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1. New entrants to the parcel delivery market and other labour market competitors have adversely affected ParcelCare’s ability to compete in labour markets. Explain how ParcelCare can strategically position themselves in competitive labour markets. (AC 1.1) 

For ParcelCare to strategically position themselves in a competitive labour market, it is imperative that the organisation should prioritise initiatives which include, competitor analysis, organisational positioning and employer branding (Taylor and Woodhams, 2022). 

The economic climate affects how organisations handle recruitment and retain their staff, by gathering data through reports such as, ‘Office for Budget Responsibility’ and ‘The Bank of England’s monetary policy report’. People professionals can forecast key indicators which include unemployment, GDP and inflation; ensuring how an organisation can position themselves best economically (CIPD, 2024a). ParcelCare can identify and evaluate competitors whilst simultaneously understanding the competitive economic landscape using PESTLE analysis (CIPD, 2024d). If ParcelCare analyse key external factors (Political, Economic, Sociological, Technological, Legal and Environmental), the organisation can identify opportunities and risks and become influential in attracting and retaining staff (CIPD, 2024d).  By evaluating labour market opportunities and identifying threats, this can allow ParcelCare to develop evidence–based decisions and remain at the forefront of the fluctuating labour market (Taylor and Woodhams, 2022).

For ParcelCare to differentiate themselves and to compete for the best talent, it is imperative that the organisation can compete with competitors’ employee experience.  To attract, recruit, retain and engage the right people, there must be a balance between reward (employee benefits and monetary value) and positive workforce culture (Taylor and Woodhams, 2022). The CIPD’s Good Work Index (2024b) reports that good working ethics is fundamental to individual well-being and supports productive organisations. Benefits such as flexible working, strong ‘employee voice’ led approaches and competitive salaries creates environments where staff feel valued and work more productively, thus ensuring ParcelCare becomes an employer of choice holding a competitive edge within the labour market (CIPD, 2024c). Through comprehensive internal SWOT analysis, ParcelCare can gain knowledge on strengths and weaknesses within the organisation and find gaps where employees are unhappy. This information is imperative for an organisation to retain staff and can determine the organisation’s position within the labour market (CIPD, 2024j).

Employer brand should align with an organisation’s values and is important in recruiting and retaining talent (CIPD, 2023a). For ParcelCare to be perceived as a ‘place to work’, the organisation needs to ensure the organisational image, ethics and reputation align with the brand throughout the employee lifecycle (CIPD, 2023a). ParcelCare can foster employee loyalty and retain staff through positive employer brand strategies. The CIPD (2023a) discuss how organisations are recognising the value in creating a positive employer brand, and how this results in better productivity and performance. This inevitably strategically places organisations in a more superior position against competitors. 


2. Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2) 

	Fluctuating labour market conditions considerably impact resourcing decisions. Taylor and Woodhams (2022) recognise that the labour market hosts a crucial role in the resourcing of staff with the supply and demand for labour. Understanding the labour market is imperative to tailoring resourcing techniques and ensuring flexibility on resourcing decisions to attract, develop and retain the workforce (CIPD, 2024a). As strategic objectives change, it is imperative to understand and implement the skills required for the future, by having the required talent pool equipped to meet the skillset needed. 

According to the CIPD (2024a), organisations should consistently review operations to improve machinery, software and concepts to stay relevant within the industry. For ParcelCare to be the leader in superior efficiency, investing in skills and adapting management practices to the needs of the business, delivers an intelligent approach enabling resourcing decisions to be made. 

The CIPD (2024a) state that the market demand of labour is measured by the number of people in work, how many hours they work, plus the number of vacancies available.  The balance of demand and supply is reflected in the level of wages.  The better quality of ‘human resources’ supplied to the market, equates to a higher potential level of GDP (CIPD, 2024a).

When there is more demand for employment than supply, the labour market is considered as ‘tight’ resulting in more job vacancies than there are applicants. The impact of this results in organisations having to increase salaries to attract employees which in turn can impact inflation rates in the economy (CIPD, 2024a). In this instance, ParcelCare would potentially need to upskill existing employees, and introduce reward schemes to retain their staff (Taylor and Woodhams, 2022).  Taylor and Woodhams (2022) discuss the impact of resourcing decisions with regards to changes in employment legislation, skill gaps and available talent to adapt to labour conditions. 

A ‘loose’ labour market describes where unemployment is high in comparison to the number of current vacancies.  Initiatives may be introduced to focus on retraining programmes, and creating jobs, however an impact of this means salaries will decrease (Taylor and Woodhams, 2022). In recent years, employers who suffer from skill shortages leading to unfilled positions, are now creating employee training programmes led by the UK Government (Gov UK, 2020). Using PESTLE frameworks, ParcelCare can review long-term plans regarding resourcing decisions and determine future decisions to develop the best outcomes based on the current market condition (CIPD, 2024d). Data recorded can support recruitment and retention strategies to be formulated in relation to national economic issues, demographic changes, political modifications and pandemics (Taylor and Woodhams, 2022).  

3. You are aware that workforce planning has not been carried out in the past and decide to persuade the senior leadership team that this activity is worth doing.  Analyse the impact of effective workforce planning, making clear how ParcelCare could benefit from this activity. (AC 2.1) 

Effective workforce planning is key to the success of ParcelCare’s future.  Through aligning the organisational strategy with employees’ workforce structure, the senior leadership team can develop an understanding on how the organisation can function efficiently within the current economic environment with regards to demand and supply. The impact on understanding and analysing current and future workforce needs, safeguards employees with having fair breaks, legal health and safety regulations, and can meet organisational objectives more efficiently (People Management, 2022). 

Providing forecasting on demand and supply for labour and to structure the organisation’s focus on challenges and future issues can prepare companies to form preventative measures and support long-term business objectives (CIPD, 2024e). By analysing the current and potential future workforce through strategies to address the gaps, ParcelCare can determine the future workforce needs and identify issues that need to be tackled. The impact can be monitored and evaluated to analyse if the implementations built are functioning effectively. According to Taylor and Woodhams (2022), the 4 key points to consider when implementing workforce planning are; future demand for skills, the skills ParcelCare will acquire in the future, identifying any skill gaps and making plans to fill the skill gaps.
The benefit of a collaborative approach enables teamwork and provides support for managers, creating a better place to work and for skills to be shared, thus upskilling the workforce enabling strategy goals to be met (Taylor and Woodhams, 2022). The data taken from workforce planning exercises can be analysed year-on-year to track KPI’s and enable ParcelCare to forecast future supply and demand requirements. People Management (2022) denotes that workforce planning leverages data to ensure that an organisation’s workforce is supported through its needs, goals and strategic plans. This can inform decisions for HR to assess the organisation’s talent needs and find solutions within staffing and technology capacities. 
Without workforce planning, businesses can become overstaffed and incur unnecessary payroll expenses, or understaffed and become unable to meet the current and future needs of the business (People Management, 2022). Workforce planning can ensure informed evidence-based decisions can be taken to discover inefficiencies, gaps and improve retention rates. The impact of this means that employees will not be overworked, underutilized and talent can be developed to make room for growth opportunities, thus creating a happy and prosperous workforce (Taylor and Woodhams, 2022).

4. To strengthen your argument to introduce workforce planning, evaluate techniques that can be used to support the process of workforce planning. (AC 2.2) 
Workforce planning incorporates numerous techniques to ensure that an organisation has the right people with the right skills at the right time (Taylor and Woodhams, 2022, p. 38). Qualitative and quantitative tools can forecast the supply and demand of ParcelCare’s workforce in an evidence-based approach enabling accurate, reliable data being accumulated, thus improving systematic evaluation (Taylor and Woodhams, 2022).
 The CIPD (2023b) state that for workforce planning to be successful, agile and analytical methods need to be used to determine future organisational needs. 
Forecasting demand through systematic techniques such as analysing historic trends and data to predict the number of employees and specific skill sets to meet organisational targets and trends is advantageous to prioritise ParcelCare’s needs if tailored specifically to meet the objectives of the organisation (CIPD, 2023b). Analytical thinking through macro, meso and micro levels can cover short-term to long-term resourcing plans to support the workforce planning process implementing cost-effective solutions (CIPD, 2023b). Reviewing previous budgets can determine what can be afforded in the future and prevent mistakes being repeated creating unnecessary monetary losses (Taylor and Woodhams, 2022).  ParcelCare should use regular PESTLE analysis (CIPD, 2024d) as the economic landscape can fluctuate, and forecasts can become irrelevant as a result (CIPD, 2024d). Taylor and Woodhams (2022) stress the importance of managerial judgement when forecasting demand. The industry knowledge and experience that senior managers have is vital to decision-making, however it must be evidenced-backed accordingly, to diminish any bias causing unreliable information to be sourced (CIPD, 2024b). 
Forecasting supply is imperative to ParcelCare’s success. This technique involves reviewing the current workforce in place. Workforce analysis to acquire data regarding retirements, resignations, and lateral moves such as promotions can measure accurate attrition rates (Taylor and Woodhams, 2022). Analysing absence rates and current resources with regards to skillsets and training can provide valuable insight to predict future supply. Utilising frameworks such as the deterministic model for age analysis can estimate retirement and maternity figures, however the model is limited in capturing uncertain data. As there are endless influences that affect supply, the drawback of forecasting is that is cannot be 100% accurate (LinkedIn, 2024b).
Determining the gaps between current workforce capabilities and future needs is crucial to recruitment and development strategies. By conducting regular audits, gaps can be identified to align what skills ParcelCare has at present, and what it needs in the future (Taylor and Woodhams, 2022). Audits can save on future recruitment costs as it can identify existing resources and utilise training schemes to upskill, encouraging knowledge sharing and valuing employees promoting engagement (Taylor and Woodhams, 2022). 

5. Currently, vacancies are advertised on ParcelCare’s website. Line managers then interview shortlisted applicants. You feel that these are suitable recruitment and selection methods to use but want to broaden the methods used. Evaluate the strengths and weaknesses of two different recruitment methods and two different selection methods. (AC 2.3) 
Effective recruitment is essential in attracting and employing qualified, talented individuals who can bring long-term value to ParcelCare (CIPD, 2023c). As employees are the most valuable asset an organisation has, it is essential to use a variation of different methods during the recruitment and selection process to ensure the right candidate is chosen for the role (Indeed, 2024). 
Recruitment
Internal Recruitment – Intranet
Recruiting internally improves retention rates as it provides career progression opportunities, thus enhancing productivity, engagement and performance. As opposed to externally advertising it is cost-effective and saves time as it provides quick results (Indeed, 2024b). This would be advantageous for ParcelCare during busy work periods e.g. Christmas.
Drawbacks to this method include colleague conflict over the role, limited experience and knowledge and narrows down the choice of applicants. If an employee is promoted, this can leave vacancies and gaps within the team (Indeed, 2024b).
Agencies
Recruitment agencies offer a variety of services to an organisation. They are the expert in recruitment and can source candidates which saves ParcelCare employees time and can add value in other ways (Waite et al., 2021). 
The expense to use agencies can be costly for an organisation, therefore financial data needs to be evaluated regularly to understand unnecessary cost implications (Waite et al., 2021).

Selection 
Tests
The use of job-specific tests within the selection process are recommended for numerous reasons. Strengths of job-specific tests align with ethics due to the point scoring criteria.  This can  ensure there is no bias and awarded by the candidate’s knowledge and experience. Tests can be completed online, prior to shortlist for interview therefore are more time-efficient and cost-effective due to little human interaction (Waite et al., 2021). 
Weakness of the tests is the validity to ensure there is no discrimination subconsciously integrated into the questions (Waite et al., 2021). Additionally, tests negate the ability to get to know an applicant’s personality to determine whether they would be a good fit for ParcelCare (Waite et al., 2021)
Assessment Centres
Assessment centres assess competencies. Assessing driving skills, geographical map reading and manners with customers, through observing applicants would ensure the capabilities of the individual (Linkedin, 2023c). This selection method is costly and due to the assessment criteria, it could take up human employee resources and is time consuming (Waite et al., 2021).

6. On examining employee turnover rates, you feel the rate is higher than it should be, and higher than internal targets. To try to understand this further, discuss differences between avoidable and unavoidable turnover and differences between push and pull factors. (AC 3.1) 
According to the CIPD (2024h), employee turnover can have a detrimental impact on the performance of an organisation. Employee turnover is measured by the total number of leavers by the average total number employed over the same period and can provide an understanding as to why ParcelCare’s employee turnover rates are higher than internal targets. 
Taylor and Woodhams (2022) split reasons of resignation into two categories: unavoidable and avoidable. Avoidable turnover is due to dissatisfaction in the workplace and approximately 90% of the key reasons why people leave organisations. Exit interviews are important to obtain this information as it can provide insight into what managers can do to reduce the reasons employees leave and encourage staff to give feedback on reasons to stay and make improvements. Avoidable turnover can be potentially within a manager’s control to intervene and promote new approaches to enable retention and employee loyalty through reward (Taylor and Woodhams, 2022).
Unavoidable turnover is out of a manger’s control and is usually due to factors comprising ill health, relocation or domestic commitments. The decision is unrelated to the organisation and the voluntary turnover is not usually due to discontentment within the role (Taylor and Woodhams, 2022).  
It is important to note that low turnover can also be an issue, as it is important to not focus on only why people leave their role, but also why they stay (Flowers and Hughes, 1973). Havard Business Review highlight that organisations think a low turnover rate implies high job satisfaction, however ‘golden handcuff’ schemes trapping employees can result in low productivity due to disengagement (Flowers and Hughes, 1973). Sometimes when an employee has reached the end of their employee lifecycle, their need to leave can benefit an organisation. 
People leave organisations for a multitude of reasons. Other influences to consider are the ‘push and pull’ factors.  Avoidable turnover is driven by ‘push and pull’ factors. A new position or job outside of the workforce that ‘pulls’ an individual is a ‘pull’ factor. ‘Pull’ factors could include better job satisfaction, a sustainable work-life balance and attractive employee benefits. Reward schemes and flexible working policies are attractive approaches to retain staff (CIPD, 2024h). 
A ‘push’ factor would be an employee feeling ‘pushed’ to seek an alternative due to job dissatisfaction or a lack of career progression opportunities. Example of ‘push’ factors could be poor leadership skills and lack of growth prospects resulting in low engagement. Strategies ParcelCare could use to reduce retention would be to improve organisational culture which would optimise employee performance (CIPD, 2024h). An important factor to consider is that where one individual will stay in a job due to certain conditions, it may cause another to leave, as reasons to stay in a job are individual to the employee (Flowers and Hughes, 1973). 

7. Retention of warehouse staff is an issue, as there are many labour market competitors. Compare the following retention approaches: realistic job previews; induction; job enrichment; and reward. (AC 3.2) 
Herzberg’s Two-Factor Theory established that two sets of factors influence motivation in the workplace and can either enhance or hinder employees’ contentment (Paul, Robertson & Herzberg, 1969). To boost employee job satisfaction and create better retention levels, ParcelCare need to review their approaches regarding realistic job previews, induction, job enrichment and reward. 
Realistic job previews
Realistic job previews are vital for both the prospective employee and the employer. It enables an organisation to ensure that the candidate is fully equipped for the role and whether the prospective employee can determine if they are capable to fulfil the duties required. Long-term objectives of this approach are to reduce the risk of employees leaving within a short time-period by managing the candidate’s expectations (Robson, 2024).  There is a shared level of mutual understanding of an organisation’s needs, and thus reduces the frustrations of the investment of time wasted when recruiting and training new staff who leave immediately after commencing a role. The cost implications of having to recruit and re-employ are also detrimental to an organisation (Robson, 2024).
Induction
The CIPD (2023e) note the importance of an employee’s first impressions of an organisation, to ensure positive integration and job satisfaction. Induction is crucial for creating a positive culture and guaranteeing that the newcomer has the organisation’s support, knowledge and have received a positive welcome as it affects employee turnover, absenteeism and employer brand (CIPD, 2023e). The CIPD (2023e) highlight the significance of effective induction as it reduces turnover and boosts retention.
Job enrichment
	According to Herzberg (1969) job enrichment ‘seeks to improve task efficiency and human satisfaction by means of building into people’s jobs’. In terms of organisational structure, pay, working conditions, communication and training, there is a scope for personal achievement and recognition if the opportunity is given to an employee to grow and have more control in their role (Paul, Robertson and Herzberg, 1969). Job enrichment helps employees feel more fulfilled and promotes motivation endorsing longevity and loyalty to the company.
Reward
Employees who feel recognised, valued and rewarded by their employers are not only more loyal but work harder and are more productive (McKinsey, 2022). Prioritising employee voice and considering what staff want in terms of rewards, as well as monetary value can be crucial in rewarding staff in the optimum way. Retaining staff is more cost-effective than recruiting therefore through listening to what employees want from a job is imperative to an organisation (McKinsey, 2022). By targeting the employee value proposition, ParcelCare will discover what staff want and how best to engage with them which is vital for the success of an organisation (McKinsey, 2022). 

8. To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover. (AC 3.3) 
	Dysfunctional employee turnover is the term associated with the highest performing employees leaving an organisation because they may not be happy for various reasons. Low performers stay because they aren’t motivated to search for other jobs. The negative impact dysfunctional turnover has on an organisation’s performance should be the greatest concern to ParcelCare’s leadership team due to the detrimental consequences of working in a dysfunctional workplace (Matriano, 2018). 
	People Management (Cholteeva, 2022) reported that poor retention rates can destabilise organisational culture creating a toxic work environment and increase onboarding costs due to continuous recruitment exercises.  Dysfunctional turnover has extremely expensive direct and indirect costs for a business (Taylor and Woodhams, 2022). Taylor and Woodhams (2022) state that there is a no real quantifiable method to measure the true costs of dysfunctional turnover however employee turnover does negatively affect the performance of an organisation. Methods ParcelCare could use to determine costs include turnover rate calculation, stability rate calculation and cohort analysis (Taylor and Woodhams, 2022). According to a study by the Society for Human Resources Management, it can cost up to three-quarters of an employee’s salary to replace them (Linkedin, 2023b). This significant expense could be avoided if ParcelCare’s turnover is addressed. 
	Direct costs cover recruitment and selection, for example, the cost of covering vacant roles by staff overtime (Taylor and Woodhams, 2022). Recruitment costs are inclusive of advertising, interviewing and training new employees.  Financial implications of dysfunctional turnover can also create disruption at an operational level due to productivity and gaps in the workforce that are unable to be filled. This inevitably creates a pressure on existing team members which could contribute to work overload and burn out resulting in stress related sickness absence (CIPD, 2024d). Another impact to consider is the legal cost from employees taking legal action and consequentially causing reputational damage, resulting in difficulty to attract new employees (LinkedIn, 2023b).
	Indirect costs cover low morale, loss of knowledge and lack of skills. Toxic work environments can affect well-being and productivity due to time wasted in office conflict and gossip (Linkedin, 2023b) The consequence of high performing staff leaving means the low performing staff do not have the skill set to replace, subsequently affecting output levels (Taylor and Woodhams, 2022). The time it takes to process leavers through exit interviews and payroll, and onboard new starters also contributes greatly to the cost of an organisation (Taylor and Woodhams, 2022). 
McKinsey research highlights that up to 50-60% of an organisation’s financial earnings is channelled into recruitment expenses (Linkedin, 2024). For ParcelCare to avoid dysfunctional turnover, strategies need to be put in place to manage proactively. This would stabilise the organisation and counteract the negative impact dysfunctional turnover has on an organisation (Cholteeva, 2022).  

9. ParcelCare employs the majority of employees on permanent, full-time contracts. You feel these contracts have their place, but it is time to consider whether other types of contractual arrangements could be beneficial to the organisation, especially when demand for delivery services increases and decreases. Assess the suitability of permanent, full-time contracts for delivery drivers as well as two other types of contracts. (AC 4.1) 

	For ParcelCare to determine the most suitable contractual arrangements to match the workforce demands, the organisation needs to review all types of contracts that could benefit both the employer and employees. There are many types of contracts that are available such as, permanent, fixed term, full-time and part-time, agency, temporary and zero-hour contracts (Gov UK, 2024). Ensuring contracts are legally compliant, the rate of pay is above minimum wage and deciding on the type of contract are all essential components in constructing a fair and ethical work environment (Daniels, 2022). 
The nature of work that ParcelCare’s delivery drivers would encounter depends on the time of year, which needs to align with the employees’ contractual obligations.  For example, Christmas and sale periods would increase demand and offer unsocial hours which the drivers may have to undertake with regards to late night deliveries. For ParcelCare to optimise the workforce, review costs effectively and maintain operations smoothly, aligning the correct contracts to workforce demands is key (CIPD, 2023a).
	To retain ParcelCare’s workforce and strategise a happy and valued organisation, focus should be aimed at the delivery drivers needs to determine what they want from their jobs. Some drivers may require flexibility or stability. There may be a demand for overtime and therefore the employees may wish to receive extra pay in return for working evenings/unsocial hours. These employee benefits would provide ParcelCare with a successful reward scheme enabling a more motivated team with better productivity levels (CIPD, 2023a).
	ParcelCare would require full-time permanent contracts for most staff. This guarantees a consistent service requirement where the staff are obligated to fulfil the basis of the organisation’s needs. The contract is valid until either employer or employee wish to terminate and this will come with a notice period. A full-time permanent contract has job security, annual leave entitlement and a sickness policy which provides the employee with stability (Indeed, 2024d). 
Fixed-term contracts have a specific end date and are favourable for covering busy time periods such as Christmas and sale. These types of contracts are advantageous to cover long-term sickness or maternity leave. Employers can extend the contracts if there is a business requirement to (CIPD, 2021). ParcelCare would need to be aware of legal obligations as any fixed-term employee who has worked continuously for 4 years has the right to be treated as a permanent employee (CIPD, 2021). 
Zero-hours contracts offer no set minimum number of hours. These are valuable in times of financial uncertainty for an employer where there are service demand fluctuations. This is favourable for employees who prefer flexible employment arrangements (CIPD, 2024i).

10. At present, an ad hoc approach is taken to onboarding and typically involves the line manager ensuring new starter forms are completed and health and safety training provided.  You identify that onboarding can be improved but first need to convince others that investment in this area is worthwhile.  Explain the benefits of effective onboarding. (AC 4.2) 
Effective onboarding is the process where new employees are integrated into an organisation and helps to acclimatise new starters into their role successfully (CIPD, 2023e). According to the CIPD (2023e) first impressions of an organisation have a significant impact on a news starter’s integration within the team and overall job satisfaction. Effective onboarding reduces the risk of absenteeism and turnover, with 28% of organisations reporting that it enhances retention (CIPD, 2023e).
Phelan (2024) highlights the importance of effectively onboarding new employees. Providing clear information about the organisation, the culture, norms, and expectations for the role means new employees can align ParcelCare’s vision and values with their own to enhance and strengthen the organisation’s culture. This enhances employee productivity, increases loyalty and decreases turnover (Phelan, 2024).
The connection between employee engagement and an effective onboarding process is clear, as new employee turnover rates can be up to 20% in the first 45 days, therefore employees who experience a good induction are more likely to stay. This is also beneficial to the financial implications that are associated with expensive recruitment and selection processes (Phelan, 2024).
The induction process should include all organisation procedures, such as health and safety, building orientation, well-being and equality. It is vital to familiarise the new employees with this basic information as this is the starting point in the inclusivity of the employee experience and provides new employees with the knowledge and resources needed to be successful (CIPD, 2023e).  It is also more important now than ever to engage in pre-employment communications through social media and pre-employment checks. The purpose for preboarding is to get new recruits excited for their first day and to keep them engaged. This provides the organisation with an opportunity to integrate the new employee seamlessly into its culture, establishing employer brand before the recruit steps into the office (Linkedin, 2023).
Successful onboarding is a team effort, therefore ParcelCare should collaborate across departments, assign a mentor for the first week and provide social opportunities for new colleagues to socialise (Phelan, 2024). This will assist in connecting new employees into the organisation’s culture and make them feel more comfortable. A takeaway from this to consider however is to not ‘over-onboard’ new employees as this can be overwhelming and affect new starters negatively (Phelan, 2024). Havard Business Review suggests beginning the onboarding process with basic information, giving clarity to the relevant training, building on this over time. The benefit of this will retain new staff and create a continuous learning culture (Phelan, 2024). 
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