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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)
To strategically position themselves within competitive labour markets ParcelCare should focus on several key areas; Employer branding, Employee Value Proposition (EVP), talent management, competitive benefits, diversity and inclusion and employee engagement and retention, just to name a few (Peters, 2023). 
I would recommend undertaking a competitive analysis to identify and evaluate the strengths and weaknesses of potential competitors (CIPD, 2024a) and use these findings to develop their own brand to stand out within the market. Similarly to a SWOT analysis, a competitive analysis allows organisations to gain insight by identifying the opportunities and threats that they may impose and uses these to their advantage to gain the competitive edge (Haan, 2024a). ParcelCare could use these findings to look at your current employee brand and how this differentiates from other organisations, by doing so you ensure to attract the best workforce talent and increase your supply and demand. A strong employee brand involves embodying the organisation’s culture and values and must be consistent throughout your people management approach (Peters, 2023) and in doing so will allow you to retain your employees as well as attract new talent. 
In addition to your employee brand, another way to position yourself strategically in the market would be implementing EVP, a system compiled of 4 factors: material offerings, opportunities to progress, connection and community, meaning and purpose (Mortensen and Edmondson, 2023). These factors ensure that your organisation is employee focused and rely less on material aspects of the job which has previously been at the forefront of a competitive labour market. Instead of looking at purely the supply and demand of your customers take into account the employee’s needs and wants when being part of your organisation. As outlined in the CIPD Good Work Index (2024) an increasing number of employees view their work as being transactional only which has had a major impact on productivity and motivation, paying more attention to your employees will ensure you stand out and identify these issues early on (Brinkley, 2024).
Positioning yourself within the competitive labour market can be difficult as the tighter the market becomes, the harder it is to recruit and retain staff (Taylor, 2014). Higgs (2004) introduced a model that can help organisations to successfully position themselves within the market, within the model there are two variables: Reward and Culture. Reward focuses purely on salary and benefits but can involve harsh working conditions and long hours attracting those willing to get the job without fully committing to the employer. Culture however involves paying poorly but compensate this by embedding a positive working environment that values employees (Taylor, 2014). You must establish which of the two you will embody to ensure you position yourself strategically. 
Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2)
A changing labour market will evidently have an impact on resourcing decisions at ParcelCare. Our economic conditions shape organisations and determine how many employees to recruit, retain and develop to keep up with customer demand (Boys, 2024). Keeping up to date with these conditions is essential for Parcelforce to forecast key economic indicators that will impact your decisions. The Office for National Statistics (ONS) can aid in giving you an insight into the current economic conditions within the UK, these statistics report on unemployment, inflation, GDP and wage growth which all need to be considered when you make your day-to-day decisions (Boys, 2024). Our economy balance is determined by the supply and demand for labour and is either considered a tight or loose labour market. In a tight labour market, the demand for labour is high relative to the supply and unemployment rates remain low, resulting in organisations finding it difficult to recruit and retain staff (Torrington, Hall and Atkinson, 2020). A tight labour market may result in your competitors offering higher wages and attractive benefits and thus will mean your decisions around recruitment, retention and development will need to consider these factors. 
A loose labour market refers to high rates of unemployment due to demand for labour being significantly lower than the supply (Taylor and Woodhams, 2022) meaning there is less competition among employers resulting in wages and benefits being much less. Our current economy has remained tight for the past two decades and the trend is estimated to continue, for ParcelCare to stand out within this market the focus should be on boosting productivity and finding better ways to expand your workforce whether this is through recruitment strategies, learning and development, flexible working, increased benefits and overall workforce planning (Madgavkar, et al. 2024).
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 planning is a key aspect of people management, it involves organisations planning for the future by balancing their labour supply against the customer demand (Buckner, 2024). 
Effective workforce planning involves reviewing the current processes and workforce, forecasting future organisation needs and identifying the gap between the present and the future (Hayden, 2024). Reviewing these aspects will allow organisations to develop their goals and strategies around the workforce and will be beneficial for both short- and long-term plans. There are two types of workforce planning: Hard and soft. Hard workforce planning focuses on the quantitative data within the organisation, for example predicting the staffing levels required and identifying average customer demand levels during busy periods, this data will also highlight the skills needed to fulfill the operational needs (Hirsh, Weeks and Britnell, 2019). Whereas soft workforce planning focuses on developing strategies that align with an organisation’s overall objectives and long-term goals (Hayden, 2024). 
As a long-established national organisation, ParcelCare would benefit immensely from workforce planning. As you struggle to attract, recruit and retain staff your workforce planning should be tailored around these obstacles. Implementing processes around talent management will ensure that your organisation obtains a high-performing workforce and will add value to your organisation to make you stand out within the competitive labour market (Quilliam, 2024). To successfully implement these processes, you should communicate the value and impact of your workforce through workforce reporting, in doing so will identify any gaps in your workforce and highlight the strengths of your employees (Haan, 2024b). ParcelCare should also consider current recruitment processes by using workforce planning data to effectively recruit resources to meet the demands of your customers and recognise any skill gaps needed for your organisational performance (CIPD, 2024b). Successful recruitment will also ensure that your staffing levels are adequate to improve your employee retention rate. Another successful workforce planning strategy that would benefit ParcelCare is forecasting the future demand for service and labour, preparing for busy periods such as Christmas will ensure that employees are not overworked and remain motivated and productive. Forecasting will also be more cost effective as you can predict a rough estimate of your operating expenses, your fixed costs and even your variable costs if your forecast is accurate. Effective workforce planning ensures organisations make informed decisions that will set them up for success (Organ, 2024).
To strengthen your argument to introduce workforce planning, evaluate techniques that can be used to support the process of workforce planning. (AC 2.2)
To successfully support the process of workforce planning there are several different techniques that can be used by ParcelCare to ensure you have the correct number of employees with the relevant skills in the right roles at the right time. As you have never carried out workforce planning in the past, one technique that you want to incorporate is managerial judgement, this is the process of managers estimating the labour needed for their organisation, based on the knowledge and experience of past workload and employee efficiency. These estimations will come from the manager’s own experiences over previous years and may not be an accurate prediction of what may occur in the future, although this technique is quick and less costly it is quite subjective, can be extremely biased and one manager’s opinion may differ from others (Armstrong, 2023). 
I would suggest instead implementing the work-study technique to accurately forecast your future workforce. This technique analyses your current work processes and productivity within ParcelCare by carefully examining how successful tasks are carried out to ensure the workforce is efficient (Edwards and Edwards, 2024). This method predicts the rough time in which tasks may take to be completed and can aid you in adapting your future processes and introducing new initiatives to ensure your workforce have increased productivity (Bucker, 2024). Although this method would be beneficial in the future, it may take some time to accurately predict the future workforce, this technique would need to be carried out on a yearly basis during busy periods to allow you to successfully prepare for the following year. To ensure your employees do not feel as though they are being supervised and monitored, there should be clear communication around the use of this technique. 
Another technique that can be beneficial for future long-term goals is succession planning, which aids in identifying internal talent and providing opportunities for employees to grow and develop into leadership and business-critical roles within the organisation (George, 2024). The upside to this technique is that employees’ potential is recognised and this can boost productivity and morale. Another positive is that this technique can improve retention, when organisations are known to retain talent and offer internal opportunities, employees may be reluctant to move on. This technique, however, can result in some negative implications, such as not bringing in any ‘new’ ideas, individuals may have been employed by the organisation for a long period, the organisation’s culture and ways of working may be embedded in them and the recognition for change could be missed (Taylor, 2014). Another downside is that those who progress, their roles will now need to be backfilled, thus an added cost of recruitment.  
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)
Advertising on your website and having line managers interview shortlisted applicants is a good method of recruitment and selection, however others could be considered. 
Another recruitment method ParcelCare could use to boost applicant numbers could be advertising on job sites such as indeed, total jobs, reed etc. These sites can target a broader range of applicants compared to advertising purely on your website, potential applicants may not be familiar with your website, and this could result in a lack of or poor applications. Advertising on certain job sites such as indeed can aid in you filtering out those who do not meet the criteria of the role such as having a valid driving licence or having the recommended experience and/or qualifications. These sites can also make the process more streamlined by using AI tools to shortlist suitable candidates from a broad talent pool (Indeed, no date). These sites also tend to offer a messaging service which can be used by recruiting managers to communicate with the applicants prior to selection. Another upside to this method is that you can view similar organisation’s job adverts to improve your own, ensuring you are standing out within the competitive labour market. These sites however may come at a cost, the more you pay the more likely your job will be one of the first adverts listed on the sites and vice versa. Another downside to job sites is that it may attract too many applicants, and this could be very time consuming to filter through. 
Another method ParcelCare could use is social media, this method will attract a wide range of applications. When using social media to advertise you will need to ensure that your presence is positive and inviting, you must ensure that your adverts are short and eye-catching to ensure your viewers do not loose interest. The use of social media could also be beneficial to target specialist roles such as ‘delivery drivers’, your posts could be advertised within social media groups to ensure your talent pool meets the criteria. The use of this method does also have some negative impacts, it could be very time consuming to put out regular posts to attract applicants. This method could also welcome negative comments from either your customers or previous employees which could damage your reputation. Although the use of social media could be beneficial, it would need to be used purely for advertising and should not allow applicants to apply, selecting applications for roles should be anonymised to ensure unbiased shortlisting. 
To ensure you select the best applicants for your role in an unbiased and fair way and without discrimination you must select your applicants on the basis that they are able to perform the role (McCartney, 2024a), you must ensure to use the right selection method, and this will depend on the role you are recruiting for. One of which could be an initial prescreening phone conversation, this method allows you to speak with the applicants in an informal way compared to jumping straight into a formal interview, which could be daunting for some. It provides an element of personal touch which can make your applicants feel more comfortable. It allows you to ask key questions that could filter out those not suitable for the role. This method could be time consuming and should only be used after the first initial sifting stage has been completed. 
Another selection method to use is trial runs, this method would allow managers to evaluate the performance of the applicants and determine their suitability for the role. Some applicants may perform better than others and this would allow you to filter out those who are unable or less competent to complete the role (Indeed, 2024a). This also gives applicants a realistic expectation of their job role. This method, however, does have some negatives, such as managers having to take time out to monitor those on the trial run and this method could also be very time consuming. 
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)
Turnover is inevitable within organisations and high levels of turnover can have a major negative impact on an organisation’s performance, it is important for ParcelCare to measure turnover rates and develop retention initiatives to improve employee turnover. 
As you have identified that your turnover rate is higher than internal targets you must first identify whether you have avoidable and unavoidable turnover and examine any push and pull factors that could impact this.
Avoidable turnover is the loss of employees through issues that could be prevented by the organisation, these can include issues around progression, negative working environment, poor management practices, dissatisfied or disengaged employees (Peters, 2024). These issues are in ParcelCare’s control and can be avoided by introducing new retention initiatives to reduce turnover and retain valued employees. 
Avoidable turnover can be influenced by both ‘push’ and ‘pull’ factors. Push factors refer to issues that ‘forces’ an employee to leave an organisation such as lack of career development or organisational change (Cockett, 2024). To measure these factors and tackle them early on I would recommend gathering your employees’ thoughts and views through effective communication channels such as 1to1 sessions, quarterly or yearly employee surveys, focus groups etc. (Young, 2024). These channels will help you to identify push factors and will allow you to develop new retention initiatives such as learning and development opportunities, effective people management, introducing wellbeing schemes etc. Pull factors refers to the external influences that attract your employees in leaving their current role and welcoming new opportunities in new organisations, these factors typically include better job opportunities, increased salary, improved work-life balance etc. (Peters, 2024). These factors can also be avoided through schemes such as job evaluation and market pricing (Cotton, 2024a). 
Unavoidable turnover includes factors that cannot be controlled by ParcelCare. These factors include retirement, illness, relocation etc. These factors will impact most organisation’s turnover and although are unavoidable, you can put measures in place to predict when these factors may arise. For example, the use of HR analytics such as employee metrics can aid in you identifying those who will be reaching retirement age and will allow you to put measures in place to prepare for filling these upcoming vacant positions (CIPD, 2024c). Having regular contact with your employees can aid in you identifying unavoidable issues such as illness and relocation early on dependent on the employee’s discretion. 


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)
To improve your retention of warehouse staff I would recommend evaluating your current job preview for the role. To ensure your role design and job advert is realistic and inviting you must not only outline the specific behaviours and competencies that are required for the role (CIPD, 2022) but also highlight the expected work duties and work environment the employee will endure, in doing so will provide your employees with the realistic expectations of the role and thus will ensure job satisfaction. Having a transparent working environment from the start of an employee’s life cycle can aid in improving ParcelCare’s business reputation and improve retention rates (Indeed, 2024b).
Realistic job previews are a common tool used within recruitment and retention processes, it provides both employees and organisations with a realistic overview of the job role by setting out the key responsibilities and expectations (Robson, 2024). A realistic job preview will involve updating your job profiles on a regular basis to ensure that the organisational needs are met and the job profile accurately reflects the role the employee is doing whether these are positive or negative aspects of the role, it is important to share these with employees. This ensures that new and existing employees have a clear understanding of what is expected of them which can improve their job satisfaction and retention. This tool is an effective way to improve ParcelCare’s retention of warehouse staff as it will allow people managers to have an in-depth look at the day-to-day responsibilities of the role which they can accurately identify in their job profiles. 
The induction process is an integral part of retention, it is usually the first opportunity for new employees to adjust and acclimatise to their new roles and working environments. The latest Resourcing and Talent Planning Report (2024) found that 41% of employers had experienced new employees resigning after their first 12 weeks of employment. An effective induction programme will ensure that your new employees have a realistic experience into the organisation they are joining and can aid in them being committed to the role early on (Hogarth and McCartney, 2024). E-learning could be necessary for the warehouse staff’s induction however you should implement both face to face and virtual induction programmes to ensure your new starters to integrate quickly and obtain networking opportunities (Robson, 2010).
Job enrichment is a technique that can also be used to retain your warehouse staff by giving your employees more opportunities to develop within their role and boost their morale (Young, 2024). Organisations are encouraged to trust employees with more responsibilities and invest in their growth and promotion through learning and development opportunities. 
A reward strategy could also be a technique used to retain employees through reward management which refers to the strategies, policies and processes required to ensure employees feel valued and that their contributions to the organisations’ goals are recognised and rewarded (Armstrong and Brown, 2023). There are two types of reward strategies that can be used to retain: Strategic reward and total reward. Strategic reward refers to the design and introduction of reward policies and processes which aids in supporting ParcelCare’s business objectives and the employees’ goals. Total reward refers to pay, benefits, flexible working opportunities and fair treatment (Cotton, 2024b). By incorporating both strategies you will ensure to stand out within the competitive labour market.
To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover. (AC 3.3)
Employee turnover will have a negative impact of all organisations, and it is vital that this is measured to establish the reasons for leaving, along with the types of employees that leave and the impact this will have on the organisation’s performance (Peters, 2024).


Dysfunctional employee turnover refers to high-performing employees leaving employment at a much higher rate than those who are considered low-performing employees. Employees with higher specialist skillsets resigning will be detrimental to organisations such as ParcelCare, especially in terms of direct and indirect costs. Specialist skills roles can be costly to recruit for and thus loosing these employees will have a major cost impact on an organisation, as these roles tend to be hard to fill employers may be forced to spend an increased amount of money on unexpected costs such as recruitment adverts, recruitment agency fees, increasing the salary etc. Other direct cost implications can include onboarding, induction and training costs when the hard-to-fill position is eventually filled. Indirect costs can include the lack of productivity and motivation from other employees as a result of high performing employees quitting, current employees may be encouraged to complete the work of those higher-skilled employees that resigned but may not be paid the same wage and this could result in resentment and additional resignations. 
For ParcelCare to measure the employee turnover, this can be calculated on a monthly or yearly basis by using the formula: 
Total number of leavers over period x 100
Average total number employed over period
(Peters, 2024). 
This formula does not specify the reasons for leaving or which employees and thus does not identify if the turnover has a functional or dysfunctional impact. To calculate this, you would need to have an in-depth investigation into your leavers, a good way to keep track of this type of information is through tenure turnover benchmarking tool which calculates the length of service of your leavers (Cockett, 2024). Another tool you could use to measure whether you have dysfunctional turnover is through exit interviews (Mayne, 2023), a survey conducted by CPL’s Talent Evolution Group found that out of 1,500 people that resigned within the last 5 years, 55% were not invited to attend an exit interview (Garrow, 2023). Not providing an opportunity for leavers to voice their feedback could result in employers not having the opportunity to retain skilled workers or improving the issues that may have been identified through these communication channels. 
ParcelCare employs the majority of 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)
Permanent, full-time contracts would be a suitable contract type for the delivery drivers in ParcelCare, this type of contract ensures that you have regular full-time employees that will be contracted to a specific number of working hours per week, which is especially beneficial when the demand for delivery services increases. This contract also provides security and stability for employees, thus encouraging them to stay committed to ParcelCare. Having these contracts also typically include longer notice periods, depending on the length of service will allow you to plan for any unexpected turnover.
When considering that sometimes the demand for delivery services can increase and decrease it may be beneficial to consider other types of contracts, one to consider would be zero-hour contracts. This type of contract can add flexibility to ParcelCare when the demand increases by having employees on a bank basis and readily available for work, especially during busy periods such as Christmas and public holidays. This type of contract can also be beneficial when levels of sickness increases and ParcelCare need to keep up with the demands, less pressure will be put on those on permanent full-time contracts to pick up overtime if zero-hour contract employees are available. This type of contract however could have some negative implications such as employees agreeing to a zero-hour contract and not being available for work. This type of contract also does not guarantee the employee a set amount of hours per week/month, and this could result in a toxic work environment or even damage ParcelCare’s reputation to potential new employees if hours are not allocated fairly across the organisation (Daniels, 2022), to avoid this ParcelCare could ensure that there is an adequate amount of work available for all employees on a bank contract. Some organisations offer regular work to zero-hour contracts, and this results in a mutual obligation being met, meaning an employment relationship will be formed (Daniels, 2022). 
Fixed- term contracts could also be favourable for ParcelCare, especially during period of increased demand. Similarly to full time permanent contracts, fixed- term offers job security and stability for the employee for the agreed fixed term period. This contract can benefit ParcelCare as it more cost effective and can be used to plan ahead in preparation of the increased demand periods. Employees also do not need to give any notice period, once their contract date ends and if not extended by the employer their employment with expire (Silkin, 2023). It should however be noted that employees that have been contracted on a fixed-term basis for 4 years or more will be deemed as permanent employees and a new permanent contract would need to be issued, unless the continued use of fixed-term can be objectively justified (Silkin, 2023).
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)
Effective onboarding is a key component in ensuring your new employees feel welcomed, valued and gain a realistic insight into the organisation they will be employed in. The onboarding process should begin once a job offer has been made, this is where first impressions will be made and will have a major impact on the employee’s integration within the team and ensures job satisfaction (McCartney, 2024b).
Within ParcelCare it is vital that you reassess your current onboarding process, although this process is quick and may be cost effective, it could have negative implications in terms of retention, job satisfaction and could be detrimental to your organisation’s reputation. Instead ParcelCare should introduce new processes, starting with ensuring that clear, consistent communication is had with new starters from when they first accept the job offer until they start their new role, enabling you to build working relationships with them and providing a channel of trust. 
Effective onboarding also ensures that adequate pre- employment background checks are completed, for example DBS checks, driver licence checks, right to work checks, previous employment references. Background checks ensure the organisation do not face critical consequences such as, a risk of fraudulent activity, legal liabilities, unsuitable candidates and increased employee turnover (Rayner, 2023). 
The use of technological systems such as HR platforms will ensure that your onboarding remains accurate and consistent, you can use these platforms to automate your processes and track your new starters onboarding, thus allows ParcelCare to still work towards their organisational goals (Mohdzaini, 2021). Having a virtual platform for the initial onboarding is effective, however, face to face contact should be incorporated as much as possible during the induction stage of onboarding. The induction stage typically involves the new employee filling out new starter forms, completing mandatory training etc. and having a face-to-face interaction during will be extremely beneficial for both the new employee and the manager. 
Effective onboarding is critical to an employee’s first impression and can play a significant role in job satisfaction and organisational commitment, thus the importance of getting your processes right should be apparent, by reassessing your current onboarding and adapting a more personal detailed approach you may see an increase in your labour attraction and retention within ParcelCare (Bowers, Thal and Elshaw, 2023). 
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