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Talent Management and Workforce Planning
A.C. 1.1 Despite being a long-established delivery service there are many factors that need to be taken into consideration when reviewing how to attract, recruit and retain staff.  It is essential that ParcelCare strategically positions itself in a competitive labor market. 
The CIPD Labor Market Outlook, 2025, recommends taking a strategic approach to workforce planning, refreshing attraction strategies, making fair, transparent pay decisions, using Artificial Intelligence responsibly to support, not replace people and reskilling employees for an Artificial Intelligence driven workforce. 
To take an effective approach to workforce planning it is essential to consider the external pressures on the labour market, the future of work, current priorities and what is trying to be achieved.  In order to create informed workforce plans it is important to consider internal and external influences, this can be done by carrying out a PESTLE and SWOT analysis.  A PESTLE analysis identifies external factors and allows organisations to scan the horizon for opportunities and threats, whilst a SWOT analysis identifies internal strengths, weaknesses, opportunities and threats. Gaining an insight into the workforce also informs workforce planning, factors to be considered include demographics, competencies, job types, contracts and skills.  By completing a critical roles analysis, ParcelCare will gain an understanding of which roles have a strong impact on the business, the roles that require a unique skillset or knowledge base and the roles that need to be filled urgently. A gap analysis can also be carried out which will inform us of what workforce and skills the organisation has available and what will be needed in the future. (CPID, 2025).
Refreshing attraction strategies, making fair and transparent pay decisions, reskilling staff and using AI responsibly will all contribute to the organisation positioning.  According to Wendland, 2021, refreshing a brand should be rooted in a strategy, there are many reasons for doing so and pressure from competitors is a legitimate reason.  Branding allows organisations to differentiate from others, allowing them to recruit, retain and engage the best talent, the brand should reflect how they are perceived as an employer for potential and current employees.  It is important the brand reflects the experience of employees.  Development of a strong employer brand will attract new talent, and reflect the organisations positioning on fairness, transparency, reskilling and using new developments responsibly. (CIPD, 2024). 

A.C. 1.2  When considering future resourcing decisions it is important to understand the economy and labour market, considering the method people are using to make, buy and sell goods and services, how money is being exchanged between people and governments and the impact this has on the value of resources, assets and goods.  Organisations should  review their operations considering new ideas, machinery and software.  Employee engagement is one of the biggest contributors to productivity and sustainability, employers who invest in skills and continuously adapt their management methods to the needs of the business to get the best out of their employees. (CIPD, 2025).
The quarterly CIPD Labour Market Outlook provides employers with an early indication of changes to the labour market around recruitment, redundancy and pay. This can provide insightful information about the recruitment and redundancy outlook, job vacancies and pay outlook providing recommendations for employers, this should be reviewed regularly when considering the impact that the changing labour market could have on resourcing decisions. (CIPD, 2024).
A PESTLE is an essential analytical tool when considering the changing labour market and its impact on resourcing, this informs employers of Political, Economic, Social, Technological, Legal and Environment factors that need to be considered depending on whether there is a tight or loose labour market and the impact each of the factors may have on the business.  
Political changes that could impact ParcelCare include government policies on immigration and trade, restricting access to international workers.  Economic factors include rising employer national insurance, inflation, economic growth, and wages.   Social changes to the labour market which have been forecasted for some time include an ageing workforce and the employees demand for a more flexible work life balance.  Technological advances that may impact ParcelCare include digital logistic systems, automated sorting and dispatching, GPS tracking, the use of apps and contactless delivery using secure lockers, all of these factors require investment and more advanced skills.  ParcelCare will face additional time, knowledge and finances due to the legal implications of increased minimum wage and employment law changes.  Environmental factors that impact ParcelCare will include the need to lower emissions and consider electrical vehicles. (VQ Solutions, 2025).  
In addition to a PESTLE it is useful to also complete a SWOT analysis, this will allow ParcelCare to identify their Strengths, Weaknesses, Opportunities and Threats, when cross referenced with the findings of the PESTLE this can inform effective strategic planning. (CIPD, 2025). 

AC 2.1 Workforce planning is an opportunity to analyse the current workforce and the skills they have whilst considering future workforce requirements and the skills needed to ensure the company achieves its strategic objectives whilst preparing for the future.  
In order to add value, workforce planning needs to be approached positively, with a commitment from senior managers, people professionals, learning and development, data analytics and line managers, ensuring everyone involved understands their responsibilities and commits to the process and outcome. Workforce planning requires time and commitment, despite this there are many benefits.  
Despite ParcelCare struggling to recruit and retain staff immediately, workforce planning focuses on the future of the business, bringing  together strategy and operational planning, ensuring talent is available when needed. This may be a timely process and may not provide immediate solutions but it ensures that informed decisions are made with the intention to identify the gap between current and future workforce achieving the business objectives with appropriate talent and skills.
There are many benefits to workforce planning, not only for ParcelCare but for the employee and these benefits will support us to attract and retain appropriate staff in future.  In the long run workforce planning can reduce staff costs by identifying customer needs and inefficiencies in achieving targets.  It also improves staff productivity and retention as well as employees wellbeing which provides long term costs savings.	 (IOD, 2025).
Workforce planning may seem like a large task, however,  avoiding workforce planning carries risks, especially when it hasn’t been carried out for a long period of time. Outdated workforce planning can put too much focus on the tasks of a job and not the skills requirements.  Focusing on skills can develop the business as well as encouraging individuals to adapt to continuous business changes if need be.  Consequences of avoiding the need to analyse skills creates a risk of being left behind by other organisations, leading to unachieved objectives and missed opportunities.  The future of business is being dictated to by the rapid integration of Artificial Intelligence, it is important to ensure current skills are utilised and future talent have the ability to not only complete the job now but to develop with changing requirements of the business. (Foresight, 2023). 
According to West,P, 2024, Director or Pegasus Couriers, thoughtful planning and good forecasting are key to successfully managing a courier company.  Based on his experience he encourages accurate planning and the incorporation of using advanced technology and artificial intelligence to forecast volume and reduce inventory.  The use of technology is essential to automate tasks, analyse data optimise routes and prepare drivers.
This evidences the need to workforce plan and consider the skills needed against  current skills to ensure we have the talent to be able to successfully run the business using technology advancements with potential cost savings in the long run. 

A.C.2.2 There are many techniques that are available to support the work force planning process and there is an abundance of data available within the organisation to support the process.  The first step towards workforce planning is establishing a baseline, this involves gaining an understanding of where we are at, what we are trying to achieve, gaining a clear insight into the workforce we have and the workforce we need to meet the long term business objectives.
A PESTLE analysis will inform us of the external pressures that need to be taken into consideration providing an insight into Political, Economic, Social, Technological, Legal and Environment factors impacting the company.  Alongside the PESTLE a SWOT analysis will allow us to analyse our strengths, weaknesses, opportunities and threats. (CIPD, 2025).
Carrying out a PESTLE provides an understanding of the wider business environment, encourages strategic thinking and anticipates future threats as well as opportunities to take action to avoid threats and exploit opportunities.  The use of data does prove to be a risk when carrying out a PESTLE, there needs to be a balance between using too much data and over analysing as well as using too little data which will not inform evidence based decisions. (CIPD, 2025).  The risk of too much or too little data also applies to carrying out a SWOT analysis,  however it does encourage senior managers to focus on strengths and build opportunities whilst anticipating internal threats creating opportunities to minimise threat.  (CIPD, 2025).
When considering the current workforce there are many sources of data available, these include employee records and internal organisational data on finance, operations and achievements.  This data will provide opportunity to analyse skills, job roles, competencies, contracts styles, this creates opportunity to  identify critical roles within the business and the gaps.
Despite there being some disadvantages to carrying out a SWOT and PESTLE, when used alongside effective data the advantages outweigh the disadvantages.  The outcome of these techniques allows you to assess your current workforce considering the talent that is needed and whether we are applying the correct to attracting and retaining the talent we need whilst reviewing the labour market which will inform the workforce demand by the company.  This information will allow a gap analysis to be carried out, this technique will then inform an action plan.  A Gap Analysis will allow us to identify the gap between the supply of our workforce versus the demand and will inform us how to manage future gaps between supply and demand.  (CIPD, 2025). The gap analysis will provide future insights but will support us to avoid having the attraction and retentions we are having now in the future. 


A.C 2.3  There are many advantages to our current recruitment process of advertising on our website that include cost saving, instant, easy, posting and content are flexible and it makes managing the process accessible. However there are weaknesses within this process, by only advertising on the company website we may limit our audience to only those who already know about us and actively seeking to work with us, there may be many suitable candidates who don’t know about the organisation who are being missed.  There may a mismatch in skills, a person who has manual practical skills may not have the skills or experience of online job search and application but may have the appropriate skills for the job. (Phillpott, 2024).  
A line manager conducting interviews with shortlisted candidates provides ease in making arrangements for interview, the interview can feel more relaxed and provides an opportunity to understand the candidates personality, however the line manager may not have the skills and experience to get the most out of candidates, in the situation of more than one candidate there could be concerns over how decision is made and whether it has been done objectively against criteria in this scenario thie candidate doed not always gain the opportunity to gain an insight into the companies values. (Long,  2023).
Another way to advertise a vacancy is by using job search sites, this will attract people who may not know about the organisation and encourage a wider target audience, This will also improve brand awareness, even if a candidate decides against applying it will inform people of the company and its services.  (UK Recruiter, 2024). By using this method it can be costly as there is often a cost attached to recruiting using a job search site and it can also lead to a higher volume of unqualified applicants which can be timely. (Miller, 2020).
Candidates can be interviewed by a panel of interviewers, this approach allows there to be more than one person involved in the interview, bringing different perspectives and ensuring consistency and fairness allowing any bias to be challenged.  This approach can be intimidating for the interviewee and can be complicated to arrange as many people schedules need to be considered. (4 corner resources, 2025).
Taking into consideration the different ways of promoting jobs, both methods discussed are useful but considering the weaknesses it is beneficial to consider more than one method of advertising to widen the audience and encourage a broad range of applicants, according to Acas, 2025 vacancies should be advertised in 2 different places in order to widen the range of people and reduce the risk of discrimination.  As much as advertising on a job site broadens visibility compared to advertising only on the company website Acas suggests using only online methods may limit the vacancies being seen by people of a certain age or background, this suggests that two or more methods should be used and advertising only online should be considered depending on the target audience.
A panel interview allows for fairness and consistency but a one to one interview can create a more relaxed environment, the main priority is the candidate is judged fairly, a panel interview or an interview by a line manager could be carried out as long as all parties involved have appropriate training on how to conduct an interview, providing set questions and a formal scoring matrix can ensure consistency and fairness regardless of whether a panel interview or one to one interview is conducted. (Ashendon Recruitment Ltd, 2024). 

A.C. 3.1 To understand employee turnover rates and identify whether ParcelCare’s turnover rates are higher than they should be it is important to understand whether the turnover has been avoidable or unavoidable.  Avoidable turnover is when an employee leaves an organisation for reasons that could have been addressed by the employer, such as, lack of career development, poor management or they are unsatisfied with pay and conditions.  Unavoidable turnover is when an employee leaves the company for reason beyond the employers control, these may include, retirement or change in personal circumstances. It is important to understand when somebody leaves for avoidable reasons and what these are and use this information to consider ways to overcome this.  Unavoidable turnover can sometimes be planned for through workforce planning when considering the demographics of the workforce.(O’Sullivan,  2025).
Push factors are reasons why employees leave a workplace and pull factors are the reasons employees are drawn to work for alternative organisation’s or are pulled to stay with an organisation.  Push factors include lack of career development opportunities, lack of flexibility resulting in a poor work life balance, poor management and roles that cause high stress levels.  Factors that pull employees towards an organisation include attractive pay and benefits, opportunities for growth, suitable location and an organisations with a positive culture (Orr, 2021).
According to the CIPD, 2024, there is a prediction that there is likely to be a reduction in turnover, however this does not reflect in ParcelCare’s turnover, it is important to understand why this is and if the reasons are related to avoidable turnover we need to consider the pull factors that can be implemented to retain staff and this may provide us with solutions as to how we can attract new talent.  The CIPD suggests employers should invest in staff through continuous professional development and upskilling.  This will create a more attractive workplace as well as contributing to productivity and meeting the demand of any future change in the business. 


A.C. 3.2 Realistic job previews can avoid the situation where individual leave after a short period of time as the job did not meet their expectations.  This avoids investing time recruiting, selecting and onboarding new employees only for them to leave shortly afterwards. To provide a realistic job preview it is helpful to consider what information is important to candidates, this can include their responsibilities, the amount of autonomy they can expect, where the job sits within the structure and typical progression routes.  It is important to give employees an opportunity to ask questions and understand the role as well as gain a feel for the company culture.  All of these factors will allow them to make an informed decision about whether the job is right for them. (Robson, 2024).
An effective induction allows new employees to understand more about the organisation, provides an understanding of the job role, build relationships with colleagues and provides learning and development opportunities. (CIPD, 2024).
Job enrichment involves providing staff with the opportunity to develop through providing additional tasks, responsibilities, creating autonomy and providing feedback with the intention of making roles more satisfying, by ensuring employees are satisfied this improves and maintains motivation which results in employees being happy in their roles and the company having a low turnover (Van Vulpen, Verlinden, 2025).
By hsving a rewards package that meets the needs of the employees and the employers, by offering a rewards package that includes pay and benefits employees feel invested in.  Employees expectations are increasing and employees want to feel valued and recognized.  Employee recognition provides employees with a sense of belonging which improves motivation and confidence. (NRG,20205).
Despite all of these retention methods having its benefits, based on ParcelCare’s current problem of retaining staff due to the amount of labour market competitors it is likely that individuals who enter the role of warehousing have a clear idea of what to expect  when previewing the job, induction is an important when embedding a new employee and results in them staying with an employer, however, in this situation current warehouse staff who have already applied for the role and settled into the company are likely to be moving to competitors based on what they are offering, it is important to make a comparison to the labour market and provide job enrichment and rewards that are competitive with the current labour market to encourage employees to stay. 

A.C. 3.3 Dysfunctional turnover is when high performing staff leaving a company at a higher rate than the lower performing staff.  The term dysfunctional  reflects the negative impact this has on a business.  When high performing staff leave it isn’t just turnover costs that are incurred. There is a reduction in productivity when high performers leave a company, there is a loss of creativity and innovation, high performers usually identify potential growth and development opportunities, there is a loss of knowledge as the high performers take their knowledge with them and the loss of high performers can impact the company culture as lower performers don’t have role models who create positivity to inspire and influence them.
In order to address dysfunctional turnover it is important to understand why high performers are leaving, there are many potential reasons which include lack of career development, poor work life balance, negative culture, lack of recognition, feeling burnt out and a negative view of leadership.  In order to address the employee turnover it is important to gain an understanding of the real reasons that are causing it.  This can be done through exit interview in order to gain an understanding of why people want to leave the company, conduct employee satisfaction surveys, continuously review rewards and benefits and compare to the labour market and consider ways to enrich the employee experience. (Cosentino,  2025).
By understanding and addressing dysfunctional turnover Parcel Care can gain avoid future dysfunctional turnover and improve retention which will eventually improve productivity, reduce not only turnover costs but the indirect costs of dysfunctional turnover, improve the company culture which in turn will also attract future talent when recruiting which addresses the problems we have recruiting. (Kieckhaefer, 2024).  

A.C.4.1 A permanent, full time contract often attracts and retains employees as they provide a stable income and job security.  This is also a benefit for the employer as it allows informed planning and guaranteed drivers.  Employees will receive benefits including holidays, paid sick leave and pension schemes.  A permanent full time contract provides employees with work life balance, allowing them to plan and it is likely they will receive a driving schedule.  Despite there being many advantages particularly for the employee permanent positions often lack flexibility for the employer, there is limited scope to plan a workforce depending on demand, during quitter periods there may not be enough work for all drivers and during busier periods contractual agreements may limit the drivers scope to meet the demands of the business. (Lee, 2024)
A zero hour contract can be used to add flexibility to the workforce, a zero hour contract arrangement could provide ParcelCare with a bank of staff who can be called upon to meet the demands of the business.  They are suitable for business who experience peaks during busy periods, The employer is not obliged to offer work however the downside to this is that employee is not obliged to accept any offer of work and the lack of stability and income can sometimes put employees off resulting in difficulties attracting staff (Daniels, 2022 pg 66).
A fixed term worker applies to someone who is employed for a fixed period of time and this is agreed from the outset.  It allows employees to be recruited for a purpose or task but when this has been met there is no obligation to offer any further work.  Fixed term workers should receive the same pay and benefits as permanent employees which can attract workers to fixed term posts. (Daniels, 2022, Pg 68).
HR solutions, 2023, recommends considering a variety of contracts for business who face peak periods across a year.  Full time permanent contracts meet the consistent demand of work that can be forecasted, it provides skill, knowledge, expertise and commitment from employees which benefits productivity, culture and achievement for the employer.  In addition to permanent workers zero hour contract workers can provide resource on standby on an as and when basis allowing to meet unexpected busier periods.  Fixed term contracts will be suitable for predictable busy periods when permanent workers cant meet the demand, this busy time is predictable so can be planned for In advance.  In addition fixed term workers may help attract future permanent workers which will overcome some of the current challenges.  If a fixed term worker proves to be valued worker and they value the company’s culture this could attract them to apply for future jobs. 

A.C. 4.2 To overcome the concern over retaining staff ParcelCare needs to consider the employee experience when they start with the business.  A successful onboarding strategy will not only retain staff but it will increase employee engagement which will have a positive effect on productivity and customer satisfaction. (Newhouse, 2022).
Onboarding contributes to employee life cycle providing employees with an understanding of their role and the company they are working for, it provides the basis for building strong working relationships with between the new employee and employer, introduces new employees to the culture and will contribute to quality delivered and productivity. Effective onboarding starts as soon as a contract is signed, providing them with any pre starter information that will support them ahead of their first day.  When an employee starts a structured onboarding process should be put in place, this can last up to 1 year depending on the role.  It is important the progress with onboarding is used as a measurement tool to discuss progress and identify development and support needs, this can be done through an introduction of forms of there is software available which provides a consistent, standardized approach.  (Verlinden, 2025).
The short onboarding experience that ParcelCare currently offer to new employees  increases the risk of the employee having a negative experience which could result in poor productivity, low employee engagement and is likely to be contributing to the current concern over retaining staff. By improving the onboarding experience and the employee experience this is proven to improve the culture of the organisation, not only resulting in employee retention but it can also contribute to attracting more talent  (Conway, 2024). 
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