fundamentals/people/recruitment/selection-factsheet (Accessed: 30 May 2022) (I)
Succession planning, CIPD, 2020, available at: https://www.cipd.co.uk/knowledge/strategy/resourcing/succession-planning-factsheet (Accessed: 2 June 2022) (A)
Inclusion and diversity in the workplace, CIPD, 2021, available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/factsheet (Accessed: 2 June 2022) (J)
Contracts of employment, CIPD, 2021, available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/terms-conditions/contracts-factsheet (Accessed: 5 June 2022) (K)
Contract types and employer responsibilities, Gov.uk, available at: https://www.gov.uk/contract-types-and-employer-responsibilities (Accessed: 5 June 2022)
Employment status, Gov.uk, available at: https://www.gov.uk/employment-status (Accessed: 5 June 2022) (A)
Lack of essential skills training leads to lower wages, study finds, Urquhart, People Management, 2022, available at: https://www.peoplemanagement.co.uk/article/1751681/lack-essential-skills-training-leads-lower-wages-study-finds (Accessed: 5 June 2022)
Plan for Jobs: Skills, employment and support programmes for jobseekers, Gov.uk, 2021, available at: https://www.gov.uk/government/collections/plan-for-jobs-skills-employment-and-support-programmes-for-jobseekers (Accessed: 05 June 2022) 
