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1. Explain how ParcelCare can strategically position themselves in competitive labour markets. (AC 1.1)
Taylor and Woodhams (2022a, p. 52) notes that in order for an organisation to achieve success, its sourcing strategy must be founded on attracting the appropriate personnel and distinguishing it from the competition.

When it comes to positioning ParcelCare in the competitive labour markets, ParcelCare needs to be more inventive. In 1985, Michael E. Porter published the theory of competitive advantages, which states that organisations gain a competitive edge by taking risks, applying pressure, and being innovative (Porter, 1990)

Before entering the competitive labour market, ParcelCare should conduct a competitor analysis. This will evaluate direct and indirect competitors on what they are offering, salary, employment security, training are just a few to name. According to Taylor and Woodhams (2022b, p. 53) this could be done by using a SWOT analysis, which is a planning tool which seeks to identify the strengths, weaknesses, opportunities and threat of an organisation (CIPD, 2024a). 

ParcelCare can have a strong position in the competitive labour market by offering flexible and hybrid working arrangements. According to CIPD (2024b), the demand for these has grown, and they are key to attracting and retaining talent. 42% of those who offer these say it has increased engagement and 45% say it has increased retention.

There is also the matter of organisational positioning and employer branding specifically, how ParcelCare intends to present itself in the labour market. Taylor and Woodhams (2022c, p. 54) state that the optical strategic goal is to be perceived as an 'employer of choice', which includes paying well and treating people positively. Employer branding is about presenting ParcelCare in the labour market in the best possible way, so that potential employees want to work for ParcelCare more than the competitors. It is imperative for ParcelCare to bear in mind that branding must accurately portray the reality of working for the organisation. False claims may disappoint prospective employees, which could adversely impact the organisations reputation. The main thing that should be done is to look at the employment experience to see what makes it different from other organisations. After doing this and finding out what makes ParcelCare different, the next step is to make slogans and statements that explain the main ideas to both current and new employees.



2. Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2)
ParcelCare must comprehend how the labour market is changing and how it affects the organisation in order to make the best decisions. An indicator of the UK labour market that looks ahead is the CIPD Labour Market Outlook. It provides an analysis of recruitment, redundancy, and pay intentions, as well as unique insights into labour market topics (CIPD, 2024c).
Decision-making may change as a result of two significant changes in the labour market. The labour market's degree of tightness or looseness is determined by supply and demand. Tight labour is said to be when there are periods of high demand and more job opportunities than job seekers and loose labour is the opposite, with fewer vacancies and jobseekers (CIPD, 2024d). Before ParcelCare recruits in a tight or loose labour market, the recruitment process should be reviewed to determine whether or not changes are required. If the market is tight then ParcelCare will need to invest in more employee training, pay the employees more and they can invest in employee productivity (Indeed, 2019). This will have a cost effect on ParcelCare with employing new people. 

Changes in labour markets, such as legislative changes, can have an impact on resourcing, as it can attract the increase in demand for employees, such as restrictions on employee hours, equal pay (Parliament, 2022). ParcelCare may also choose to implement training and development initiatives targeted at improving staff members' competencies in order to better meet the demands of the company. By making this adjustment, ParcelCare will be able to hire a more productive workforce and better manage the effects of shifting resource availability (CIPD, 2022).

Changing labour markets such as development in technology advances in terms of recruitment technology can also have an impact, as the need for technical expertise is in demand (Taylor and Woodhams, 2022d, p. 33). Employees can communicate with organisational managers efficiently via a variety of platforms thanks to modern technology, which can help with volume hiring by having more flexibility and also saves time and money by eliminating the need for in-person interviews. CIPD (2024e) rescoring and talent planning report states, according to those who use AI, 66% said it increases hiring efficiency and 62% says it makes more relevant data for resource planning available.


3. Analyse the impact of effective workforce planning, making clear how ParcelCare could benefit from this activity. (AC 2.1)
The process of balancing labour supply (skills) against demand (numbers needed) is known as workforce planning. For any organisation to fulfil its mission, goals, and strategic plan, it entails analysing the current workforce, estimating future workforce needs, identifying the gap between the present and the future, and putting solutions into place (CIPD, 2024f). By ParcelCare carrying out workforce planning it is helping the organisation to accomplish the general workforce goals and objectives. Through improved decision-making regarding the future personnel requirements of the organisation, workforce planning can facilitate sustainable organisational performance.

Effective Workforce planning will have various effects on ParcelCare. One of them, ParcelCare, will benefit as it is all about getting the right people in the right roles at the right times. Effective workforce planning contributes to productivity and overall business performance, (Brightmine, 2024a).
Reduced labor costs, increased employee retention, better productivity and quality output, work-life balance for employees, efficient identification, and response to evolving customer needs, and focused people development are some benefits of ParcelCare implementing workforce planning (CIPD, 2024g).

When carrying out workforce planning, ParcelCare will notice that it ensures that the work is done effectively. It will focus timely on recruiting and the development of employees in order to avoid excessive costs or the risks of unfilled vacancies. Additionally, it will benefit the current workforce by facilitating smoother adjustments, assisting with redundancies, and improving individual employability and career opportunities (Brightmine, 2024b). It can improve the efficiency and cost effectiveness of the recruitment process, while still acquiring quality talent (Indeed, 2023). 
Improving ParcelCare’s performance through its people can be achieved by better alignment of skills, programmes, teams and day-to-day work with the strategy, objectives and goals of 
ParcelCare (Sparkman, 2018a).
By preventing delays and labour supply distractions that affect ParcelCare’s performance, efficient workforce planning can lead to increased productivity and higher-quality output. A clear pattern for the supply and demand of employees within an organisation is established by effective workforce planning, which also enables organisations to meet production targets (Sparkman, 2018b).




4. Evaluate techniques that can be used to support the process of workforce planning. (AC 2.2)
One essential component of people practice is supporting the workforce planning process, which calls for efficient communication between HR and other stakeholders in an organisation. 
In order for any organisation to fulfil its mission, goals, and strategic plan, it entails analysing the current workforce, estimating future workforce needs, identifying the gap between the present and the future, and putting solutions into place (CIPD, 2024h). Figure 1 below shows the cycle of workforce planning. 
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Description automatically generated]Figure 1: Workforce Planning Cycle (CIPD, 2024h).
One technique that can be used to support with workforce planning and to help with understanding external pressures is a PESTLE analysis. External pressures are things outside of the organisation that cannot be controlled. A PESTLE examines six key factors, including political, economic, sociological, technological, legal, and environmental. The process of monitoring and evaluating each of these external factors and their potential impact enables one to formulate business thinking and planning. To identify the internal elements, areas of strengths and where there might be opportunities or threats to Parcel Care, a SWOT analysis can be used (CIPD, 2023a). 
A negative for using a PESTLE is that any of the six factors could change in a matter of hours. For example, a new law could come in overnight (Frue, 2018). 

Another technique that can be used is forecasting demand.  This involves asking the following questions to find out what skills will be needed for the organisation in the future. 
· What has to be done.
· How best to split these up into distinct job roles? Considering contracts, full-time work, and part-time work. 
· The skills required for each position.
There are many ways to answer the above questions. One can be a systemic technique that examines past patterns to anticipate future ones. It is also essential to have the knowledge and experience of senior staff, which is known as managerial judgment. Lastly, there is the process of estimating the cost, which commences with the future budget and proceeds to determine the number of staff members that can be afforded. Through these kinds of activities, Parcel Care ought to be able to determine the general job roles that are required, the number of employees needed for each, and the skills required. Specific job descriptions and personal specifications can be created using this information (Taylor and Woodhams, 2022e, p. 39). The downside to forecasting demand is that there can be too much or too little inventory (LinkedIn, 2024). 


5. Evaluate the strengths and weaknesses of two different recruitment methods and two different selection methods. (AC 2.3)
 A strong and successful recruitment method that ParcelCare could use is that of internal recruitment. By using internal recruitment, it will show that ParcelCare are committed to growing their people and it does not have the higher costs of advertising on job boards and job sites. The employee is already familiar with the company and there can be a quick start date (CIPD, 2023b). The employee also might know of someone who is looking for employment. There are however some weaknesses for recruiting internally and this is having a gap from the employee who has taken the new role. It might also cause friction and resentment from other employees, a supervisor might feel that are losing a good team member (Iqbal, 2022).
ParcelCare can also use recruitment agencies to recruit new employees. As with recruitment agencies they will provide the organisation with a vast number of applicants who have the expertise and skills in the role that ParcelCare are looking for. By using a recruitment agency, it will also save time for ParcelCare as they will not have to post the jobs adverts, sift through the CV’S and contact potential candidates (Reed, no date). A potential weakness for using recruitment agencies is the cost and that you are outsourcing to a provider that might not be suitable for the organisation, they might only recruit for a certain sector (CIPD, 2024i).

A selection method that ParcelCare can use is work samples. These are used when the organisations ask candidates to complete some element of the job role during the selection process. They can include role-playing and group actives. A strength for using work samples is, it offers much more valid measure of each individuals suitability for the role. A weakness for using these is that they can be very costly (Taylor and Woodhams, 2022f, p.45).   
Ability and personality tests also known as Psychometric testing is another good way for selecting the correct candidate. There are a number of tests that can be used and can be catered to the specific role. CIPD, (2023c) say the following, “Evidence suggests that standardised tests or tests of cognitive ability can be good predictors of job performance”. A weakness for using these tests is that there could be potential equal opportunities issues, certain groups might need it to be adapted, or they are at a disadvantage. 




6. Differences between avoidable and unavoidable turnover and differences between push and pull factors. (AC 3.1)
Avoidable turnover in an organisation is when it cannot be avoided. The employee leaves for reasons that could potentially have been addressed by the management team. This could be down to a number of reasons, including basic pay, benefit or even treating people fairly. According to Taylor and Woodhams (2022g, p.54) this category accounts for 90% of employee departures. To prevent avoidable turnover the employer can look at giving the employee a pay increase or a promotion. Having regular one to one meeting with employees to see if there are any issues that can be addressed before avoidable turnover can happen.
Whereas unavoidable turnover is when the employer is unable to prevent the employee from leaving. This could be, due to retirement, moving locations or even illness (Taylor and Woodhams, 2022h, p. 50). 

When an employee feels pressured to look for other work because they are unhappy in their current position, that is a push factor. When an employee finds something outside of the company more alluring, such as a new job, that is a pull factor (CIPD, 2024j). 
If a push factor is due to the employee having worries about their work life balances, then this could be where the employer looks at being flexible. When it comes to working hours and times, the employer can try and accommodate individual preferences. Additionally, it is critical to keep an eye on workload and make sure it can be handled during business hours. Another factor could be attributed to the employee's well-being and inadequate management. To improve this, management can develop their people management skills in areas such as workplace stress and presenteeism (CIPD, 2024k).

When an employee feels that there is more opportunities and development in another job that is called the pull factor. This could be where there is the chance to gain more experience and take on more responsibility in another organisation. It could also be down to salary expectations and the new organisation offers a more attractive salary and benefits program (Bevan, 2023).




7. Compare the following retention approaches: realistic job previews; induction; job enrichment; and reward. (AC 3.2)
An organisation's plan to lower employee turnover, stop attrition, boost retention, and promote employee engagement is known as a retention strategy.

According to the Department of Education, (2022). Realistic job previews give candidates a "try before you buy" look at the organisation by letting them see some aspects of a typical workday. These frequently result in increased job success and retention rates. Additionally, they present the organisation and the position in an honest and credible manner. Higher levels of trust for the applicants may result from this. When they begin their first day at ParcelCare, applicants will know what to anticipate. There will not be any high standards.

By having a good induction program, ParcelCare will benefit from having reduced turnover, absenteeism, it will increase employee commitment and job satisfaction. The experience of employees before their first day of work is becoming more and more important to organisations. Specifically, making sure pre-employment communications are interesting and connecting new hires with one another before they begin work through social media (CIPD, 2023d).  Poor inductions can lead to staff feeling isolated and unclear what their job role is, and they may not understand the values and culture of the organisation, therefor leaving the organisation (Briggs, 2019). 

Giving employees more responsibility and variety in their work is a tactic known as "job enrichment," which is used to inspire employees. The idea is to allow employees to have more control over their work. By doing this it is allowing the employee to have job satisfaction, and they are less likely to resign. However, if ParcelCare considers the time required to train each new employee and if they are not making every effort to make the employee feel challenged and enriched, the time and money spent on this task may prove to be in vain.

One strategy that people managers in ParcelCare can use to cultivate and retain talent is to implement fair and equitable rewards. Rewards can be, cash payment and a broader benefits package, like private health insurance, may be included. Additionally, it can cover broader benefits for workers; the phrase "total reward" is occasionally used to refer to non-cash benefits like flexible work schedules (CIPD, 2024l). The downside to this is that of the cost of the rewards or benefits for the organisation and the organisation need to keep an eye on the labour market to see what their competitors are offering (Taylor and Woohams, 2022i, p.67).
Table 1: comparing retention approaches 



	Retention Approaches
	Cost
	Effectiveness
	Resources

	Realistic Job Previews 
	Reduces turnover costs and dropouts 
	Candidates who join after a job preview tend to stay longer.
	Needs current employee on the day to shadow.

	Induction
	Reduced turnover – cost for induction 
	It increases employee’s commitment and job satisfaction
	Can be costly – needs induction pack, manager taking induction, so have to cover their normal duties

	Job Enrichment
	Reduced turnover – cost for training 
	Job satisfaction 
	Employee to have more training in certain areas - 

	Rewards
	Added cost to business but reduced turnover
	More candidates will apply. Increase retention
	Benefit packages to be bought and monitored. 





8. Explain the impact of dysfunctional employee turnover. (AC 3.3)
When high performing, skilled employees leave an organisation, it has a negative impact on the organisation, this is known as dysfunctional turnover. This can be extremely costly for the organisation, the cost being both direct and indirect (Taylor and Woodhams, 2022j, p.49). ParcelCare must take into account a number of factors, as indicated in figure 1.2 in order to determine the total cost of dysfunction turner and how it impacts the organisation.
                                
Figure 1.2: Direct and Indirect cost of turnover, ((Douaidi and Kheddouci, 2022).
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Firstly, the senior team will need to find out what is causing the dysfunctional turnover and try to work out the calculations. 
When competent employees depart, the organisation loses critical skills due to dysfunctional employee turnover. Future developments and the organisation's productivity are impacted by this. For instance, ParcelCare’s development will be slowed if it loses all of its skilled employees due to dysfunctional turnover because there will not be anyone left to fill any management positions that may open up within the organisation. This will also have an effect on recruiting new employees as the new hires will take time to get to the same level of efficiency as the employees who have left. The remaining employees will have a heavier workload as a result of dysfunctional turnover, which may have an impact on their morale and productivity. This can therefore be expensive for the company because performance and production rates will drop (CIPD, 2021).
There is also the impact of customer satisfaction, and service quality as customers might experience delays or even errors with their parcels due to the understaffing or inexperienced employees (Taylor and Woodhams, 2020i, p.50).
Deliberately lowering dysfunctional turnover in ParcelCare will save money and result in a motivated, effective workforce (Cosentino, 2022).


9. Assess the suitability of permanent, full-time contracts for delivery drivers as well as two other types of contracts (AC 4.1)
A legally binding agreement between an employer and employee is known as an employment contract (Ayling and Suff, 2023). 
The Employment Rights Act 1996 states that the UK accepts a variety of employment contract types. A written statement of initial employment particulars must be given to all employees and workers. This needs to be given at least on the first day of work (Legislation, 2024).

Permanent full-time contract – 
A permanent full-time contract is an employment agreement that lasts for a long time until either the employer or the employee chooses to end it, usually with notice. One of the main features of having permanent contracts is that is offers job security and stability to the employee (Carmima, 2021). However, with the demand for delivery drivers fluctuating, permanent is not best suited for delivery drives for ParecelCare. This is because with a permanent contract you are agreeing a set number of hours and salary to the driver. If the need for deliveries decreases, that employee would be left with no work, but ParcelCare would still be paying those employees fixed costs, including, salaries, benefits and payroll taxes, meaning ParcelCare is at a loss (Grace-Fernandez, 2023).

Self-employment – 
CIPD, 2018 state that, it was found that self-employed people are significantly more engaged in their work than employees. Another reason having self-employed drivers, is the overall cost. Self employed
do not received holiday pay, paid time off for family leave and they do not need to be paid the NMW OR RLW (Daniels, 2022a, p.45). Therefore, has less of a cost implication to ParcelCare.  Also, a lot of self-employed drivers will use their own vehicles, so no added cost to ParcelCare. With having self-employed workers at ParcelCare it allows them to have a better work life balance, they can create their own schedules. 

Zero-hours contract – 
Having zero-hour contracts at ParcelCare can enhance the organisation's flexibility. Having a pool of individuals who can be called upon to work in the event of an increase in workload. This works best for seasonal industries, for example, Christmas (Daniels, 2022b, p.71). With ParcelCare being a delivery service, Christmas time is expected to be very busy. ParcelCare can assign shifts on a daily or weekly basis without worrying about the quantity of work offered, which is another advantage of having zero-hour employees (ACAS, 2024). This agreement means that ParcelCare is not obliged to provide any work to the individuals if the need for delivery drives decreases. Therefore, it is cost effect, they only pay the employees when they work



10.  Explain the benefits of effective onboarding. (AC 4.2)
The process by which new employees adapt to their new positions and work environments is known as onboarding. Clarification of expectations, departmental and organisational information are key elements of a successful onboarding process. Getting the onboarding process right is a very vital part of a new starter joining the organisation. Stated in Taylor and Woodhams (2022j, p98) many organisations lose a lot of money as a result of employees quitting within the first 6 months of employment due to not having a good onboarding program.
An employee's experience with their new company can be significantly improved by a well-designed onboarding program, which can also significantly affect engagement and retention (Brightmine, 2024c). A successful onboarding procedure, as defined by the three-component perspective (corporate welcome, manager welcome, and coworkers welcome), significantly enhances new employees' work engagement and organisational affective commitment (Cesário and Chambel, 2019).

New employees’ main benefits for effective onboarding: 
· They become effective in their role.
· They feel that they are a valued member of their team; and engage with the purpose of the organisation and its values and culture.

For the line manager, a good onboarding experience gives them the opportunity to:
· Connect with their new team member quickly.
· Identify their skills and how they can be deployed.
· Identify what areas they need to develop; and
· Build a trusting relationship with them.

In order to improve retention, 28% of organisations have improved their induction/onboarding process, per the 2022 Resourcing and Talent Planning survey (CIPD, 2023f). It is crucial to remember that onboarding is not just for new employees; customised onboarding programs can be created for a variety of groups, including recently promoted staff, remote workers, and transferred employees.


References 
ACAS (2024). “Zero-Hours Contracts Available at: www.joinassembly.com/faq/what-are-the-cons-of-employee-recognition. [Accessed 8 Nov. 2024].

Ayling, Lisa, and Rachel Suff (2023). “Contracts of Employment. Available at: www.cipd.org/uk/knowledge/factsheets/terms-conditions-contracts-factsheet/. [Accessed 12 Nov. 2024].

Bevan, Stephen (2023).  “The “Great Resignation”: Is the Grass Always Greener? | Institute for Employment Studies (IES). Available at: www.employment-studies.co.uk/news/great-resignation-grass-always-greener. [Accessed 7 Nov. 2024].

Brightmine (2024). “Workforce Planning: The Fundamentals and Getting Started. Available at:
hrcentre.uk.brightmine.com/leading-practice-guides/workforce-planning-the-fundamentals-and-getting-started/164956/?keywords=workforce+planning+&searchrank=2. [Accessed 11 Oct. 2024].

Brigs, Bina (2019). “Recruitment, Induction and Retention. Available at: www.linkedin.com/pulse/recruitment-induction-retention-bina-briggs/. [Accessed 8 Nov. 2024].

Carmina (2021). “Everything You Need to Know about a Permanent Employment Contract. Available at: factorialhr.co.uk/blog/permanent-employment-contract/. [Accessed 12 Nov. 2024].

Cesário, Francisco, and Maria José Chambel (2019).  “On-Boarding New Employees: A Three-Component Perspective of Welcoming. Available at: 1465–1479, https://doi.org/10.1108/ijoa-08-2018-1517.

CIPD (2021) “Employer Branding | Factsheets. Available at: www.cipd.co.uk/knowledge/fundamentals/people/recruitment/brand-factsheet#gref. [Accessed 12 Nov. 2024].

CIPD (2022) | Tight Labour Market Will Force Organisations to Strengthen Employment Offer to Attract and Retain Staff. Available at: www.cipd.org/uk/about/press-releases/150222tight-labour-market-employment-offer/. [Accessed 11 Oct. 2024].

CIPD (2023) | Talent Management | Factsheets. Available at: www.cipd.org/en/knowledge/factsheets/talent-factsheet/. [Accessed 31 Oct. 2024].

CIPD (2023) Strategic Workforce Planning. Available at: www.cipd.org/uk/knowledge/guides/strategic-workforce-planning/. [Accessed 16 Oct. 2024].

CIPD (2023) | Induction | Factsheets. Available at: www.cipd.org/uk/knowledge/factsheets/induction-factsheet/#benefitseffectiveinduction. [Accessed 8 Nov. 2024].

CIPD (2023) | Selection Methods. Available at: www.cipd.org/uk/knowledge/factsheets/selection-factsheet/. [Accessed 31 Oct. 2024].


CIPD (2024) “CIPD | Employee Turnover & Retention | Factsheets. Available at: www.cipd.org/en/knowledge/factsheets/turnover-retention-factsheet/. [Accessed 6 Nov. 2024].

CIPD (2024) | HR Outsourcing | Factsheets. Available at: www.cipd.org/en/knowledge/factsheets/outsourcing-factsheet/. [Accessed 31 Oct. 2024].

CIPD (2024) | Resourcing and Talent Planning Survey. Available at: www.cipd.org/uk/knowledge/reports/resourcing-surveys/. [Accessed 9 Oct. 2024].

CIPD (2024) Understanding Economy & Labour Market | Factsheets. Available at:  www.cipd.org/uk/knowledge/factsheets/economy-labour-market-factsheet/. [Accessed 9 Oct. 2024].

CIPD (2024) | Reward | Factsheets. Available at: www.cipd.org/en/knowledge/factsheets/reward-factsheet/#reward. [Accessed 8 Nov. 2024].

CIPD (2024) “SWOT Analysis. Available at: www.cipd.org/uk/knowledge/factsheets/swot-analysis-factsheet/. [Accessed 9 Oct. 2024].

Cosentino, Jayla (2022) “Dysfunctional Turnover & 9 Ways to Fight It. Available at: www.aihr.com/blog/dysfunctional-turnover/. [Accessed 8 Nov. 2024].

Daniels, Kathy (2022) Introduction to Employment Law: Fundamentals for HR and Business Students. 6th ed., London, United Kingdom; New York, Ny, Usa, Kogan Page Limited, 2022.
Department of Education (2022). Using Realistic Job Previews to Attract Prospective Teachers. Available at: www.education.ox.ac.uk/project/using-realistic-job-previews-to-attract-prospective-teachers/. [Accessed 8 Nov. 2024].

Douaidi, Lydia, and Hamamache Kheddouci (2022) “A New Approach for Employee Attrition Prediction.” Graph-Based Representation and Reasoning, 2022, pp. 115–128, link.springer.com/chapter/10.1007/978-3-031-16663-1_9, https://doi.org/10.1007/978-3-031-16663-1_9. [Accessed 12 Nov. 2024].

Frue, Kiesha (2018) “6 Frustrating Disadvantages of PESTLE Analysis. Available at: pestleanalysis.com/disadvantages-of-pestle-analysis/. [Accessed 12 Nov. 2024].

Grace-Fernandez, Michael (2023). “Weighing the Pros and Cons: Contract Workers vs. Full-Time Employees. Available at: www.linkedin.com/pulse/weighing-pros-cons-contract-workers-vs-full-time-michael-a-fernandez/. [Accessed 12 Nov. 2024].

Indeed (2019) “How to Hire in a Tight Labor Market. Available at: www.indeed.com/hire/c/info/hire-in-tight-labor-market. [Accessed 11 Oct. 2024].

Indeed (2023) What Is Strategic Workforce Planning? Available at: uk.indeed.com/hire/c/info/what-is-strategic-workforce- [Accessed 12 Oct. 2024].

Iqbal, Sarah (2022) “What Are the Benefits and Disadvantages of Internal Recruitment? Available at: www.myhrtoolkit.com/blog/benefits-and-disadvantages-of-internal-recruitment. [Accessed 31 Oct. 2024].

Legislation (2024). “Employment Rights Act 1996. Available at: www.legislation.gov.uk/ukpga/1996/18/contents. [Accessed 12 Nov. 2024].

Linkedin (2024) “What Are the Advantages and Disadvantages of Each Demand Forecasting Method for E-Commerce. Available at: www.linkedin.com/advice/3/what-advantages-disadvantages-each-demand-forecasting-uxh4c. [Accessed 21 Nov. 2024].

Parliament (2022). “House of Lords - Where Have All the Workers Gone? - Economic Affairs Committee.” publications.parliament.uk/pa/ld5803/ldselect/ldeconaf/115/11504.htm. [Accessed 9 Oct. 2024].

Porter, Michael (1990) “The Competitive Advantage of Nations.” Harvard Business Review. hbr.org/1990/03/the-competitive-advantage-of-nations. [Accessed 10 Oct. 2024].

Sparkman, Ross (2018). STRATEGIC WORKFORCE PLANNING: Developing Optimized Talent Strategies for Future Growth. S.L., Kogan Page. Available at: www.koganpage.com/hr-learning-development/strategic-workforce-planning-9780749482015. [Accessed 10th Nov. 2024].

Taylor, S, and C Woodhams (2022). Managing People and Organisations. 3rd ed., London, Chartered Institute of Personnel and Development,


Workforce Planning Tools (2024). Available at: www.skillsactive.org.nz/home/te-ahumahi-a-rehia/why-develop-your-staff/workforce-planning-tools. [Accessed 11 Oct. 2024].

image2.png
Understand the
organisation
and Its
Monitor and environment
evaluate
actions

Workforce
planning
process

Determine
future workforce

Identify needs

workforce gaps
against future
needs




image3.png
Turnover costs

Direct

—

e

Recruitment
cost

Advertising cost
for new position

Orientation and
training of new
employee

Severance cost

Indirect

Lost knowledge

Loss of
productivity

Loss of
motivation

HHHI

Loss of trade
secretes





