Question 1
Influencing Factors of Turnover and Retention Trends (AC 3.1)
CIPD (2021a) describe employee turnover as the proportion of exiting employees in comparison to the total workforce.  Employees whose employment is terminated, this is involuntary turnover, or when they terminate of their own volition, this is voluntary turnover.  Waite et al (2021, p. 101) note there are many factors that influence employee retention, internal factors (e.g., line management relationships, remuneration, benefits, dissatisfaction with organisation or role), the push factors, or external factors (e.g., labour market, family commitments, economic climate), the pull factors.
McKinsey (De Smet, et al., 2022) discuss past trends have been when “in-demand workers left one job for a similar but better one at another company.”  Recently, trends have shifted along with employee expectations, higher remuneration is no longer the only component that employers must address to attract and retain talent, the relational factors, such as, flexible working arrangements, training and development, community and inclusive cultures, are key considerations.  At my company, we have seen not only huge increases in salaries we are having to pay to secure high-calibre candidates, but we are also having to offer full remote and flexible, and balancing this against internal relativities.
CIPD (2021a) note the importance of measuring and costing employee turnover as an important foundation to developing appropriate retention strategies.  A crude analysis considers all turnover regardless of the reason for leaving and can be useful as a benchmark against the external environment.  A stability analysis considers length of service and is regarded as an improvement index.  Whereas the cohort analysis looks that proportion of a certain cohort that remain employed after a certain period (Armstrong & Taylor, 2020, pp. 350-351).
Approaches to Developing and Retaining Talent (AC 3.2)
CIPD (2021b) define talent as
Individuals who can make a significant difference to organisational performance.  This may be through their immediate contribution or, in the longer-term, by reaching their highest levels of potential.
Armstrong & Taylor (2020, pp. 333-335) discuss how career development pathways shape the progression of individuals through a series of vertical, diagonal or lateral moves.  This will be supported with activities to support individuals achieve their full potential. These activities include development plans, coaching and mentoring, on-the-job training or formal external qualifications.  My company have supported me to complete my CIPD qualification that will aid my career development and this has helped retain me in the business as my finance role declined.
CIPD (2021a) advocate as well as addressing basic pay and benefits, organisations should consider closely other elements of the employment relationship to maximise engagement and improve retention:
· Be flexible – accommodate the preferences and needs of individuals and ensure that workloads are monitored to main an appropriate and positive work/life balance.  The current tight labour market has seen my company having to employ new recruits on a fully remote basis and allow existing employees to work fully from overseas.
· Ensure fair treatment – actual or perceived unfair treatment is one of the biggest drivers of voluntary resignations.  I have witnessed and experienced first hand unfair and inequitable treatment, this has directly driven my decision to leave my current employer. 
· Look after employee wellbeing – health, good work, values, social, personal growth, lifestyle choices and financial wellbeing.  My current employer does needs to improve career development and management style, we have lost several talented individuals for these reasons.
Impact of Dysfunctional Employee Turnover (AC 3.5)
Taylor & Woodhams (2016, pp. 68-69) employee turnover can be viewed as functional (positive) or dysfunctional (negative).  Dysfunctional turnover can be costly and some examples of costs are:
· Direct:
· Recruitment and selection costs – advertising, recruitment agency fees and assessment centres
· Management time – time of payroll, HR and management in handling the recruitment, selection, induction and training
· Temporary cost of covering vacant role – temporary workers 
· Induction and training costs
· Indirect:
· Exiting employees are less productive as their time winds down
· New employees are less productive whilst embedding into their new role
· Lower morale and productivity where popular members of the team depart
· Return on investment not achieved where departing employees have received training
· Damage to company reputation where exits are on bad terms or exit is high-profile and turnover generally high.
At my company, the level of voluntary resignations has been high in the past 12 months and due to challenges the company has faced, the roles remain vacant.  Once the challenges are resolved, they will seek to recruit several highly remunerated roles, however, because of the delays, the labour market has shifted dramatically and is now candidate driven and they can expect to pay salaries circa +25% higher and increased agency costs.  They also face the challenge of labour shortages in the engineering sector and operating in the emerging renewable energy sector where competition for high performers is intense.
Components and Benefits of Onboarding (AC 4.3)
CIPD (2022a) explain the increasing importance of employing the right fit candidates and improving retention and reducing employee turnover (and associated costs) by ensuring they do not employ unsuitable individuals in the beginning.  To manage this process, employers should carry out “appropriate and proportionate pre-employment checks to determine suitability of the candidate.”  Common and in some instances legally required, checks include right to work, criminal records, medicals, references and online and social media vetting.  I have been pivotal at my company ensuring that appropriate checks are carried out particularly in relation to right to work and references.  Right to work checks have been a challenging area to deal with since we employ several people from overseas.
Waite et al (2021, p. 98) explain how a new employee is introduced to their new employer will have a big influence on how they settle in and function in their new role.  At my company we have an onboarding programme that every new employee receives over the course of their first week with the company which is planned and shared with them ahead of their joining date.  The onboarding programme comprises spending time with colleagues and learning about the organisation, the project, the team, corporate function, team culture, office orientation and they are assigned a ‘buddy’.
To ensure that the new employee is properly supported, Line Managers have regular review and feedback meetings with their team member.  This avoids the ‘induction crisis’ that Waite et al (2021, pp. 99-100) explain can occur in the early months of employment when new employees have a lot to learn, leaving them feeling overwhelmed and potentially questioning their decision to accept the role. 
Question 2
Strategic Positioning in a Competitive Labour Market (AC 1.1)
Waite et al (2021, p. 60) explain that:
When an organisation is faced with the task of developing a targeted resourcing strategy, it must be aware that it is not operating in isolation.  To be successful, the resourcing strategy of an organisation should be based on attracting the right people, and differentiating the company from the competition.
Analysing the employee value proposition that other organisations seeking to attract and retain people from the same labour market, is an important step in facilitating the formation of a resourcing strategy that allows the organisation to “stand out from the crowd”.
The resourcing strategy an organisation will implement will consider how they wish to position themselves in the labour market, do they want to base it reward only or culture only.  Choosing to combine both is regarded as the optimal approach and being an employer of choice, particularly when labour markets are tight and competition intense (Taylor & Woodhams, 2016, p. 61).
CIPD (2021c) explain that a strong employer brand connects its values, people strategy and policies, integral to its culture and values are the ethical standards that they demonstrate towards their employees.  Therefore, the employer brand is impacted by the ethical view that potential and existing employees have of the organisation in addition to the view they have of how it conducts its business.
My current employer was a start-up business, and focused their approach on culture, reward and involvement in a pioneering project in the nascent sector of renewable energy.  This served them well initially, however, as they have faced challenges in project delivery and the labour market has shifted along with seismic switch in focus onto the renewable energy sector, this approach has fallen behind the curve and they now face another set of challenges in retaining the current workforce.
Changing Labour Market and Resourcing Decisions (AC 1.2)
CIPD (2022b) explain that during periods of relative high demand for labour, the labour market is said to be ‘tight’.  Conversely, when the demand is lower, there are fewer vacancies with lots of jobseekers, the labour market is said to be ‘slack’ or ‘loose’.
Taylor & Woodhams (2016, pp. 54-55) discuss how over time, demand and supply of skills change in the labour market and identifiable parts of it, such as regions or sectors can loosen or tighten, and this is influenced by many factors.  CIPD (2021d) explain how a PESTLE (political, economic, social, technology, legal and environmental) analysis can help organisations identify the external factors that inform and influence the decision-making process including workforce planning and people strategies, reporting and projects.
My company is currently impacted by a whole range of external factors, but most interestingly is the impact of the Covid pandemic on the social factors.  We had several overseas employees return overseas but continue to work for us and we have also noted a change in employee expectations for increased and more permanent means of flexible working.
Armstrong & Taylor (2020, pp. 287-288) describe that resourcing is about using any means the organisation has available to them, to ensure they have the people they need.  Recruitment and selection are one such means but it goes beyond this and can include learning and development and performance management processes.
Question 3
Strengths & Weaknesses of Recruitment and Selection Methods (AC 2.4)
At the beginning of the recruitment process, organisations will decide if they will source candidates from internal or external sources, or a combination of both (Waite, et al., 2021, p. 96) to attract the most suitable candidates for the role.
Armstrong & Taylor (2020, pp. 304-310) note that there are many sources from which an organisation may use to attract candidates:
· Social media – online platforms such as LinkedIn and can reach large numbers of candidates, including passive seekers but may generate large numbers of unsuitable/poor candidates and requires a lot of ‘sifting’.
· Company website – a distinct area of the website that lists all current vacancies in more detail and can be used as a part of ‘employer branding’ but isn’t always the first port of call for candidates.
· Job boards – easy access to a vast candidate pool but does not target passive candidates.
· Advertising – becoming less relevant but can still attract talent locally but can be expensive and less cost-effective.
· Recruitment agencies/consultants – mitigates the hassle factor and draws on established pool of experienced candidates but can be expensive and candidate pool may be limited.
· Job centres – no cost associated and usually plenty of choice but usually only suitable for more routine roles.
· Educational establishments – great source of budding future talent but running recruitment campaigns can be time consuming and costly. We have also taken several graduates for work experience placements who have become permanent employees.
CIPD (2021e) explain the importance of ensuring that the process of shortlisting and assessment treat all candidates fairly and without bias or discrimination.  Some of the most used selection methods are:
· Interviews – are a two-way process that allows both parties to assess suitability of one another.  However, they can be inherently biased but this can be mitigated by taking a formal structured approach to the interview (this is the approach that we take at my company).
· Personality testing – used properly they can be an effective way of assessing candidate ability, aptitude and personality, free of any bias but should not be the sole method of assessment.
· Assessment centres – are run by experienced selectors to ensure objectivity and consistency and combine different tasks and tests to assess overall suitability.  They are a good way of demonstrating a fair approach to recruitment but they are costly.
CIPD (2021f) explain the many benefits that can be made by using technology in the recruitment, selection and onboarding process which includes, increased accessibility.  The Covid pandemic, caused a sudden and seismic shift to home working, facilitated by technology and consequently opened and expanded candidate pools.  For example, disabled people and those with caring responsibilities.
Question 4
Future Skills and the Role of Government, Employers and Trade Unions (AC 1.3)
Taylor & Woodhams (2016, p. 56) discuss the chasm between the skills required by UK employers and those available in the working age population, that would allow the UK to compete globally.  Successive governments have attempted to address this gap with a range of initiatives, most recently the Multiply Programme which aims to support half million working adults estimated to be held back in the jobs market because of low level skills.
The Multiply Programme (Department of Education, 2022) aims to improve labour market outcomes (amongst others) by lessening the numeracy skills gap reported by employers and increase the proportion of the working age population that progress into employment.
The CIPD (2020a) discuss how the emergence and increased use of technology across all industries, economies and society, can assist with complex tasks, enhance roles and potentially change the nature of work.  Employers have an important role to play in ensuring that employees are properly supported through these changes, including providing appropriate training to upskill or reskills to meet the needs of the changing environment and role.
The TUC (2021) examine the role that unions have taken in ensuring that its members receive education and skills training to “to improve life chances”.  They cite research that demonstrates the positive outcome their activities have on ensuring workplace training and development resulting in improved opportunities, promotion, increased earning and job security.
Question 5
Impact of Effective Workforce Planning (AC 2.1)
Described by the CIPD (2021g):
Workforce planning is the process of balancing labour supply (skills) against the demand (numbers needed). It includes analysing the current workforce, determining future workforce needs, identifying the gap between the present and the future, and implementing solutions so that an organisation can accomplish its mission, goals and strategic plan.
Taylor & Woodhams (2016, pp. 58-59) explain the outcomes of each stage of workforce planning:
· Forecasting demand – provides an approximation of how many roles are needed, how many people will be needed to fill those roles and the skills required to discharge those roles.
· Forecasting supply – provides a composition of the current workforce and an estimation of whether they will remain in the workforce for the period under review.
· Identify the gaps – determines the mismatch between forecast demand the current/future supply.
· Address the gaps – establishes what actions can be taken to close the gap by using existing internal resources, e.g., training and developing, coaching and mentoring and improved approaches to retention.  An organisation may also look externally at what options are available to them in the local or further afield labour markets, collaboration with educational establishments, use of contractors and possibly outsourcing or offshoring certain activities.
Techniques of Workforce Planning (AC 2.2)
Armstrong & Taylor (2020, pp. 293-294) explain that managerial judgement is a common approach to forecasting future requirements based on their assessment of future workloads, but this approach can be misleading and not based on any real evidence.  Taylor & Woodhams (2016, p. 58) discuss a systematic approach, such as, using past trends to predict future requirements, but this is not necessarily an indication though of future outputs desired.  They also note that future requirements can be based on budget i.e., what they can afford, this is not necessarily representative of what the business needs, just what it can afford.
Armstrong & Taylor (2020, p. 294) explain some of the techniques that may be used in assessing the future supply from existing internal sources:
· Currently employees, their role, skills level and potential
· Assessing likely attrition levels
· Potential internal movements amongst current employees
· Potential changes to organisational structure and working practices
· Impact of improved productivity
· Outcomes from existing talent development programmes
Assessing the external local and national labour markets will provide valuable insight on the likelihood of how demand can be met from sources external to the organisation.  The external labour market can be impacted any range of range of factors that the organisation can identify by conducting a PESTLE analysis.
The critical-incident technique, which is a means of gaining insightful data about positive or negative behaviours displayed by individuals for example actual events.  The technique could be a useful tool in identifying the negative behaviours associated with business-critical activities and therefore where there may be skills deficiency (Armstrong & Taylor, 2020, pp. 673-674).
Approaches to Succession & Contingency Planning (AC 2.3)
CIPD (2020b) describe succession planning as:
Is the process of identifying and developing potential future leaders and senior managers, as well as individuals, to fill business-critical roles.  The aim is to be able to fill key roles effectively if a current post holder leaves the organisation.
An initial step of succession planning is to identify those business-critical roles for which successors may be needed, they may be individual roles, which are usually senior or specialist in nature, or pools of roles, where pools of talented people, capable and adaptable of filling a variety of roles, are developed for a cluster of roles, a function or level (CIPD, 2020b).
Taylor & Woodhams (2016, pp. 59-60) explain how an organisation’s appraisal process is critical to the process of succession planning because done effectively, it identifies the ambitions of individuals, assesses the current skill level and agrees development plans.  Development plans can include a range of techniques to support individuals in obtaining the necessary skills and may include formal training programmes, work shadowing, coaching and mentoring, inter-departmental secondments, project management responsibilities and deputising.
A long-standing debate centres around should talent come from internal or external sources.  CIPD (2020b) cite that there are many reasons to acquire talent externally, not least to bring fresh perspectives and new ideas.  However, they also advocate the nurturing of internal talent, particularly where success in a senior level or specialist role is more likely when organisation specific operational and cultural needs are understood and experienced.  They also explain how good succession planning can help retain talented individuals in the organisation as career development and progression are a key element of employee engagement, motivation and retention. 
Question 6
Approaches to Building and Supporting Talent Pools (AC 3.3)
Armstrong & Taylor (2020, p. 331) define the talent pool as:
Containing the resources of talented people required by an organisation to ensure that vacancies for people in pivotal roles can be filled readily.
CIPD (2021h) explain that research demonstrates that employers with good employment practices are more attractive to employers.  Employers are increasingly aware of the importance of inclusion and diversity in recruiting and retaining the skills and talent they need.  Diversity strategies and are part of attracting and retaining a wide pool of talented people.  CIPD (2019) explain that bias in hire and promotion decision is a barrier to workforce diversity and recommend various approaches to root out bias in recruitment and selection, including the following:
· Targeted recruitment campaigns
· Sponsorship that is not based on exclusive relationships
· Coaching and mentoring programmes that are open and promoted to all
CIPD (2021i) offer that learning and development (L&D) has a central role to play in successful organisational performance and must be part of the business strategic approach that supports organisational capability requirements now and in the future.  They advocate “shifts” in approaches to traditional learning and development practices that will support organisational performance, which include the following:
· Align L&D strategy with organisational strategy i.e., what does the business need
· Involve the employee in designing the learning
· Capture social learning to support the formal provision
· Consider the timing of when and how training is made available
· Allow learning to take place in bite-sized chunks to allow time for absorption and application
· Embrace digital learning alongside face-to-face training
At my company we have embraced flexible and remote working solutions to help retain and attract talent.  We also made diversity and inclusion training a compulsory part of the onboarding process and this is delivered online and completed at a time to suit to the employee within the initial weeks of employment.
Benefits of Diversity in Talent Pools (AC 3.4)
Peter Cheese (2021) notes “an inclusive culture creates the ability to attract more diverse talent and breadth of experience” and cites this addresses skills gaps and builds a workforce that is reflective of population demographics, creating such benefits as:
· Wider breadth of experiences, insights and perspectives which lead to greater innovation and creativity, enriched and more balanced decision-making
· A workforce that is representative of the customer base, that brings insights and supports engagement, communication and relationship management
CIPD (2021a) note that research shows that one of the main reasons why certain minority groups disproportionately leave employers is “discrimination, exclusion and barriers to work.”  It is, therefore, clear to see, taking an inclusive approach to workforce planning that eradicates discrimination, exclusions and barriers, will naturally reduce attrition.
Effective employee engagement is key to building, developing and retaining a strong workforce and Waite et al (2021, p. 136) explain the importance of promoting an environment that develops and encourages diversity and inclusion, yielding positive and relationships built on trust.
CIPD (2021c) discuss the significance of employer branding given the drive for responsible business in recent years and how negative experiences of existing or former employees could damage the reputation of the organisation and influence the opinion of potential future candidates, this is particularly a problem in tight labour markets when competition for talent is fierce. Having a strong employer brand will make the organisation more competitive and the employer of choice.
Ensuring an inclusive approach to workforce planning and management, will mitigate the risks of damage caused by discrimination, whether that be legal, reputation or attrition.  To ensure an inclusive workplace, it is necessary to have an awareness of unconscious bias, and put in place practices that address this and promote the development of a diverse and inclusive workforce (Waite, et al., 2021, p. 30).


Question 7
Contractual Arrangements to Suit Workforce Needs (AC 4.1)
CIPD (2021g) explain that workforce planning should be forward looking, which is inherently uncertain, and thus should be flexible enough to deal with constant change.  One way in which an organisation may deal with this uncertainty and change is to have a mix of resources available in the workforce.   Resources can be employees, workers or contractors, who can be utilised on a permanent, temporary, full-time or part-time basis or as and when needed (for example seasonal or zero hours resource).
Different obligations will be attached to each resource group.  For example, employees and workers are legally entitled to a minimum wage, paid time-off, whereas the self-employed group are not (Daniels, 2019, pp. 44-45).
CIPD (CIPD, 2021) note many advantages to employees over contractors and those important to workforce planning are a higher degree of loyalty and creates stability in the workforce.  On the flip side, employees are afforded a greater level of legal protection and entitlement, sometimes making the relationship more challenging and costly to manage.
Changes in the way organisations do business has led to changes in the way people work too, the need for flexibility and responsiveness has emerged and so, zero-hours and agency workers.  Alongside this, the gig-worker has gained prominence in the last decade, where the person carrying out the ‘gig’ is doing so in response to a demand made by the employer, usually via an online portal or app.  From an employer perspective, this provides a large degree of matching need for labour with supply, thus controlling costs and improving efficiency, however, this is off-set with lower levels of commitment and loyalty.  For the individual they trade this flexibility for less protection and income certainty (Waite, et al., 2021, p. 33).
Contractual Terms (AC 4.2)
Daniels (2019, pp. 46-58) explain the following terms of employment:
· Express terms are those that have been specifically discussed and agreed by both parties.

· Implied terms are those not specifically discussed and agreed between parties and can come from the following sources:
· Collective agreements terms are those negotiated by a trade union or association following a collective bargaining process and apply to all employees covered by the negotiating group.  A collective agreement made be express incorporation (both parties agreed to be bound by the terms of the collective agreement) or implied incorporation (where there is no specific agreement but agreement is by virtue of implication and how the employment relationship has existed historically).
· Statute overrides any express terms the parties have agreed e.g., an employee may have agreed to receive less than the national minimum wage, but legal entitlement overrides this agreement.
· Custom and practice this can be applicable if there is a “definite practice that is reasonable and generally applied”
· The Courts where implied terms have developed as a result of historical court cases.

· Implied terms of law these are the obligations placed on the employer and employee by law and are implied in contracts of employment.  For example, the employer is obliged to pay wages, provide work, issue references and take reasonable care for the health and safety of employees.  The employee, is obliged to, obey all instructions of the employer, fidelity and to take reasonable care in carrying out the duties of their contract.


Bibliography
Armstrong, M. & Taylor, S., 2020. Armstrong's Handbook of Human Resource Practice. 15th ed. London: Kogan Page.
Cheese, P., 2021. The New World of Work. 1st ed. London: Kogan Page.
CIPD, 2019. Diversity Management That Works, London: CIPD.
CIPD, 2020a. Workplace Technology : the employee experience, London: CIPD.
CIPD, 2020b. Sucession Planning, London: CIPD.
CIPD, 2021a. Employee Turnover & Retention, London: CIPD.
CIPD, 2021b. Talent Management, London: CIPD.
CIPD, 2021c. Employer Brand, London: CIPD.
CIPD, 2021d. PESTLE Analysis, London: CIPD.
CIPD, 2021. Employment Status Q&A's. [Online] 
Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/employees/status-questions
[Accessed 6th June 2022].
CIPD, 2021e. Selection Methods, London: CIPD.
CIPD, 2021f. Using Technology To Improve Hiring & Onboarding, London: CIPD.
CIPD, 2021g. Workforce Planning, London: CIPD.
CIPD, 2021h. Inclusion & Diversity in the Workplace, London: CIPD.
CIPD, 2021i. Learning & Development Evolving Practice, London: CIPD.
CIPD, 2022a. Pre-Employment Checks: Guidance for Organisations, London: CIPD.
CIPD, 2022b. Understanding the Economy & Labour Market, London: CIPD.
Daniels, K., 2019. Introduction to Employment Law. 5th ed. London: Kogan Page.
De Smet, A., Dowling, B., Mugayar-Baldocchi, M. & Schaninger, B., 2022. Gone for now, or gone for good? How play the new talent game and win back workers.. [Online] 
Available at: https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/gone-for-now-or-gone-for-good-how-to-play-the-new-talent-game-and-win-back-workers
[Accessed 19 May 2022].
Department of Education, 2022. Multiply Investment Prospectus (England). [Online] 
Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1068822/Multiply_Investment_Prospectus.pdf
[Accessed 1 June 2022].
Taylor, S. & Woodhams, C., 2016. Human Resources Management: People and Organisations. 2nd ed. London: CIPD.
TUC, 2021. Learning & Skills. [Online] 
Available at: https://www.tuc.org.uk/resource/learning-and-skills
[Accessed 1 June 2022].
Waite, K. et al., 2021. People Practice: A Complete Guide. 1st ed. London: Kogan Page.


