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1.New entrants to the parcel delivery market and other labour market competitors have adversely affected ParcelCare’s ability to compete in labour markets. Explain how ParcelCare can strategically position themselves in competitive labour markets. (AC 1.1)
ParcelCare needs to develop a resourcing strategy to overcome the difficulties faced when competing in the current competitive labour market and struggling to attract and retain staff.
To create an effective strategy ParcelCare need to be aware of what their competitors are doing to attract new employees and consider the strengths and weaknesses of the employment packages offered by each of their competitors, exploring factors such as pay, benefits, security, opportunity for progression, wellbeing, environment, training and development etc.
To positively position ParcelCare in a competitive labour market and compete directly for talent, ParcelCare should complete a PESTLE analysis, to explore the political, economic, social, technical, legal and environmental factors that affect their ability to attract and retain staff. Understanding the national labour market, as it tightens and loosens due to factors such as economic fluctuations, demographic changes, political changes, such as immigration policies, legislative changes, such as laws limiting working hours, technological developments, such as advancements in automation and natural disasters, such as covid pandemics, will allow ParcelCare to be more creative with their recruitment strategies. (Taylor and Woodhams, 2022)
Once ParcelCare has completed this competitor and market analysis, it can consider how it can best position itself in the labour market, approaches such as strengthening employer brand, offering competitive reward, developing career development opportunities and offering flexible working patterns. 
ParcelCare should aim to be an ‘employer of choice’ by creating a strong brand and an excellent reputation. A strong brand should encapsule the organisations culture, values and ethics. When experiencing difficulties in recruitment the brand can directly impact on the organisations ability to attract new staff.
Professor Malcolm Higgs suggests although a strong brand is crucial, a good reputation is equally as important. (People Management, 2021). Liberty IT, which consistently ranks on the ‘Great Places to Work’ list, live by the motto ‘recruit with reputation, retain with reality’, likewise ParcelCare also need to ensure they can provide the experience sold through initial attraction. 
CIPD (2022) Resourcing and Talent Planning Report found beyond pay and benefits, perception of employer and career development opportunities are the most important aspects of employer brand for attracting candidates. ParcelCare should consider how they ensure potential employees are aware of these aspects of the organisation. Microsoft uses employee stories to illustrate to potential employees’ what reality is really like, ParcelCare could use this strategy to help attract new staff. 
Using these approaches can help ParcelCare strategically position themselves in a highly competitive labour market to attract and retain skilled staff.
However, according to the latest snapshot from the UK Report on Jobs 2024, the number of vacancies fell in July 2024, while demand for hiring was subdued, these trends are important to follow to ensure approaches used at ParcelCare are effective in the current labour market.  (KPMG and REC, 2024).

2.Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2)
A labour market is a place where labour supply is exchanged for a wage. Labour markets can be identified by a combination of such factors as geography, industry, education, licensing or certification, and occupation. (Oxford Reference, 2024)
Labour markets change continually, factors such as technological development, legislation changes, demographic shifts and economic trends can all have an impact. When there are more job opportunities than job seekers, labour market conditions are described as tight, when there are more job seekers than job opportunities, conditions are described as loose. (Taylor and Woodhams, 2022) 
ParcelCare is currently in a tight labour market, and it is finding it difficult to recruit new staff due to the number of competitors in its market.
The CIPD Labour Market Outlook Summer Report 2024 shows a slight decrease in the net employment balance and among employers surveyed, 37% have hard-to-fill vacancies. New UK Government has since confirmed above-inflation pay rises of 4.75%–6% for a large proportion of the public sector workforce. (CIPD 2024e) To counteract the impact of many public sector employees receiving an above inflation pay rise, ParcelCare need to ensure it can compete financially, offering a good renumeration package to its employees to stay competitive in the labour market.
As hard to fill vacancies persist, ParcelCare also need to explore ways to improve the employee experience to attract and retain staff. It should look to improve job quality, increase autonomy, improve training and development, and improve work life balance. This will act as a ‘pull’ factor to employees, attracting new and retaining existing employees. (CIPD, 2024d)
It is important that ParcelCare keep abreast of and react to labour market trends, to reduce harmful impact to the organisation, for example, inability to recruit staff may leave skills shortages, reduce production, increase costs and reduce customer satisfaction. Changing markets may mean ParcleCare need to consider increased technology use or automation which will change its workforce requirements e.g.  ParcelCare may need to attract new skills sets to support technological developments. (CIPD, 2024i)


ParcelCare could use official statistics, published by the ONOS and CIPD Labour Market Outlook survey, alongside a PESTLE analysis, to understand the current labour market, while predicting future demand and supply, and its impact on the organisation. This will allow ParcelCare to make informed resourcing decisions, while considering national, international and global pressures, alongside the impact of technological advancements and changing ways of working.

3.You are aware that workforce planning has not been carried out in the past and decide to persuade the senior leadership team that this activity is worth doing.  Analyse the impact of effective workforce planning, making clear how ParcelCare could benefit from this activity. (AC 2.1)
Workforce or talent planning is the activity which an organisation carries out to predict the specific employees and skills that it will need in the future and the strategies it needs to put in place to achieve these requirements. It involves predicting the organisations future demand for skills, forecasting future supply and demand, and making plans to fill any gaps. (Woodhams and Taylor 2022)
Workforce planning is critical to supporting businesses to achieve its goals by linking strategy to execution, as ‘a business strategy cannot be executed without the available skills and capability in the workforce’ (Stanford, 2013).
Strategic workforce planning can have a positive impact on organisational performance, by analysing market and industry intelligence ParcelCare can focus on a range of identified challenges and introduce new initiatives to combat risk and support longer term business goals. (CIPD, 2024b)
The impact of workforce planning is great, it can create a clear strategy regarding skills and capabilities over a given period, allowing the ParcelCare HR team to really focus what is required in terms of talent and talent acquisition. If ParcelCare know how many drivers, store personnel etc they need over the next three years, it can develop a strong strategy and consider recruitment and retention in a more strategic way. A good example of this is Amazon’s workforce planning program, which is driven by its unique challenge of managing seasonal fluctuations and rapid market shifts. To deal with peak demands the company has pioneered a flexible staffing strategy that harnesses the power of technology and data. (Testlify, 2023)
Workforce planning can provide better insight to the senior management team at ParcelCare, so they can better understand their skill capability and skills needs for the future. In a tight labour market as currently experienced, workforce planning can improve recruitment processes, decrease turnover, improve employee development and reduce costs. It can also identify the need for organisational design and innovation to help reduce the number of staff required.
When labour markets are competitive, good workforce planning can ignite innovative ideas to attract and utilise all sources of labour, it can help explore the diversity of the current workforce and identify any underrepresented groups or opportunities being missed. Abbott Laboratories, a US-based company, begun to increase the diversity of its workforce through targeted recruitment initiatives, including building relationships with minority universities and sponsoring science programs in schools in predominantly minority neighbourhoods (White, 2002). ParcelCare need to consider such ideas to enhance recruitment and retention.
4.To strengthen your argument to introduce workforce planning, evaluate techniques that can be used to support the process of workforce planning. (AC 2.2)
There are many workforce planning techniques to help organisations get the right people with the right skills at the right time. Forecasting demand is an essential element, which explores what tasks will need doing, the type of roles required to carry out such tasks and the skills required to complete the task well. (Woodhams and Taylor, 2022)
Managerial judgement is one technique essential to demand forecasting and ParcelCare should talk to its senior leaders to find out the company’s strategic vision for the future, ParcelCare’s growth ambition, customer requirements, any predicted legal or regulations developments, scope for process innovation and any planned technical transformation. (CIPD, 2023b).
 A tool which will support this type of exploration, is a SWOT Analysis. A SWOT will help ParcelCare predict future challenges and opportunities from changes in their external environment, while identifying internal strengths and weakness which will impact plans. It is cheap and easy to implement, easy to understand and allows managers to focus on on strengths and building opportunities, while anticipating future business threats. However, a SWOT does have its drawbacks, it can capture too much data making it difficult to understand, information collected may be based on assumptions and access to quality internal data sources can be limited and the process needs to be repeated regularly. (CIPD, 2024f).
Another demand forecasting technique is the financial technique, working back from costs. This looks at future budgets, which in turn determines how many staff ParcelCare can afford. (Woodhams and Taylor 2022)
It can be a useful financial tool but is very narrow in its outlook, only considering the affordability of staff, whereas other financial tools, such as a Cost Benefit Analysis will help evaluate the implications of workforce planning decisions e.g. upskilling current staff over hiring new. 
Succession planning is a technique which identifies potential talent within the organisation, providing development opportunities to equip promotion to key leadership positions in the future. (CIPD 2024g). Tools such as the 9-box grid or performance potential matrix can help senior leaders identify employees with leadership potential. 
Advantages of succession planning include business continuity, preserving values, reducing conflict, and providing financial security for owners. Disadvantages can include development costs, time involved, emotional challenges, and potential for conflict. 
Institute of employment studies claim succession planning is the only process which helps orgnaisations deliver tailored proactive career development its most talented individuals. (IES 2024b)
ParcelCare could learn from organisations such as Microsoft, who’s workforce planning approach has a strategic emphasis on reskilling and upskilling its employees, a strategy that highlights the company’s commitment to maintaining a competitive edge. (Testlify, 2023)
These are just a few techniques which exist which will help ParcelCare with the process of workforce planning, but its important to understand the pro’s and con’s of each technique before choosing the right ones for you ParcelCare.

5.Currently, vacancies are advertised on ParcelCare’s website. Line managers then interview shortlisted applicants. You feel that these are suitable recruitment and selection methods to use but want to broaden the methods used. Evaluate the strengths and weaknesses of two different recruitment methods and two different selection methods. (AC 2.3)  
To help ParcelCare broaden the methods used in recruitment and selection the following considers the strengths and weakness of two alternative recruitment and selection methods.
Recruitment refers to how the organisation advertises the company and its vacancies to potential employees, hoping to encourage suitable individuals to apply, whereas selection refers to choosing the most suitable candidate from those who have applied. (Taylor and Woodhams 2022)

	Alternative Recruitment Strategy:

	Strengths 
	Weaknesses

	Recruitment Agencies

	· Access to large number of customers looking for work
· If specialist agency, it could attract candidates with the right skills and attributes
· Uses a wide promotion reach
· Removes initial promotion and sift stages of recruitment for HR department
· Affordable initially



(CIPD 2023e)
	· Can be costly long term
· May not attract right type of candidates?
· May attract candidates who move organisation frequently.
· Parcel care may not be promoted positively
· Parcel force lose control of process and opportunity to positively promote the brand

(CIPD 2023e)


	Job Centres


	· Access to large number of customers looking for work
· May not attract suitable candidate who are currently working looking for promotion, career development etc
· Increased diversity and fair access of opportunities.
· reliable, as Job centre will advertise vacancy using different platforms including DWP website, internal work coach discussions etc

(CIPD 2023e)

	· Applicants may apply just to receive benefits rather than being truly interested in role.
· HR will still need to receive applications, sift and select.







(CIPD 2023e)


	Alternative Selection Strategy:
	Strengths
	Weaknesses

	Selection Centres

	· Valid measure of candidate suitability for the role.
· Can be delivered in person or online
· Candidate and employer can interact before employment
· Activities can give candidate better understanding of role

(CIPD 2023d)

	· Need a number of applicants
· Can be costly
· More difficult organise
· Time consuming
· Bias may occur



(CIPD 2023d)


	Ability and Personality Tests


	· Help weed out weak candidates from large numbers of applicants
· Provides additional information for consideration alongside other data collected.
· Good for considering softer, less tangible skills such a communication, emotional intelligence etc
· Can help recruiters measure candidate’s fit to the role and organisation 
· Personality tests can be purchased off the shelf.
· Limited bias

(CIPD 2023d)

	· Should never be used alone
· Time consuming
· May not test the right skill or attribute if not chosen correctly.
· Candidates could cheat or underperform due to nerves









(CIPD 2023d)




In summary, I would recommend ParcelCare continues to advertise vacancies on its website but would also share vacancies with local job centres to widen its reach when recruiting, while keeping advertising costs low. It is an effective, valid and reliable recruitment method which provides access to a large number of potential candidates.
Alongside management interviews, I would recommend introducing a selection centre assessment when selecting new employees. This will allow ParcelCare to comprehensively test the specific skills needed to do the role well, while identifying softer skills such as teamwork, listening skills and logic which support the culture and values of the organisation. It is an effective, valid and reliable selection method.

6.On examining employee turnover rates, you feel the rate is higher than it should be, and higher than internal targets. To try to understand this further, discuss differences between avoidable and unavoidable turnover and differences between push and pull factors. (AC 3.1) 
Employee turnover is the number of employees who leave the organisation within a given period. ParcelCare employee turnover is higher than its internal target, which is a concern. High turnover can have a negative effect on the organisation, including increased cost of replacing employees, loss of skills and knowledge and the negative impact on remaining employees. (Taylor and Woodhams, 2022). ParcelCare need to understand why employees are leaving the business, so that effective retention initiatives can be employed to prevent further loss of staff.
Every organisation experience avoidable and unavoidable turnover. Avoidable turnover is where the organisation could have taken steps to prevent the employee from leaving, for example, lack of development opportunities, dissatisfaction with work environment, dissatisfaction with management etc. Unavoidable turnover is when an employee leaves and the reason is beyond the organisations’ control, for example, retirement, family commitments etc.
Push and Pull factors exist in employee retention. Push factors are negative factors that encourage an employee to leave e.g. poor management or low pay. Pull factors are external positive factors, which attract individuals to competitor organisations e.g. high financial reward or flexible working.  (CIPD, 2024d)
Push factors are usually associated with avoidable turnover. Push factors such as poor career opportunities, poor working conditions etc. can usually be counteracted internally. Whereas pull factors are usually associated with unavoidable turnover, as more attractive packages are too good for individuals to ignore and are outside of ParcelCare’s control.
Monitoring employee turnover to understand how it affects an organisation’s performance will support the business's strategic goals. (CIPD, 2024d). Understanding why employees are leaving ParcelCare is critical to reducing avoidable turnover. Avoidable departures are usually caused by some form of dissatisfaction which could be in the managers control to change. Exit interviews and staff satisfaction surveys are an easy, cost-effective way to explore the reasons for turnover. The findings from both surveys will help the ParcelCare develop retention initiatives, informed through the identification of factors causing dissatisfaction and satisfaction experienced by past and current employees.
7.Retention of warehouse staff is an issue, as there are many labour market competitors. Compare the following retention approaches: realistic job previews; induction; job enrichment; and reward. (AC 3.2)
In a competitive market maximising staff retention will save ParcelCare money, retain skills and knowledge and create a more positive working environment. Effective retention strategies will maximise staff retention and reduce avoidable turnover, particularly in the warehouse department where retention is an issue. 
Approaches include:
Realistic job previews introduce the potential new hire to the realities of the role, through observation opportunities, information about daily activities, hands on experience of the role or support roles etc. (OPM, 2024)
Benefits include reduction in unrealistic expectations, reduction in turnover and drop out, improved resilience and candidates tend to stay longer. However, job previews can be difficult and costly to arrange, and candidates may not pursue the job offer, resulting in another round of recruitment, however in the long run this will reduce costs, as these new hires were unlikely to remain anyway. (IES, 2024)
An Induction is the opportunity to welcome and integrate new recruits to the orgnisation, ensuring new employees have the knowledge and support they need to thrive. Effective induction will reduce turnover, absenteeism and improve employer brand. Poor induction can lead to new recruits feeling overwhelmed and unsupported, which can result in early drop out and disengagement. (CIPD, 2023c).
Job enrichment improves employee motivation by offering increased responsibility or variety. It is usually cost effective and easy to introduce. Studies show that motivated workers are more likely to produce a higher-quality output, compared to poorly motivated workers, who show less commitment, experience less job satisfaction and exhibit more apathy about work, and contribute to increased employee turnover. (CIPD, 2021)
Reward, financial and non-financial, can be used to improve retention of staff. As well as pay and financial benefits, rewards such as flexible working opportunities, career progression, recognition, learning opportunities etc. can be used to retain employees and achieve its business objectives.
Such rewards can help attract, retain, and motivate employees, enhance the reputation of the organisation as an employer of choice, while meeting both employee needs and organisation priorities. (CIPD, 2024c) Drawbacks may include cost to the orgnisation, danger of creating a purely transactional relationship with employees and difficulty in providing some rewards e.g., learning opportunities.
ParcelCare should introduce job previews, effective inductions and explore job enrichment immediately to improve retention. Introduction of these strategies is low cost, easy and will have little impact on business processes, while improving motivation and retention. It should also explore its current reward package and consider how it could be improved within the financial limitations. 
8.To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover. (AC 3.3) 
Dysfunctional turnover occurs when high performing or skilled employees leave, resulting in a negative impact on the organisation. However, not all turnover is bad, functional turnover occurs when poor performers leave, saving on wages and enabling recruitment of ‘new blood’ and internal progression. (Taylor and Woodhams, 2022)
High dysfunction turnover is harmful to ParcelCare. Impact such as significant costs to replace employees, loss of skills and knowledge, reduced customer service and its effect on remaining employees e.g. lack of staff, increased stress, low morale etc. (CIPD 2024d).
For ParcelCare, the impact of high turnover is exasperated by the current competitive nature of the labour market and the difficulty in recruiting new staff. Direct costs of dysfunctional turnover include cost of recruitment, such as adverting costs, HR admin time, selection expenses, induction and basic training costs and costs of covering labour shortages with overtime or temp workers. (Taylor and Woodhams, 2022)
Indirect costs include loss of morale and productivity, damage to customer relationship and company reputation, danger of shared company information, reduction in productivity for employee leaving in last weeks and of new starters as they train in new role, disruption, and loss on investment in relation to training and development provided to leaving employee. (Taylor and Woodhams, 2022)
ParcelCare can reduce the impact of dysfunctional employee turnover, which in turn will reduce direct and indirect costs, reduce the negative impact of a competitive labour market, keeping skills and knowledge within the organisation, while maintaining productivity levels and profits.
By reducing turnover through effective retention strategies, ParcelCare can build the organisation’s reputation as an employer of choice, retain existing employees while attracting new entrants. It can raise morale and motivation which in turn can boost productivity and innovation. For example, General Mills, a global company known for its impressive low turnover rate provides employees opportunities for growth within the company. 80 percent of management roles at General Mills are internal hires, and younger employees know that will have the opportunity for advancement. (Harkness, 2018)

9.ParcelCare employs most employees on permanent, full-time contracts. You feel these contracts have their place, but it is time to consider whether other types of contractual arrangements could be beneficial to the organisation, especially when demand for delivery services increases and decreases. Assess the suitability of permanent, full-time contracts for delivery drivers as well as two other types of contracts. (AC 4.1) 
Currently ParcelCare employ most delivery drivers on a permanent, full-time contract. This provides ParcelCare with a stable, reliable workforce, who are likely to be highly motivated and highly satisfied, feeling secure in their jobs. Customer service levels are probably high, and ParcelCare are confident in their staffing resource to meet contracts, existing and new.
Drawback of this arrangement is the labour resource cannot flex to meet the fluctuating demands of the business. If demand for service increases suddenly, ParcelCare will struggle to recruit and train new drivers quickly to meet the immediate demand, likewise when service demand decreases ParcelCare have a static wage cost and level of staff resource.
Recruiting drivers to part-time contracts will increase flexibility and allow ParcelCare to employ additional drivers at the right times of the week and day to meet predicted demand.  Depending on the nature of the part-time workers commitment may vary, for example, if the worker only wishes to work part time hours due to family commitments, etc, commitment, motivation and reliability may still be high, but if part-time workers require fulltime hours,  job satisfaction may reduce, resulting in low productivity and reduced customer care, alongside reduced reliability and increased likelihood to leave the business when a fulltime post becomes available elsewhere. Part-time workers can also plug unexpected labour gaps such as sickness, by increasing hours. ParcelCare will still maintain stability in its labour resource and costs employing part time workers but can incur indirect increased costs such as training costs and management time. (CIPD, 2023f)
Part-time workers must not be treated less favourably by the employer due to their part time status; they must receive same rates of pay, overtime payments, sickness and maternity benefits etc, alongside equal access to training and promotional opportunities. (Daniels, 2022).
Zero-hour contracts could help ParcelCare increase flexibility of the delivery team, by having a bank of drivers ParcelCare can call on to work if demand suddenly increases. This is ideal for seasonal peaks such as Christmas. Zero-hour contract is an arrangement where the employer is not obliged to provide work, and the employee is not obliged to take up the work offered. (Avram, 2020)
Drawback of this is that when ParcelCare need the extra resource, the drivers may not want to work. Zero-hour workers may also have little loyalty to the organisation resulting in low productivity and poor customer service. For the drivers a zero-hour contract provides a flexible working pattern but also lead to instability and an unstable income which could lead to dissatisfaction and low morale. The Employment Rights Bill gives workers on zero hours contracts, who regularly work more than these hours, a right to move to a guaranteed hours contracts which reflect the hours they regularly work. (CIPD, 2024h)
Each contract has its positives and negatives. ParcelCare need a highly motivated committed workforce with the flexibility to increase resource quickly when needed. A workforce made up of a range of contracts would help ParcelCare maintain a core workforce, using permeant full-time and part-time employees suited to the demand patterns throughout the week, while offering zero-hour contract at busy times, so ParcelCare can increase its workforce to meet demand when required.
10.At present, an ad hoc approach is taken to onboarding and typically involves the line manager ensuring new starter forms are completed and health and safety training provided. You identify that onboarding can be improved but first need to convince others that investment in this area is worthwhile. Explain the benefits of effective onboarding. (AC 4.2)
Investing in a structure onboarding process will deliver many benefits to ParcelCare. Onboarding, including induction, introduces the new employee to the organisation, it allows the recruit to acclimatise to their surrounds, adjust to the organisations’ culture and purpose, allowing them to feel supported and valued as an employee. As the starting point in the employee lifecycle, effective onboarding builds the foundation for success, allowing new employees to understand their role and company expectations, encouraging engagement and long-term commitment.  (Taylor and Woodhams, 2022)
Effective onboarding will make the new employee feel welcome, it increases their understanding of the organisation, and it can directly impact on their ability to integrate with the team, while increasing job satisfaction. It ensures new employees have the knowledge and support to do their job well, giving them the opportunity to meet others in their team and to learn from experienced workers, it allows them to develop new skills and knowledge quickly improving productivity, helping the team to reach their goals more quickly. (CIPD, 2023c)
Structured onboarding can reduce employee turnover, reduce absenteeism, and improve employer brand, reducing costs and reputational damage associated with high turnover. (CIPD, 2023c) The CIPD (2022) Resourcing and Talent Planning Survey claims 28% of organisations have improved their induction process to enhance retention.
Feeling valued as an employee from the moment employees start working with ParcelCare will boost engagement, and feelings of belonging, which increase morale and motivation. A structured onboarding process initiates a positive culture and helps build a strong team ethos promoting better collaboration and teamwork in a positive and productive workplace. (HR Review, 2024)
Understanding the organisations values, missions and practices from day one allows employees to understand and align to company goals, working more effectively while fitting in with the team. (Forbes, 2020). A structured onboarding process will also ensure new employees are able to comply with procedures and legal requirements, for example, health and safety requirements. This early understanding will reduce errors, prevent accidents or mistakes and lower risk within the organisation.
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