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 1.1 

CIPD (2024) outlines that all organisations have an employer brand. It’s the way in which an organization can differentiate themselves in the labour market. This will enable them to attract, recruit, retain and engage the right people. Through doing this effectively organisations like Parcel Care can ensure that they are attracting the right individual for the role. 
Taylor (2021) outlines that effective branding is of key importance as a strong positioning is something that consumers trust. It is key to keeping up to date with developments such as technology and competitive products and services. Organisations want to be seen as employer of choice, and really stand out to attract true talent. 
Parcel Force could highlight what the organisation stands for and demonstrates its position on how it listens to employee voice. This could be demonstrated by highlighting the current job satisfaction of existing employees and also highlight how they meet the organisations values and beliefs through engagement surveys. It can also highlight what the organisation can do for the employee such as how it compares in terms of salary and learning and development opportunities. Whilst there are set rules outlined in employment contracts staff also want to feel they are working for an inclusive workplace.
The employee value proposition looks at what an organisation stands for and what it offers to an employee. The psychological contract is something that can be considered to ensure the employer/employers’ values are aligned. It should map out the expectations and requirements to ensure clear communication between both parties. (CIPD, 2024) 
(CIPD, 2023) looks at new ways of working, digital transformation and considers external factors of what is impacting the workplace. Taking an international approach has taken a look at some global trends such as Hybrid working challenges, engaging with colleagues within the workplace, measuring and delivering productivity, also to work towards improving employee experience and for staff to develop their own wellbeing. 

1.2 

As People Manager at Parcel care it is proving difficult to retain staff and to attract the right talent. It is key to understand how the labour market is having an impact and how this can potentially be improved. To define a tight market this is where there is high demand for vacancies to be filled and not necessarily high unemployment rates. This issue arises where there is a lack of available staff with the correct skill-set to undertake job roles. Therefore, it is essential to understand how these jobs can be filled, by improving current strategies, and becoming more attractive as an employer. (Bank of England,2023)
Loose labour can be defined as there being a higher available supply of workers. Job roles may be easier to fill due to the high number of applicants for a certain number of vacancies. It is likely that in this instance salaries are lower for individuals. As an organisation, even though labour may be cheaper, you are still required to adhere to paying the National Living Wage/Minimum Wage. (Office for National Statistics, 2025) 
Financial Times (2020) provides an insight into recruitment and retention within tight labour markets. There is the struggle to fill vacancies due to lack of migration due to travel restrictions this could have an impact on skilled workers dependant on the nature of the role.  There have been higher striker rates due to salary ranges and not enough skilled workers to undertake roles. Meaning that there is an impact of being able to fill vacancies with the requires skill set. During the pandemic there was high absenteeism of staff, and working conditions has seen the increase in strike action from workers. Workers are demanding to be rewarded better for the work they undertake, alongside requiring more opportunity for training and development.
CIPD (2025) highlights that the competition to seek good talent still exists at 64%. There are some key things to consider as People Manager by looking at the current objectives of Parcelcare to see if they diversify people’s skills and opportunities alongside creating strategic in-house talent development to upskill existing employees. PESTLE research could be undertaken to review the market place and review how competitors pay and reward their employees. It will also create insight into technological advancements and how companies can become more agile within modern ways of working.   
To apply this to Parcel Care in making effective decisions when resourcing they will need to consider how employees pay varies against the private sector. Not all companies are able to increase salary benefits to retain staff, however if new roles are advertised it will be key to consider the job offer. Parcel care will need to focus on looking at flexibility within role and making necessary reasonable adjustments to help potential staff with long term health conditions to remain in work. Whilst this is only targets a small area of the workforce, it can be opened up to wider roles. Training and development, and assessing whether the roles are sustainable can help support retention of staff.  It would also be beneficial to look at the promoting internal staff where possible and wellbeing initiatives to support staff feel valued and rebuild trust in the working relationship. (CIPD, 2022) 
To provide an updated picture of the Labour Market as of Spring 2025. Parcel care will need to also consider how the increase in National Insurance alongside the National Minimum wage will impact them. 40% of Hard to fill vacancies is for Transport and Storage therefore Parcel care need to consider how they can really stand out with their job advertising and benefit to undertake reviewing their roles as to how they can become more attractive as an employer. (CIPD,2025) 

2.1
As the new people manager at Parcelcare, it would be recommended to undertake workforce planning. It would be good to understand the current workforce vs their current needs. The organisation will have a strategic vision so it is key to understand how this can be achieved. It is essential to ensure that staff are undertaking the correct roles and to ensure that the business is making the best decisions around budgets. Taking the time to analyse this and look at some of the setbacks through staff feedback, and identifying vacancy gaps could add value to ensure that the roles can be sustainable and if changes need to be made. (CIPD, 2024b) 
CIPD (2024b) defines workforce planning labour supply (skills) against the demand (numbers needed) It includes analysing the current workforce, determining future workforce needs, identifying the gap between the present and the future and implementing solutions to that an organisation can accomplish its mission, goals and strategic plan. 
 It can be difficult to get the Senior Leadership on board however through following the outlined workforce planning processes this will add value. The processes are as follows: Reduce labour costs in favour of workforce deployment and flexibility, Identify and respond to changing customer needs. Identify relevant strategies for focused people development, Target inefficiencies, Improve employee retention, Improve productivity and quality outputs, Improve employees’ work-life balance, Make recommendations to deliver strategic value through talent.(CIPD, 2024b) 
To address work life balance will be a key contributor to employee performance as staff will feel valued if their trusted to undertake their roles and promote positive wellbeing. Furthermore, utilising current talent towards making positive change could be an advantage to seek staff feedback on how they would improve the current environment. This will create a sense of inclusivity and positivity, and staff will feel they are valued in making key decisions. This can be measured through workforce analysis to under the turnover rates, analyse current employee performance, and to identify skill gaps. Gap Analysis can also be used to identify discrepancies to help understand the current workforce alongside future needs. This will also support with forecasting within Parcelcare to ensure that there are sustainable practices in place in regards to workforce planning.
Taylor & Woodhams (2022) also provides insights that could help support effective workforce planning through the evaluation of recruitment techniques and the evaluation of performance of line managers. It would be a positive advantage to undertake staff surveys to understand current job satisfaction, development opportunities, and relationships with colleagues. Reviewing previous reasons for staff leaving could also be advantageous to see how improvements can be made. At times this can be inconsistent where reasons may not have been recorded, the introduction of exit interviews could provide a real insight into improving retention.

2.2 
Parcelcare is currently facing challenges of attracting, recruiting and retaining staff. Workforce planning helps enable the organisation to develop improvements to improve practices and to help keep attract, recruit and retain staff. (Taylor & Woodhams 2022) 
Upwork (2024) provides insight to techniques of workforce planning  as follows: Assess current workforce capabilities and future needs, Forecast future workforce trends, Develop flexible staffing models, Implement data-driven decision-making, Build talent pipelines and succession plans, Cultivate a culture of learning and development, Embrace diversity and inclusion in workforce planning
Trend Analysis helps identify gaps in turnover rates and spot any skill gaps. This will provide opportunity to develop internal training programmes to upskill staff, and contribute towards retention of staff. Ratio Analysis can be applied to understand how much things will cost. As an example when Parcelcare are looking at how much it costs to recruit and train they need to consider if this is sustainable and within a set budget. (Taylor & Woodhams, 2022) 
To evaluate how these can be applied and to strengthen the argument for workforce planning to be used at Parcel care I will discuss three techniques:
Firstly, Implementing data driven decision making which will help use metrics to understand what is or isn’t working. Improvements to the organisation need to be done over a period of time and understanding the data is critical. It would be good to understand what Key Performance Indicators are in place to understanding the current cost per employee, the average time to hire a colleague and turnover rates. (Upwork, 2024) 
Forecasting through reviewing turnover data can be a key tool to allow for improvements. As an example quantitative data collection will be used to identify trends such as reasons for absenteeism, skill gaps, opportunities for promotion. To enable progression within the organisation for staff, alongside to spot opportunities for growth.
Secondly Develop flexible staffing models to help understand the current workforce is key to ensuring sustainability and retention. Taking the opportunity to understand existing policies around remote or hybrid working is key to achieving work life balance. Alongside ensuring that there is more collaboration with staff to keep in touch to understand what support they might require if working remote. Setting up teams channels, creating check ins and shared documents could help staff feel included and supported to undertake their jobs remotely. (Upwork,2024) 
Thirdly, whilst looking at Data for current staff it would key to understand around the current position around Equality, Diversity and Inclusion. It is key to have a balance across the organisation to ensure that staff feel valued and to ensure gender diversity. This can help support different view points and welcome colleagues of all backgrounds to contribute towards a positive working culture. It would good to understand what the current EDI policy is for Parcelcare and to see how this can be enhanced. A diverse workforce could lead to better performance and retention of staff.  (McKinsey and Company, 2023) 
2.3  
 Currently recruitment at Parcel care is undertaking via advertising roles on the company website and then interviewing applicants. To broaden the way recruitment is done I will be discussing recruitment methods and selection methods that can be used.
Firstly to discuss different recruitment methods it would be beneficial to see whether recruitment agencies, or social media platforms can be utilised to advertise roles. Advertising roles via social media platforms such as facebook, or linked in could engage a wider audience and attract existing professionals. This could increase the chances of high calibre candidates to apply if they are already undertaking similar roles. It will help create a more diverse applicant base potentially speed up the recruitment process if technology is used. 
Secondly using a recruitment agency could potentially help with sifting applicants with particular skill-sets. If you don’t have sufficient staff in house the organisation of interviews, screening of candidates and looking for skills can be done by a team of experienced recruiters. There is however potential costs linked to this as the recruitment agency may charge administrative fees per candidate and could have limited knowledge on the particular skill-set that is required. Taking a balanced approach to this with insight from internal staff would be beneficial, and advertising for short periods would help save on costs. (CIPD, 2024c) 
 if there is a way the current interview process can be enhanced. Traditional interviews are held with panelists and a set of criteria-based questions based on a scoring process. Candidates are benchmark based on the quality of their answers and scored overall. Generally if they score highly they are deemed as a successful candidate. To introduce a bit more of a creative way of drawing more from the candidate a skills test could be used to understand what skills a person has and how these can be utilized effectively. (BBC, 2025) 
Secondly Mobile Optimization to support with quicker recruitment. Whilst the old fashioned interview of meeting someone face to face can provide a good feel for a candidate. Using this method to could encourage a wider demographic when selecting applicants such as Generation Z. It also saves time in setting up meetings and the recruitment process can be processed faster to interview candidates faster if someone isn’t suitable. (HR LineUp, 2025)  

CIPD (2024d)  looks at the selection methods used for selecting candidates for recruitment. Firstly Parcelcare could consider Psychometric testing could be used to assess how an individual will perform in their role. Cognitive ability is deemed as a good predictor if a particular role requires critical thinking. It is key to understand that a test should not just be the only reason for offering a role. It will need to be well balanced with asking capability questions to understand the individuals experience. This could be advantageous to use if the particular role advertised has received a high number of applicants.  
Secondly a skilled based assessment task could be beneficial to understand how an applicant would handle certain situations. As an example, within Parcelcare the colleague may be required to deal directly with customers. It would be advantageous to understand how they handle objections from customers, and resolve any potential issues that could arise.  Sample  tasks could be provided to the candidate to see how they demonstrate communication skills and also if data is required to be analysed as an example you could ask them to review data sets. (CIPD,2024c) 

3.1
To address the turnover rates for Parcel care it is essential to understand employee turnover and how it can have an impact on organisational performance. Employee turnover can have a negative impact on an organsations performance. It is key to understanding why staff chose to leave their employment, employers can devise initiatives that reduce turnover and increase employee retention. (CIPD, 2025b) 

Avoidable turnover is where there has been a failing for the employer to recognise or address an issue. This will include lack of career progression, poor management or potential pay concerns. People will try to avoid working if they are able to take up better positions elsewhere. Retention of staff is still possible by reviewing current concerns prior to an employees resignation. (Taylor, 2021) 

Taylor (2021) defined unavoidable turnover as an individual’s reason for leaving being wholly or mainly outside of the control of the organization. The resignation may not occur due to dissatisfaction of a job, or opportunities at another workplace. Usually it will be circumstances such as Retirement, maternity, illness, or potential career break or relocation.

CIPD (2024e) provides insight into benchmarking employee turnover. It highlights that the average turnover of UK workers is at 34%. This is divided into 27.4% of staff that move to a new employer, and 6.6% of staff who aren’t in work a year later. This maybe due to study, retirement or absenteeism. People may leave organisations for many reasons. They may be reason that ‘pull’ them to leave such as an attractive job offer externally or ‘push’ which can be due to a structural change or lack of development opportunities. 

In order to retain staff its is key to be flexible and review working practices, treat staff fairly and reward them for the work they undertake whether this is through benefits or recognition. Employee wellbeing is essential within the workplace therefore reviewing current wellbeing initiatives alongside how staff are feeling within the workplace will be advantageous. Reviewing opportunities for career development will help staff feel supported and valued this can be done through regular 1:1s with staff and also encouraging employee voice. (CIPD, 2024d) 


3.2 
CIPD (2021) provides insight into the Resourcing and talent planning survey. This provides an insight around benchmarking, recruitment costs, workforce planning and retention. Parcelforce could use the North Yorkshire Police as an example for one of the UK’s largest single- county forces. There is the requirement to review the traditional approaches of recruitment, there is the need to be more forward thinking, and innovative. 
CIPD, (2025c) Provides an insight into the real requirements of a role can help a candidate have a true reflection. Realistic Job Previews could prevent staff from feeling that they are overwhelmed,and meet a candidates expectations early on. It could provide insight from existing members of staff, and also help retention. 
Parcelcare could also benefit from looking at its current methods and processes for Induction; Job enrichment and reward. I will discuss the following and outline the benefits of each.
Firstly Employee Induction can have a significant impact on an employees embedding into an organization. It provides the new recruit to feel welcomed, understanding the values of the organisation, and to ensure they are well equipped with tools to undertake their role. The areas could include the organisations culture, provide the opportunity to build relationships, and understand how different departments operate. Staff will feel valued and included if they are provided with support during onboarding this could potentially help build trust and a sense of belonging (CIPD, 2024e) 
Job enrichment suggests that staff are less likely to leave their roles if they feel fulfilled undertaking current positions. Not enjoying the current job can lead to staff wanting to leave an organisation to seek better opportunities. The job role needs to be assessed to understand if it is still challenging, whether there are opportunities to improving for better productivity. As an example including staff members in decision making or seeking opportunities for improvement through employee forums could help support change. (Taylor, 2021)  
CIPD, (2025c) Provides insight into salary and benefits for staff and how this is key to attracting, retaining and engaging employees. The most effective rewards packages needs to meet the needs of its people, business, organisations purpose, culture and performance. Parcelcare could benefit from understanding the current concerns around financial wellbeing from its staff. If staff are receiving fair and consistent pay in line with current cost of living, and to understand whether pay is consistent across certain groups of workers such as females, black or disabled staff. 

Staff may feel that the most effective approach is related to pay. Pay is a motivating factor for employees to go to work, as they want to feel they are being recognised for the work they undertake. Staff will feel valued if their employer is able to support them financially, albeit it might not be through high salary. However recognition or support of how they can achieve positive financial wellbeing may help them manage stress, and help them deal with paying essential bills. 
Organisations such as parcel care and wider workplaces need to have more of a focus on pay structures and provide feedback opportunities as low percentages of staff may only speak openly if they feel comfortable with their line manager. (CIPD,2022b) 
To conclude Induction facilitiation, a preview of roles and job enrichment can all have a positive impact and drive the retention of staff within the workplace

3.3 
Dysfunctional turnover can be defined as an organisation losing quality candidates to competitors. This can have an impact on performance as workplaces want to be able to retain talent and high performers. Staff may leave the organisation for better job quality, salary, and better work- life balance. (CIPD, 2025c) 
Parcelforce will need to consider how it can retain existing talent and high performers. It is often beneficial to review feedback from staff, and try to understand why staff are leaving. For high performing colleagues or longstanding employees they will feel valued if there is development opportunities and if they feel engaged within the workplace. 
Direct costs can include hiring costs and include fees for advertising a role or to pay a recruiter. There are costs that are linked to interviews which will include travel and the time taken to interview candidates. There are also post interview things to consider such as the time to undertake pre-employment checks by checking employee references, recruitment packages such as relocation expenses or starting bonuses. Alongside this a direct could also be incurred for providing training and development to new staff. To save on some of these costs it would be beneficial to assess whether interviews could be done remotely, and to look at the current reward package offered to staff to see if other incentives can be offered. (Forbes, 2019) 

Indirect costs can be incurred if in depth training is required to upskill a new starter. As an example an experienced driver could have left Parcelcare, and the new member of staff may not be as experienced. This could put strain on existing members of staff to take on additional tasks to ensure new staff are trained. There will be a period where there is a knowledge gap and this could potentially lead to delays with upskilling the individual, causing potential demotivation for new employee. They may feel pressure if they are aware that there has been a delay to operations or that they are being rushed. In cases like this it is key to ensure that staff are supported this will help ensure morale remains and help with retention. (Forbes, 2019) 

4.1 
As a large organisation Parcelcare has historically recruited its workers on a substantive basis i.e permanent full-time contracts. Delivery drivers may be faced with issues of hefty workloads, long hours dependent on shift patterns and there will be a requirement to be flexible. With having full-time contracts in place this provides staff with protection against unfair dismissal, have access to statutory maternity, paternity and sick pay and can request flexible working if required. Substantive contracts also provide the benefit of health and safety protection and paid annual leave. By recruiting regular workers, it provides Parcelcare with the ability to provide a reliable service which will help for customer satisfaction and have a positive impact on operations with consistent workers. (CIPD, 2025d)  

Parcelcare could benefit from ranging the employment contracts it provides and look to offer zero-hour contracts / agency contracts. Firstly, zero-hour contracts is intended to provide flexibility between the employer and individual during busier periods due to seasonality i.e Christmas or Summer periods. This allows them to remain staffed during busy periods and the employer doesn’t have to guarantee permanent work. It may be cheaper to recruit for a temporary period and service can still resume during busier periods. Employees on zero-hour contracts are eligible to receive training and development and must receive suitable notice of any shift cancellations. It is key to remember that zero-hour contracts doesn’t offer a long term position and financial stability for an individual. This could potentially have a negative Impact on the employee relationship over a longer period of time.  (CIPD, 2025d) 

Secondly Agency work provides access to skilled workers and are usually used in the instance of shortage of staff. Agnecy workers generally cover periods of sickness or annual leave. The agency worker will be entitled to employments rights such as receiving the national minimum wage, statutory amount of holiday and als protection against unlawful discrimination. The use of agency staff for Parcelcare could provide flexibility and help manage shortage of delivery drivers during key seasons. (Gov.UK, No Date) 
Parcelcare could benefit from taking a balanced approach to providing varying contracts such as full time, zero hours and agency. This will provide continuity of service throughout all periods and allow the business to remain operational during busy periods. It will ensure that demand for delivery parcels during unsociable hours, busy periods are met. It will also ensure that customer satisfaction is maintained and hopefully create a diversified workforce with different skills sets and experiences. 



4.2
Currently Parcelcare takes an adhoc approach to the onboarding of staff to ensure relevant checklists are completed and health and safety is undertaken. To ensure that there is consistency and retention developments can be made to the existing processes that are in place. 
CIPD (2024e) provides insight that an employee’s first impression of the place of work will help them integrate within the team. The initial induction is an opportunity to ensure that the recruit is welcomed and that they have the best resources to undertake their role. Typically the individuals that are being onboarded into Parcel care will benefit from understanding the working arrangements, the cultures and values and also receive information about their role. It is essential to understand the requirements in regards to health and safety as a delivery driver, and also how to overcome issues. 
It would also be beneficial to provide staff with ongoing support materials for wellbeing and how to hints and tips if they encounter a problem. Working as a delivery driver is a sole job and could become isolated, therefore it is key to promote regular breaks, keep morale and to also help staff feel supported. Providing training videos, providing incentives and socialising opportunities and access to digital tools could help staff feel engaged. Effective onboarding can contribute towards reducing turnover and absenteeism and create wider job satisfaction. Starting a new position can be daunting for the employee, however if full training and engagement is provided to staff they will feel valued.It may be beneficial to provide a mentor to the individual and to have regular review of their work progress. (ACAS, 2024) 

ESA (2025) confirms further that a good induction programme can also enhance employee productivity and help support better compliance and risk management. It can help equip employees with tools on how to deal with discrimination and harassment which could happen as a delivery driver. It can also be key to identify any skill gaps and help support with cost effective skills development to reduce any potential mistakes being made if sufficient training is provided early on. 
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