3900 +/- 10%
(AC 1.1)
  Before creating a strategy, it must be analysed on where ParcelCare compare at present. Employer brand can be defined as a collection of attributes and qualities, that promises a unique employee experience that is attractive to individuals with similar values (CIPD, 2024a). Armstrong and Taylor (2020) advise employer brand is described as ‘a great place to work’. Key features of an employer brand include the reputation, fairness, development, work life balance, quality of leadership and management, core values and quality of service. A strong positive employer brand increases the likelihood that candidates will choose the employer over their competitors.
  A staff survey asking employees what they think are the best qualities, suggested improvements, how they rate the employer and if they’d recommend to a friend who was looking for work. Externally, a survey could be sent to previous candidates and sent across networking sites, asking for people’s perception, and including questions relating to competitors. Asking recruitment agencies would be beneficial for their insight. Independent data can be pulled from review sites like Indeed and Glassdoor. Data from ParcelCare’s jobs site could be collected to discover what sites people come from before landing here, and the percentage of click through. 
  It would be reasonable to choose 3-5 relatively similar competitors for comparison. Looking at sources like Glassdoor, indeed, and LinkedIn could give objective information from previous and current employees. Looking at their website on how they attract talent and speaking to recruiters on how they perceive the competitors. AI can collate the information and give an overview on the perception of an organisation, as it appears first on a google (Koch, 2025).
  Once the results are collected and collated, we conduct a SWOT analysis (CIPD, 2025a) to then create a strategy on how best position ParcelCare.  Strengths include ParcelCare is a long-established company with effective operations, and a positive reputation with a good a customer base. Weaknesses include ParcelCare difficulty to attract, recruit and retain talent. The threat becomes not being able to acquire the right skills through recruitment and retaining skills. Individuals with the right skills could be working at competing companies which means effectively delivering on their strategy, therefore attracting high calibre candidates. The opportunity is to then conduct the relevant research to see why those candidates and employees are choosing to work elsewhere, and for ParcelCare develop a strategy to attract, recruit and retain high quality talent. Some changes may be simple such as communicating the company mission and core values externally and giving insight into life at ParcelCare which will improve employer brand. CIPD (2024g) advise 81% of respondents to the Resourcing and talent planning report 2024 were working to improve their employer brand in the last year. Flexible working opportunities and improving pay and benefits offering was the most popular methods for private sector. 
 (AC 1.2)
  The economy has a direct impact on the labour market. Labour market refers to the type of work people who join the organisation are currently doing and where they’re coming from (CIPD, 2023a). The higher the demand for goods and services, the higher the demand for resources to supply these. Resources include people and increased levels of productivity (CIPD, 2025b). Currently, levels of employment for 16–64 year olds is high at 75.1%, and unemployment at 4.6%, described as a tight labour market (ONS, 2025b). The remaining percentage are those who are inactive, which are people who’ve left the labour market. 
  To measure the impact of the labour market on ParcelCare, we conduct a SWOT analysis (CIPD, 2025a). A tight labour market means it’s a candidate’s market. For ParcelCare to attract and recruit the best candidates, they need to ensure that they’re offering high quality roles and are providing fair rewards with additional benefits (CIPD, 2022). This gives the opportunity to review their offerings to new recruits and current employees. Developing current staff while utilising the latest technology may also give the opportunity to increase the job quality of current roles (CIPD, 2022). 
  With inflation at 4% in May 2025 (ONS, 2025a), the cost of living is increasing, people have less disposal income to spend on non-essential items. Over the years the percentage of online sales ratio has been increasing with a peak over the Covid Pandemic (ONS, 2025c). ParcelCare are affected by these trends which are decreasing over the last quarter. The rising National insurance costs, increase in national minimum wage (CIPD, 2024b) and increase pricing such as fuel adds additional costs for the same service, therefore less money to re-invest. The cost of childcare in the UK is also one of the highest in Europe with 3 of 4 working parents advising it’s becoming unaffordable (Parry, 2025). Parents are leaving the labour force, becoming inactive, contributing to labour and skills shortages. 
  The development of technology like AI is an opportunity to fill the gaps to complete monotonous tasks and reduce the workload of employees at ParcelCare (Parry, 2025). Equally, it could threat the roles of current employees. Alternatively, it could be an opportunity to review current work to focus on increasing productivity and work quality. 
 (AC 2.1)
CIPD (2024b) defines workforce planning as balancing the people and skills with the demands of the organisation. Is there sufficient resources available to be able to deliver a service effectively? The goal of workforce planning is to get the right people, in the right place, at the right time.   Steps of workforce planning include understanding the organisation, analyse the current and potential workforce, Determine future workforce needs, identify gaps against future needs, actions to address shortages, surpluses or skills mismatched, monitor and evaluate. 
CIPD (2019) – workforce planning could be planning the staff needed to cover shifts day to day. For it to be strategic, you should be looking 3-5 years ahead. ONS (2025c) advise that the percentage of retail conducted online is dropping over last quarter so demands for deliveries could lower. ParcelCare know that there will be a surge in demand over Christmas and the new year, therefore there needs to be a workforce plan for this time. 
By planning ahead you’ll be better prepared, better costs, better service, better candidates quality. 
CIPD (2023a) Benefits of workforce planning – Make sure talent is available when needed, prepare for future and anticipate change, become adgile and align with organisational priorities and mitigate risks. Making an analysis of the current workforce, what are the critical roles currently and for the future. Assess the workforce, are you attracting new talent and from where? Might be cheaper to develop the skills who are already here top upskill than to recruit new. Once established a baseline, we can look a t what are the labour demand of the workforce. It may be less than or different to what was first thought. What determines the demand? Collect data, speaking to eladers, 
How will ParcelCare benefit? – by establishing a baseline, anticipating future events and trends, ParcelCare can recruit what they need, look at developing skills within the organisation, which in turn may help to retain staff. By recruiting what they need, when they need it, it means recruitment will be more targeted and easier to fill specific roles, which in turn saves money. By identifying what they have and what they need in a gap analysis, they can monitor and create an action plan to prioritise and focus on an action plan (CIPD, 2023). There may be too many staff in some areas, and instead of conducting costly redundancies, there may be opportunities for secondments and development within the organisation to where there is not enough resources. 
 (AC 2.2)
CIPD (2024g) data collection – only 38% collect data to identify skills gaps within the organisation, and less than a third attempt to identify future skills requirements or retention issues, although this is a small increase, an evidence-based approach would be beneficial to make informed decisions. Data includes identifying skills gaps, future skill requirements, retention issues, forecasting hiring demands, hiring costs, talent market, developing talent, technology investment. 
Armstrong and Taylor (2020) – Worforce planning can be done based on the judements of line managers and can be done top down or bottom up approach Top down would be the senior leadership team making the decision on resources following the advise of the HR department. The best way to use Managerial judgement would be a bottom approach, where those on the front line tell their line managers where the gaps are, line managers make a plan and ask senior leadership to authorise. The best resolve would be to use a combination of the two. Top down place the guidelines and targets, and line managers create a plan within those parameters. Both plans can be reviewed together by HR, and can be reconciled. CIPD (2024b) advise a collaborative approach is vital, with all parties understanding the rationale. 
 (AC 2.3)
  Recruitment is the process of finding and engaging individuals to meet the needs of the organisation (Armstrong and Taylor, 2020) 
  Commercial job boards can be specific to an industry, location or profession, or all encompassing. Specific boards could be effective for roles with skill shortages. Those going to commercial job boards are actively looking for work. The information needs to be readily available to entice them to look further into the role and make an application but doesn’t need to be as visually attractive as an advert in a newspaper (Armstrong and Taylor, 2020). General boards can target specific candidates who have set up filters with key words or location radius, who may not be actively looking, widening the candidate pool. 
  Recruitment agencies can be general or specific. They have a talent pool readily available fill vacancies. Recruiters often work on a commission basis therefore motivated to find the best candidate, that is a good fit for the organisation and works well. If successful, then they’re more likely to retain the organisation as a returning client. Agencies work well hard to fill vacancies. If the agency is sufficiently brief, the likelihood of a mismatch between candidate and organisation is minimal (Armstrong and Taylor, 2020). Agencies usually charge a percentage of the candidate’s salary as a fee which is usually more expensive than other recruitment options. Agencies take away the administrative work from the organisation which can offset some cost. 
  Selection is part of the recruitment process concerned with deciding which applicants should be appointed (Armstrong and Taylor, 2020). Around three fifths of organisations use some form of test or assessment as part of their selection process (CIPD, 2024g).
  Skill based assessment tasks are designed to test the skills of candidates for tasks that may occur during the role (CIPD, 2024c). Skill assessments are better predictors of on-the-job performance than traditional interview and tests. For ParcelCare, a skills-based assessment could be a driving tasks, arranging routes and logistics or role play situation for customer care. CIPD (2024d) advise that having tasks which use multiple skills minimises the risk of a minority group being disadvantaged or giving others an advantage. 
  Assessment Centres are a combination of tasks and assessments to measure different skills, behaviours and attitudes. CIPD (2024c) advise the assessments should relate to the person specification and the tasks expected of the role. Each candidate undertaking the assessment centre should be given equal opportunity to complete the tasks to ensure a fair chance to show their ability, and this includes making reasonable adjustments for those who need it. Assessment centres should be overseen by a trained and objective individual. It is possible to have candidates in a group setting to see how they work as a team and improve the experience (Armstrong and Taylor, 2020). 
 (AC 3.1)
  The average staff turnover in the UK is 35% (CIPD, 2024f). This is split into 6.6% who are not working a year later, and the other 27.4% move to a new employer. Having a high turnover rate is costly, especially when specific skills are scarce, and that talent is lost. On the other hand, having some turnover is good because it brings in new people with new ideas (CIPD, 2024f).
 Some reasons for leaving an employer can be avoidable, and individuals are ‘pushed’ away from the organisation. CIPD (2024e) Good work index survey reports that the main reasons for leaving are for better pay and working conditions, work life balance and job satisfaction. 22% of respondents noted their reason for leaving was due to unhappiness with senior management and leadership and redundancy accounted for 15% of respondents. Those who’d experienced conflict in the workplace were twice as likely to leave within the next 12 months than those who hadn’t (CIPD, 2024e). Of those who had experienced conflict, 9% were saying they were looking for work and 3% said they had already left. By giving individuals, a good experience, fair reward and benefits, good leadership, a work life balance, and job satisfaction, individuals are more likely to stay (Armstrong and Taylor, 2020). Discrimination at work is avoidable and pushes people out of work. For example, 74,000 women are pushed out of work for getting pregnant or taking maternity (Pregnant then Screwed, 2025).
  If redundancy is unavoidable, other alternatives should be considered during consultation (Daniels, 2025). CIPD (2025c) quarterly labour market outlook advises that one in four employers are looking to make redundancies due to rising costs including National insurance, and increased wages. 
 Unemployment is currently low. Staff are more likely to leave because they can secure alternative employment elsewhere. Good Work Index in Wales (CIPD, 2023b) advise a third of employees think they could easily find alternative employment. Staff are pulled to other organisations for better opportunities for development, better pay and working conditions (CIPD, 2024f). Alternatively, 64% of organisations reported difficulties in attracting candidates, with 42% of organisations working to improve the retention of staff, it’s getting harder to pull individuals away from their employer.  
  Exit interviews can give insight into why people leave and detect themes (CIPD, 2025d). Staff surveys with current employees could identify those at risk of leaving encourage retention. 
  CIPD (2024g) advise that having a robust and effective recruitment and onboarding process will decrease turnover, reporting that 41% of new recruits mostly or sometimes resigned within the first 12 weeks. Employees are more likely to stay when they effectively onboarded.
(AC 3.2)
  Realistic Job Previews is defined by the communication to candidates of any special demands made by the job their applying for (Armstrong and Taylor, 2020). For example, their behaviour, targets, working conditions and hours. CIPD (2024g) recommends placing realistic expectations on candidates during the recruitment process to ensure they’re committed to the role and the organisation. Only 10% of respondents noted they use realistic job previews during the recruitment process in 2024. The recruitment process is the first step in creating a psychological contract, which could be broken if the expectation doesn’t meet the reality of a new role (Armstrong and Taylor, 2020). The Psychological contract encourages retention (CIPD, 2025d). 
  First impressions matter when starting a new role, encouraging a positive perception is key. If the induction doesn’t go well, the individual may leave (Armstrong and Taylor, 2020). Supporting the individual to adjust to the role, organisation, socially, and their development to enable them to work effectively will encourage retention, and discourage an induction crisis (Waite et al., 2021).  
  Job enrichment aims to maximise the interest and challenge of work. This is done by giving a tangible end product to aim for, giving a sense of achievement, provide variety of tasks, giving autonomy and responsibilities on how the work is carried out, and getting direct feedback on the work (Armstrong and Taylor, 2020). Job enrichment gives room for growth. Wherehouse staff could be asked to review and improve their own processes to give them autonomy and responsibility on the service they provide. They could also ask the delivery drivers and suppliers for feedback on the changes they make, to improve their job enrichment. High performers are more likely to stay when they have a challenge, achievement opportunities, mentors, realistic self-assessment and feedback (Armstrong and Taylor, 2020).
  Rewarding retains staff when they feel their fairly compensated and valued for their efforts. Armstrong and Taylor (2020) advise different age groups value different rewards, such as the under 30’s value progression opportunities, 30-50 age bracket are looking for career satisfaction and the age 50+ is looking for job security. Reward can be financial or non-financial. Financial reward may keep staff for a certain period, but non-financial will retain staff for longer (CIPD, 2014). A combination of rewards is most effective. The design, implementation, and communication of a reward scheme is important for it’s success in improving retention, and asking staff what they would find rewarding would increase the chances of success (CIPD, 2014). Ensuring the value of peoples contributions to the organization, department and team is recognised and rewarded will improve retention.  
 (AC 3.3)
CIPD (2025d) employee turnover becomes problematic when vacancies become hard to fil. Some roles are harder to fill than others as some skills are scarcer than others. To know when turnover becomes problematic, the cost needs to be calculated. CIPD (2024g) advise that only 31% organisations calculate the cost. The cost of turnover can be direct or indirect. Armstrong and Taylor (2020) advise the cost of recruitment for senior manager or director is around £6,000 and £2,000 for other employees. CIPD (2025g) advise that turnover effects the return on investment on new hires, as well as the cost of turnover itself.
CIPD (2024d) the cost of employee turnover includes the administration of the leaver, the recruitment and selection costs, covering the role in the interim, induction and training of the new employee. 
CIPD (2024f) – Turnover vs tenure. Most people stay at an organisation between 2-5 years. Those who leave after less than a year are the most costly to the organisation. Those with specific skills are harder to fill and therefore more costly. However, having low turnover means that you’re not getting new ideas to the organisation, and there’s a risk of no succession planning. 
Armstrong and Taylor (2020)- costs of training, onboarding, learning and development, time spent by HR nd management, loss of output y the one leaving, the interim, and the new person being up to speed. Highest cost was the inefficiencies while post was vacant (33%), and inefficiencies of new worker (32%). On average it takes 13.5 months to feel fully comfortable 
(AC 4.1)

  Full time permanent contracts can offer job security for staff, which in turn impacts retention and reduces employee turnover (Armstrong and Taylor, 2020). Those employees have access to statutory rights, long service benefits, protection regarding health and safety, discrimination and reasonable adjustments (Gov.uk, n.d). 

  Fixed term contracts are beneficial if there is a short-term vacancy to fill, usually due to a project or an absence, such as parental or sickness leave (Daniels, 2025).  It’s anticipated that the contract would no longer be needed once that period ends. The Fixed term Employees (Prevention of less favourable treatment) Regulations 2022 means those on fixed term contracts shouldn’t receive less favourable treatment than those on permanent contracts at the same employer doing similar work with similar engagement levels (Daniels, 2025). It’s fair to terminate the contract early if needed, if this has been stated in the contract (Daniels, 2025). 

  Zero-hour contracts offer the flexibility to organisations and individuals on being able to be called upon during busy periods such as Christmas time (Daniels, 2025). It’s an agreement between parties that they could be asked to perform work, but with no minimum hours (Armstrong and Taylor, 2020). Organisations may operate these contracts different but there is no obligation to offer work, but the individual has no obligated to take on the hours. Some organisations have taken advantage of the arrangement as some employees need the security of regular hours for a regular income (Armstrong and Taylor, 2020).

  The Workers (Predictable Terms and Conditions) Act 2023 allows those who have an unpredictable pattern of work to request a more predictable pattern, including those on fixed term contract. Those with a contract of less than 12 months can request a longer or permanent contract (Daniels, 2025). This means there’s a degree of flexibility to move from different types of contracts, and ensures fairness and security to individuals. 

(AC 4.2)
  Armstrong and Taylor (2020) define onboarding as the process of welcoming employees when they first join an organisation, giving a good first impression, and providing them with the information they need to settle down quickly and happily. It’s the period of transition between the new starter joining an organisation and becoming settled enable them to fulfil their role. Ensuring a positive onboarding experience reduces the likelihood that they’ll leave within the first few months (Taylor and Woodhams, 2022).
  Armstrong and Taylor (2020) advise that laying out the expectations with regards to work, behaviour and culture helps the individual feel part of the company by knowing it’s history, mission, values. They also need to learn about the products and services, have access to internal communications, and given a chance to get to know other individuals and teams socially and their role within the organisation (CIPD, 2025e). Waite et al. (2021) recommend all businesses would benefit from a bespoke induction that meets the needs of both parties, including onboarding for different levels of seniority.  
  CIPD (2025e) advise that onboarding should include compliance training, health and safety, administrative checks, information on their first day, week, and beyond, practical information about relevant equipment, logistics and location. This will enable them to have the tools they need to successfully fulfil their role within the company. Induction should be long enough to ensure they’re confident in all these areas within the organisation. 
  CIPD (2024i) identify the benefits of an effective onboarding as having positive effects on employer brand, job satisfaction, retention and employee commitment in addition to reduced turnover and absenteeism. 
  Effective onboarding of hybrid or remote workers can be more challenging, but the increasing use of technology in the process has made it easier (CIPD, 2024g). Those who reported to having reviewed their onboarding process to support hybrid workers had a positive impact on productivity, retention and engagement. The use of technology in onboarding has increased over recent years, including the use of AI.  The percentage reported difficulties during onboarding had decreased slightly, and organisations are actively making changes to their onboarding process with the intention of improving retention (CIPD, 2024g). 
 If onboarding is not effective, there is a risk of an induction crisis, where a new starter feels out of their depth in their new role and new organisation (Waite et al., 2021). When this occurs, new starters are more likely to leave. The importance of one-to-one meetings with line managers or mentors could help resolve a crisis before it occurs. 
  Reintroducing staff after they’ve been absent a significant amount of time is equally important to reduce employee turnover. Refresher of the policies, processes and systems may be needed as well as introductions to new members of staff (CIPD, 2025e).
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