




1.1 Explain how organisations strategically position themselves in competitive labour markets. 426

ParcelCare is currently facing increasing challenges in both attracting and retaining employees, particularly in frontline roles such as delivery drivers and depot workers. This issue mirrors broader trends in the labour market, with the CIPD (2025a) indicating that 71% of employers in the transport and logistics sector are encountering difficulties in filling vacancies. More organisations are entering the market with flexible, gig-style roles, which are increasingly attractive to workers seeking greater control over their hours and working conditions (CIPD, 2023a).

To strengthen its competitive edge as an employer, ParcelCare must adopt a strategic approach. This begins with a thorough competitor analysis (CIPD, 2023d), looking at how similar organisations are attracting staff and identifying gaps or weaknesses (CIPD, 2024a). For example, organisations like DPD UK have strengthened their employer brand by investing in employee wellbeing, offering career development opportunities, and promoting community engagement. ParcelCare can use this to its advantage by promoting job stability, supportive management, and a better work-life balance (CIPD, 2024b). Conducting a structured SWOT analysis can help identify where ParcelCare stands out and where it can improve (CIPD, 2025j).

A strong Employee Value Proposition (EVP) is vital. According to Armstrong and Taylor (2023), the EVP covers both the practical and emotional benefits employees receive for their work. For ParcelCare, this could involve dependable shift patterns, career development opportunities, along with mental health and wellbeing support, and inclusive workplace policies. These benefits should be clearly communicated and consistently delivered to build trust and engagement (CIPD, 2022a).

Employer branding plays a crucial role in attracting and retaining talent. Yousf and Khurshid (2024) found that strong branding significantly boosts employee commitment, particularly when supported by high levels of engagement. Similarly, the CIPD (2024b) notes that candidates are increasingly influenced by an organisation’s values, ethical stance and reputation. ParcelCare can build a stronger brand by showing it genuinely cares about its people, supports sustainability, and gives back to the community. Sharing real employee stories can help create a positive and relatable workplace image.

In a competitive labour market, being an employer of choice requires more than offering attractive pay. It means creating a work environment where people feel respected, valued, and able to grow (CIPD, 2024b). ParcelCare should also review its reward strategy, considering options like loyalty incentives, additional leave entitlements, or flexible working policies to attract and retain a broader range of applicants (CIPD, 2025b).

By aligning its EVP, employer brand, and workplace practices with the evolving expectations of today’s workforce, ParcelCare can improve its strategic position and attract the talent it needs to succeed (CIPD, 2023e).



1.2  Explain the impact of changing labour market conditions on resourcing decisions. 469

Labour market conditions describe how the availability of workers compares to the demand for jobs within a particular sector or the wider economy (CIPD, 2025a). These dynamics shape how organisations make resourcing decisions, a trend that has been consistently observed over time (CIPD, 2020). Carnevale and Smith (2013) argue that shifts in this balance require organisations to adapt recruitment strategies and invest in workforce development. For ParcelCare, understanding these trends supports more effective attraction, recruitment and retention (CIPD, 2024a).

ParcelCare is currently operating in a tight labour market, where there are more job vacancies than available workers.  This makes it harder to attract and retain staff, especially in frontline roles. In contrast, a loose labour market is one where there are more jobseekers than jobs, giving employers more choice and often reducing the urgency to compete for talent. Understanding where an organisation sits within the labour market helps shape more effective recruitment and retention strategies (CIPD, 2025f).

The CIPD (2025a) reports that 40% of employers in the transport and storage sector are experiencing hard-to-fill vacancies. This environment requires ParcelCare to adopt more proactive recruitment strategies, enhance its employer brand, and focus on retaining existing staff. According to the CIPD (2024a), many employers are responding to similar challenges by offering flexible working arrangements, investing in onboarding, and strengthening employee engagement.

External factors such as immigration rules, economic pressures, and changing workforce expectations also influence resourcing decisions (CIPD, 2024a). For example, post-Brexit immigration policies and the lasting effects of the COVID-19 pandemic have reduced the available workforce in logistics (Migration Observatory, 2024). At the same time, rising demand for parcel delivery has increased the need for operational staff. In response, ParcelCare may need to widen its recruitment efforts by targeting underrepresented groups or offering apprenticeships (CIPD, 2024b; CIPD, 2024s).

Demographic changes, such as an ageing workforce, further limit the talent pool and require organisations to adapt their strategies (CIPD, 2018). ParcelCare could offer flexible or part-time roles to attract older workers and invest in training to develop future leaders. The CIPD Good Work Index (CIPD, 2024d) highlights that development opportunities and job quality are key to retention.

Technological change is another important factor. As automation becomes more common in logistics, ParcelCare must recruit individuals with digital skills and provide training to help current employees adapt to new systems (McKinsey, 2021).

Legislative changes, such as increases in the minimum wage and stricter health and safety regulations, also affect resourcing (CIPD, 2025c). While these may raise employment costs, they can enhance ParcelCare’s appeal to jobseekers, provided the organisation meets and communicates these standards effectively (CIPD, 2024e).
To remain competitive, ParcelCare should regularly assess external influences using tools like PESTLE and SWOT analysis (CIPD, 2025l). These frameworks support agile, evidence-based decision-making and help the organisation respond effectively to a fast-changing labour market (CIPD, 2025d).

2.1 Analyse the impact of effective workforce planning. 420
Workforce planning is a strategic process that ensures the right number of skilled employees are in place to meet business goals (CIPD, 2024f). For ParcelCare, a company that has overlooked this process and currently facing challenges in attracting and retaining staff across various functions, implementing workforce planning is crucial. This process includes forecasting future staffing needs, evaluating both internal and external labour markets, identifying potential gaps, and formulating strategies to bridge those gaps (Ulrich et al., 2017). Taking even small steps in planning can help organisations prepare for future workforce challenges and see returns in their efforts (CIPD, 2019).
Accurate forecasting enables organisations to be prepared for peak periods or planned holidays, by ensuring sufficient staffing levels. Without such planning, the company risks being understaffed, which can harm customer satisfaction, or being overstaffed, which leads to unnecessary expenditure (CIPD, 2019). Aligning workforce supply with demand is essential for maintaining service quality while managing labour costs effectively (CIPD, 2024f).
Evaluating the internal workforce is also a key part of effective planning. By reviewing employee skills, turnover patterns, and upcoming retirements, ParcelCare can assess where it might face staff shortages. For example, if many experienced drivers are close to retiring, spotting this early gives ParcelCare time to recruit or train replacements, helping to avoid disruption (Armstrong & Taylor, 2023). This also helps with succession planning (CIPD, 2024n), particularly for senior roles, ensuring consistency and maintaining staff morale (CIPD, 2024a).
Christine Cross (2022) describes workforce planning as an ongoing cycle of reviewing current staffing, forecasting future needs, and taking action. She highlights the importance of succession planning and adapting to change. This reinforces the need for ParcelCare to adopt a proactive and strategic approach to workforce planning.
Workforce planning can play a key role in improving employee retention and engagement. By anticipating future skill requirements, ParcelCare can offer training and development opportunities, showing a commitment to employee growth and ensuring the right people are in place for future demands (Weeks, 2018). This not only boosts job satisfaction but also helps address current retention issues (CIPD, 2024f).
From a financial perspective, strategic workforce planning allows ParcelCare to manage costs more effectively. It reduces reliance on temporary staffing and lowers recruitment expenses through more efficient hiring practices. Organisations like Royal Mail have demonstrated that aligning workforce supply with demand cycles can enhance service delivery while keeping costs under control (CIPD, 2024f). 
However, there are risks ParcelCare should consider. Inaccurate forecasting, poor data quality, and resistance to change can all undermine workforce planning efforts (CIPD, 2024f).

2.2 Evaluate the techniques used to support the process of workforce planning. 437
Workforce planning helps ParcelCare anticipate staffing needs and address recruitment and retention challenges (CIPD, 2024a). This includes projecting future workforce needs, assessing internal and external labour markets, identifying potential gaps, and implementing strategies to close them (CIPD, 2023b). Various forecasting methods can support this process, each with distinct benefits and limitations (CIPD, 2023b). 
One common method is managerial judgement, which draws on managers’s operational experience (CIPD, 2023b). In ParcelCare’s context, this approach allows quick, flexible responses to fluctuations in parcel volumes. However, because it is based on personal judgement, it can be prone to bias and may lack accuracy (CIPD, 2023b).
Another approach is cost-based forecasting, which sets staffing levels based on budget limitations (CIPD, 2024f). This method helps ParcelCare manage workforce costs and align planning with financial goals. However, when budgets are tight, it can result in understaffing, affecting service quality and staff morale (CIPD, 2024f).
Data-driven approaches use quantitative models to forecast workforce needs based on factors such as productivity, business growth, and seasonal trends. These methods can offer greater accuracy than judgement-based approaches (CIPD, 2024a). For example, Taylor (2012) demonstrates how exponential smoothing techniques predict staffing in high-volume environments like call centres. Similar models could help ParcelCare forecast delivery volumes and plan staffing. However, the success of this approach depends on the quality of available data and the organisation’s ability to interpret it accurately (CIPD, 2023b).
Internal data like promotion and turnover rates can provide valuable insights into workforce dynamics (CIPD, 2025l). For instance, high turnover among delivery drivers at ParcelCare may indicate retention issues, inform future recruitment strategies (CIPD, 2025e). However, relying solely on historical data may not account for sudden changes in the external labour market (CIPD, 2025f).
Critical incident analysis examines specific events, such as mass resignations or major disruptions. This method helps organisations prepare for similar situations. However, it tends to be reactive and may not provide a comprehensive view of long-term workforce trends (CIPD, 2023b). Workforce planning is often initiated in response to such significant events, helping organisations identify risks and develop strategies to support long-term objectives (CIPD, 2024a).
Each workforce planning method has its advantages and disadvantages. While managerial judgement and cost-based planning are easier to apply, they may lack accuracy. Data-driven methods tend to be more precise but rely robust data systems. 
ParcelCare should also consider both hard and soft workforce planning approaches. Hard planning focuses on measurable elements like headcount and budgets, while soft planning looks at employee engagement, development, and organisational culture. Using both approaches together can help ParcelCare balance operational needs with long-term people strategies. Combining both offers a balanced, effective strategy (CIPD, 2024f).


2.3 Assess the strengths and weaknesses of different methods of recruitment and selection to build effective workforces.  442
According to CIPD (2024o), using a variety of selection methods, including structured interviews and assessments, enhances recruitment fairness and effectiveness. ParcelCare currently advertises vacancies on its website and relies on managers to interview shortlisted candidates. Using social media can be a powerful way to widen recruitment reach and improve how candidates are selected. LinkedIn, for example, allows ParcelCare to target specific skills and industries, helping attract a wider range of candidates, including those who may not be actively job hunting (CIPD, 2021). This can speed up hiring and broaden the talent pool. However, the CIPD (2024d) also notes that this approach may generate many unsuitable applications, increasing the time and resources needed to manage them. Additionally, relying solely on online platforms might exclude candidates who aren’t active on social media, potentially affecting diversity if not combined with other methods (Stone et al., 2015).

Another recruitment method is employee referral programs. These can improve the quality of hires because employees tend to recommend individuals who fit the company culture and perform well. Referral programs often increase retention rates since referred candidates usually have a clearer understanding of the job and company expectations before joining (Breaugh, 2020). However, referrals can limit diversity if employees mostly refer people from similar backgrounds. To avoid this, ParcelCare should use referrals alongside other recruitment channels (CIPD, 2024g; CIPD, n.d.a).

When it comes to selection, personality tests can be a valuable tool for assessing how well a candidate’s traits align with the role and company culture. These tests can help predict job performance, particularly in roles that require teamwork, resilience, or dealing with customers. According to CIPD (2024d), personality assessments can support better hiring decisions by identifying behavioural tendencies not always evident in interviews. However, they must be used carefully, as poorly designed tests may cause bias or inaccuracy. Additionally, candidates may try to answer in a way they think is desirable, which can affect reliability. For ParcelCare, personality tests could be particularly useful in customer-facing or team-based roles, if used with other objective methods.

Another selection method is skills tests, which assess a candidate’s ability to perform specific tasks relevant to the role. These tests can provide objective evidence of a candidate’s capabilities and are particularly useful for operational roles requiring practical skills. Picardi (2020) highlights that well-designed, clearly structured assessments strongly indicate job performance. However, she also points out that poorly built or unclear tests may be unfair or ineffective. For ParcelCare, using skills tests alongside interviews could be a practical way to assess candidates for hands-on or technical roles.
A balanced approach combining these methods can help ParcelCare build a more effective and diverse workforce while managing costs and improving retention.


3.1 Discuss factors that influence why people choose to leave or remain in organisations. 411

Employee turnover is a significant concern for ParcelCare, especially since its current turnover rate is higher than internal targets. To understand why employee’s leave, it’s important to distinguish between avoidable and unavoidable turnover. Avoidable turnover refers to employees leaving for reasons the organisation could potentially control or improve, such as poor management, lack of career progression, or unsatisfactory working conditions (CIPD, 2025e). For example, if a ParcelCare employee resigns due to feeling undervalued, this would be avoidable turnover. On the other hand, unavoidable turnover involves reasons beyond the organisation’s influence, such as retirement, relocation, or health issues (People Profession, 2023). Understanding these distinctions helps ParcelCare focus retention efforts on areas it can influence.

Alongside these categories, the concepts of push and pull factors provide further insight into employee decisions, explaining what drives employees to leave (CIPD, 2024h). Push factors are internal issues that drive employees away, such as dissatisfaction with job roles, poor management style, or lack of recognition (CIPD, 2025e). For example, if ParcelCare drivers feel overwhelmed by excessive delivery targets, they may be compelled to leave. Pull factors are attractive external opportunities that pull employees away, such as higher pay, better benefits, or flexible working options elsewhere (CIPD, 2024h). A driver leaving ParcelCare for a competitor offering better wages or more flexible hours illustrates a pull factor.

Push factors tend to relate more to avoidable turnover because the organisation can often address them through improved management practices or reward systems (CIPD, 2025e). For example, enhancing communication and recognition at ParcelCare could reduce dissatisfaction and lower avoidable turnover. Pull factors are sometimes harder to control and can be linked with unavoidable turnover when external offers are too appealing despite the company’s efforts (People Profession, 2023). However, improving employer branding and ensuring competitive pay can help lessen pull factors (CIPD, 2024a).

Another important consideration is job embeddedness which refers to how connected employees feel to their role, team, and organisation. Mitchell et al. (2001) found that stronger connections reduce the likelihood of voluntary turnover. For ParcelCare, building these ties could be especially valuable in retaining experienced staff.

Understanding the distinction between these factors is crucial for ParcelCare’s retention strategy. By identifying whether employees leave because of push or pull factors, and if their departure is avoidable or unavoidable, the company can better tailor its retention strategies (CIPD, 2025e). Addressing avoidable turnover and push factors through better leadership, job enrichment, and recognition schemes will help improve employee satisfaction (CIPD, 2025e; CIPD, 2025m). 

3.2 Compare different approaches to developing and retaining people. 448

ParcelCare continues to face challenges in retaining staff due to strong competition in the labour market. One effective approach is the use of realistic job previews (RJPs), which give candidates a clear and honest view of the role before they accept (CIPD, 2025g). This helps manage expectations and reduce early resignations. However, it may also discourage some applicants, highlighting the importance of inclusive recruitment to ensure fairness and accessibility (CIPD, 2024g).

A structured induction programme is another key strategy (CIPD, 2024p). It helps new employees settle in, understand their role, and feel part of the company culture. A well-designed induction can boost early engagement and reduce turnover, while a poor one can leave new starters feeling unsupported (CIPD, 2025h). ParcelCare could enhance its induction by including buddy systems, hands-on training, and clear communication of expectations.

For longer-term retention, job enrichment can be highly effective. Adding variety and meaningful tasks can improve motivation and job satisfaction (CIPD, 2025i). This supports employee development and reduces the monotony of repetitive tasks. However, not all employees prefer change, and redesigning roles takes time and resources (CIPD, 2024i).

Reward systems, both financial and non-financial, are also sometimes beneficial. Bonuses, recognition, and development opportunities can make employees feel valued and more likely to stay (Armstrong & Taylor, 2020). For example, ParcelCare might introduce performance-based bonuses or offer internal progression routes. But if overused, rewards can make work feel transactional, reduce motivation, and strain budgets (CIPD, n.d.).

Learning and development (L&D) opportunities are also important for retention, especially for employees seeking career growth (CIPD, 2025k). Providing access to training, or apprenticeships can increase engagement and loyalty, while also building internal capability (CIPD, 2024q; CIPD, n.d.). Research by Saurombe and Barkhuizen (2022) supports this, showing that effective talent management and development practices are strongly linked to improved job satisfaction and retention, particularly when employees feel their growth is supported.

RJPs and induction are particularly effective for new hires, helping manage expectations and encourage early engagement (CIPD, 2025h). In contrast, job enrichment, L&D, and reward strategies are better suited to retaining experienced staff by sustaining satisfaction. RJPs are low-cost but limited in scope, while induction requires more investment yet supports long-term integration (CIPD, 2024a). Job enrichment boosts autonomy and purpose but needs careful planning, and rewards can deliver quick wins if balanced to avoid negative effects (People Management Insight, 2019).

For ParcelCare, a blended approach is likely to be most effective. RJPs and strong induction processes can reduce early turnover, while job enrichment, L&D, and well-managed rewards support long-term retention. Together, these strategies address both short-term needs and long-term workforce planning (CIPD, 2025g; Armstrong & Taylor, 2023), helping ParcelCare build a more stable, motivated, and future-ready workforce.
3.3 Explain the impact associated with dysfunctional employee turnover. 394

Dysfunctional employee turnover refers to the loss of high-performing or hard-to-replace employees, which can negatively affect how well an organisation operates (CIPD, 2025e). This differs from functional turnover, where the exit of underperforming staff may benefit the business (Armstrong and Taylor, 2023).

ParcelCare relies heavily on experienced drivers and frontline staff, so losing them can quickly disrupt operations and lead to increased recruitment costs (CIPD, 2025e; CIPD, 2024h). These effects are often felt immediately, as departing employees take with them valuable knowledge and skills that are not easily replaced (Al-Suraihi et al., 2021). This loss can disrupt workflows and reduce team efficiency, especially in roles that require job-specific experience. New employees usually need time to get fully trained, which can result in delays and missed performance targets, ultimately affecting service quality and customer satisfaction (CIPD, 2025e).

Turnover also impacts the morale of remaining staff (CIPD, 2025e). Seeing colleagues leave can create uncertainty and make employees feel less secure in their roles. Added pressure from covering extra work can lead to lower job satisfaction, disengagement, and even more resignations (Al-Suraihi et al., 2021). In a fast-paced environment like ParcelCare, where teams work closely under time pressure, low morale can have a knock-on effect on both performance and staff retention.

There are also financial consequences (CIPD, 2025n). Replacing staff involves direct costs such as advertising, onboarding, and training, which can be significant for organisations facing high turnover (CIPD, 2025e). These are particularly significant for ParcelCare, where new hires must learn specific systems and follow strict compliance procedures. Also, there are indirect costs like reduced productivity, time spent by managers on recruitment, and the loss of investment in employee development (Taylor, 2018). Hom et al. (2017) also highlight that these hidden costs can often be greater than the more obvious expenses, especially when experienced staff leave.

Customer satisfaction is another area that can suffer significantly due to high employee turnover. High turnover can lead to inconsistent service, delays, and mistakes, especially when new or temporary staff are still learning (CIPD, 2025e). For a company like ParcelCare, which depends on speed and reliability, this can damage its reputation and result in lost business. The CIPD (2025e) also notes that high turnover can undermine team cohesion and customer relationships, ultimately impacting business performance and customer loyalty. Therefore, managing dysfunctional turnover is essential to maintaining service quality and organisational stability.


4.1 Assess suitable types of contractual arrangements dependent on specific workforce need. 421

ParcelCare currently employs most of its delivery drivers on permanent, full-time contracts. These contracts offer significant benefits for both the organisation and employees. They provide financial security, legal protections such as paid leave and notice periods, and help to maintain a stable and reliable workforce (CIPD, 2024). These contracts also include legal terms such as pay, hours, and notice periods, which must follow employment law (ACAS, 2024; CIPD 2025m). For ParcelCare, this supports workforce consistency, encourages employee loyalty, and helps maintain high service standards. In a fast-moving logistics environment where reliability is key, having a stable team of full-time drivers ensures operational continuity and customer satisfaction (Daniels, 2022). However, this approach can lack flexibility. During off-peak periods, ParcelCare may still be paying employees whose workload has reduced. This not only increases costs but can also affect productivity if staff become disengaged (CIPD, 2024).

Given the seasonal and often unpredictable nature of parcel deliver, ParcelCare could benefit from a more adaptable workforce strategy (CIPD, 2024r). One option is the use of zero-hour contracts, which allow the company to offer work only when demand requires it, particularly useful during busy periods (CIPD, 2024j). This model aligns closely with the gig economy, where flexibility and responsiveness are valued (Taylor, 2017). However, zero-hour contracts can also lead to income uncertainty, lower employee morale, and weaker organisational commitment. Also, over-reliance on this model may harm ParcelCare’s employer brand (CIPD, 2024j). Although zero-hours contracts are legal, employers must ensure they comply with the Employment Rights Act 1996 and the Exclusivity Terms in Zero Hours Contracts (Redress) Regulations 2015, which are designed to protect workers’ rights and prevent unfair restrictions on taking other work.

Another alternative is the use of agency workers. This can provide a quick and cost-effective way to meet short-term demand without the long-term commitment of permanent hires (CIPD, 2024k). Agency staff can be onboarded quickly and are particularly useful for covering absences or sudden spikes in workload. However, under the Agency Workers Regulations 2010, they are entitled to equal treatment in terms of pay and conditions after 12 weeks, which can increase costs. Also, due to agency workers not being fully integrated into the organisation, there may be challenges around performance and consistency with systems (CIPD, 2024k).

A blended approach may offer the best solution for ParcelCare. Suleman et al. (2019) support this strategy, noting that combining different contract types allows organisations to balance cost, flexibility, and workforce engagement. This approach aligns with CIPD guidance on tailoring employment types to operational needs (CIPD, 2023c).


4.2 Explain the benefits of effective onboarding. 393

Onboarding plays a vital role in helping new employees settle into an organisation. A well-structured onboarding process helps new starters understand their roles, the company culture, and what’s expected of them (CIPD, 2025h; CIPD, 2024p). Investing in the employee experience from onboarding onwards is critical, as it really impacts on retention of employees (CIPD Community, 2022). For ParcelCare, where retaining drivers is a known challenge, strengthening onboarding could help reduce early turnover and its associated costs, which the CIPD estimates can be as high as £3,000 per hire (People Management Insight, 2024).
One of the most important benefits of effective onboarding is improved retention. When new employees feel welcomed, supported, and confident in their roles, they’re more likely to stay (CIPD, 2025h). This reduces the financial and operational burden of recruiting and training replacements, particularly relevant in parcel delivery, where drivers need time and support to feel confident in the role. A positive onboarding experience boosts engagement and loyalty, both of which are essential for long-term retention (CIPD, 2025g).
Onboarding also helps new employees become productive more quickly. By providing clear guidance, training, and expectations from day one, new drivers at ParcelCare can get up to speed faster, reducing errors and delays (People Management Insight, 2024). This leads to smoother operations and better customer service. A structured onboarding process also supports compliance with health and safety standards and internal policies, helping to minimise risks and avoid costly mistakes (CIPD Community, 2022). 
Another key benefit is cultural integration. Onboarding introduces new hires to the organisation’s values, behaviours, and team dynamics, helping them feel part of the organisation (People Management Insight, 2021). Chillakuri (2020) highlights that younger employee’s, particularly Generation Z, value onboarding experiences that offer clarity, feedback, and opportunities to build relationships, factors that directly influence early engagement and long-term retention. The CIPD Profession Map highlights that employee experience, starting with onboarding, has a lasting impact on engagement and performance (CIPD Community, 2022). When employees feel connected to the company’s purpose, they’re more likely to go the extra mile and contribute positively to team outcomes (People Management Insight, 2024).
Finally, technology can enhance the onboarding experience by making it more efficient and engaging. Digital tools can streamline tasks, improve training, and support communication (CIPD, 2024l). For ParcelCare, adopting onboarding technology could help ensure consistency across different locations while freeing up managers to focus elsewhere.








Bibliography
ACAS (2024) ‘Employment contracts and the law – Types of terms in a contract’. Available at: https://www.acas.org.uk/employment-contracts-and-the-law/types-of-terms-in-a-contract (Accessed 17 June 2025).

Al-Suraihi, W.A., Samikon, S.A., Al-Suraihi, A.A. and Ibrahim, I., 2021. Employee turnover: Causes, importance and retention strategies. European Journal of Business and Management Research, 6(3). Available at: https://www.researchgate.net/publication/352390912_Employee_Turnover_Causes_Importance_and_Retention_Strategies (Accessed 19 June 2025).
Armstrong, M. and Taylor, S. (2023) Armstrong's Handbook of Human Resource Management Practice. 16th Edition. London: Kogan Page.
Breaugh, J.A. & Starke, M. (2000). Research on employee recruitment: So many studies, so many remaining questions.  Available at: https://www.academia.edu/2552542/Research_on_employee_recruitment_So_many_studies_so_many_remaining_questions (Accessed 21 June 2025).
Campion, M.A., Palmer, D.K. & Campion, J.E. (1997). ‘A Review of Structure in the Selection Interview’. 

Carnevale, A.P. and Smith, N. (2013) Workforce supply and demand in the new economy: Strategies for closing the skills gap. Journal of Vocational Behavior, 82(3), pp.219–225. Available at: https://doi.org/10.1016/j.jvb.2013.01.001 (Accessed: 27 June 2025).

Chillakuri, B. (2020). ‘Understanding Generation Z expectations for effective onboarding. Journal of Organizational Change Management’, 33(7), pp.1277–1296. Available at: https://www.proquest.com/docview/2467514579?accountid=130472

CIPD (2018) ‘The impact of an ageing workforce’. Available at: The impact of an ageing workforce | CIPD (Accessed 02 June 2025).
CIPD (2019) ‘The many merits of workplace planning’. [Podcast]. Available at: https://www.cipd.org/uk/knowledge/podcasts/workforce-planning/ (Accessed 10 May 2025).
CIPD (2020) ‘Resourcing and talent planning survey 2020’. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/resourcing-and-talent-planning-2020_tcm18-85530.pdf (Accessed 17 June 2025).
CIPD (2021) ‘Recruitment in the social media age’. [Podcast] 12 October. Available at: https://www.cipd.org/uk/knowledge/podcasts/social-media-recruitment/ (Accessed: 28 May 2025)
CIPD (2022) ‘Incentives and recognition’. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/evidence-reviews/incentives-recognition-practice-summary_tcm18-105466.pdf (Accessed 12 June 2025).
CIPD (2022a) ‘Raising your employees value proposition’. Available at: https://www.cipd.org/en/knowledge/webinars/value-proposition/ (Accessed 20 May 2025).
CIPD (2022b) ‘A Guide to Inclusive Recruitment for Employers’. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/guides/2023-pdfs/inclusive-recruitment-employers-guide_tcm18-112787.pdf. Accessed: 29 May 2025.
CIPD (2023a) ‘The gig economy: What does it really look like?’. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-cipd-gig-economy-report-8453.pdf (Accessed 8 May 2025).
CIPD (2023b) ‘Strategic workforce planning: Guide for people professionals’. Available at: https://www.cipd.org/uk/knowledge/guides/strategic-workforce-planning/ (Accessed 14 May 2025).
[bookmark: _Hlk202080081]CIPD (2023c) ‘Flexible and hybrid working practices in 2023’. Available at: https://www.cipd.org/uk/knowledge/reports/flexible-hybrid-working-2023/ (Accessed 12 May 2025).
CIPD (2023d) ‘CIPD launches practical guidance on workforce planning’. Available at: https://www.cipd.org/uk/about/news/guidance-workforce-planning/ (Accessed 12 May 2025).
CIPD (2023e) ‘People Profession 2023’. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-people-profession-report-uk-ireland-2.pdf (Accessed 26 May 2025).

CIPD (2024) ‘Contracts of employment’. Available at: https://www.cipd.org/uk/knowledge/factsheets/terms-conditions-contracts-factsheet/ (Accessed 02 June 2025).
CIPD (2024a) ‘Resourcing and talent planning report 2024’. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2024-pdfs/8662-resource-and-talent-planning-2024-report-web.pdf (Accessed 14 May 2025).
CIPD (2024b) ‘Employer Brand’. Available at: https://www.cipd.org/uk/knowledge/factsheets/recruitment-brand-factsheet/ (Accessed 6 May 2025). 
CIPD (2024d) ‘CIPD Good Work Index: Wales’. Available at: https://www.cipd.org/uk/knowledge/reports/goodwork/wales/ (Accessed 10 May 2025).
CIPD (2024e) ‘Regulation and the labour market’. Available at: https://www.cipd.org/uk/knowledge/reports/regulation-and-the-labour-market/ (Accessed 02 June 2025).

CIPD (2024f) ‘Workforce Planning’. Available at: https://www.cipd.org/uk/knowledge/factsheets/workforce-planning-factsheet/ (Accessed 12 May 2025).
CIPD (2024g) ‘Inclusive recruitment: Guide for people professionals’. Available at: https://www.cipd.org/uk/knowledge/guides/inclusive-employers/ (Accessed 20 June 2025)
CIPD (2024h) ‘Benchmarking employee turnover: What are the latest trends and insights?’. Available at: https://www.cipd.org/uk/views-and-insights/thought-leadership/cipd-voice/benchmarking-employee-turnover/ (Accessed 24 June 2025).
CIPD (2024i) ‘Job design’. Available at: https://www.cipd.org/uk/knowledge/factsheets/job-design-factsheet/ (Accessed 10 June 2025).

CIPD (2024j) ‘Zero-hours contracts’. Available at: https://www.cipd.org/uk/knowledge/factsheets/zero-hours-factsheet/ (Accessed 18 June 2025).
CIPD (2024k) ‘Agency workers: Understanding the law’. Available at: https://www.cipd.org/uk/knowledge/guides/agency-workers-guide/ (Accessed 5 June 2025).
[bookmark: _Hlk202080781]CIPD (2024l) ‘Using technology to improve hiring and onboarding. Available at: https://www.cipd.org/uk/views-and-insights/thought-leadership/insight/using-technology-to-improve-hiring-and-onboarding/ (Accessed 13 June 2025).
[bookmark: _Hlk202082071]CIPD (2024m) ‘Health and safety: UK employment law’. Available at: https://www.cipd.org/uk/knowledge/employment-law/health-safety/ (Accessed 02 June 2025).
CIPD (2024n) ‘Succession Planning’. Available at: https://www.cipd.org/uk/knowledge/factsheets/succession-planning-factsheet/ (Accessed 12 May 2025).
CIPD (2024o) Selection methods’. Available at: https://www.cipd.org/en/knowledge/factsheets/selection-factsheet/#Assessmentcentres (Accessed 08 June 2025).
CIPD (2024p) ‘Induction’. Available at: https://www.cipd.org/uk/knowledge/factsheets/induction-factsheet/ (Accessed 11 June 2025).

CIPD (2024q) ‘Employee Experience’ Available at: https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/specialist-knowledge/employee-experience/ (Accessed 13 June 2025).
CIPD (2024r) ‘Flexible working: Guidance for people professionals on planning and managing’. Available at: https://www.cipd.org/uk/knowledge/guides/flexible-working/ (Accessed 04 June 2025).
CIPD (2024s) ‘New focus on upskilling needed as staff turnover and vacancies are set to decline’. Available at: https://www.cipd.org/uk/about/press-releases/new-focus-on-upskilling-needed-as-staff-turnover-and-vacancies-set-to-decline/ (Accessed 26 May 2025).
CIPD (2025a) ‘Labour Market Outlook: Spring 2025’. Available at: https://www.cipd.org/uk/knowledge/reports/labour-market-outlook/ (Accessed 6 May 2025).
CIPD (2025b) ‘Reward: an introduction’. Available at: https://www.cipd.org/uk/knowledge/factsheets/reward-factsheet/ (Accessed 15 May 2025).
CIPD (2025c) Health and safety at work’. Available at: https://www.cipd.org/uk/knowledge/factsheets/health-safety-factsheet/ Accessed 12 June 2025
CIPD (2025d) ‘PESTLE Analysis’. Available at: https://www.cipd.org/uk/knowledge/factsheets/pestle-analysis-factsheet/ Accessed 6 May 2025).
CIPD (2025e) ‘Employee turnover and retention’. Available at: https://www.cipd.org/uk/knowledge/factsheets/turnover-retention-factsheet/ (Accessed 25 May 2025).
CIPD (2025f) ‘Understanding the economy and labour market’. Available at: https://www.cipd.org/uk/knowledge/factsheets/economy-labour-market-factsheet/ (Accessed 12 May 2025).
CIPD (2025g) ‘Retention: Guidance for people professionals’. Available at: https://www.cipd.org/en/knowledge/guides/employee-retention/ (Accessed 12 June 2025).
CIPD (2025h) ‘Employee induction’. Available at: https://www.cipd.org/uk/knowledge/guides/employee-induction/ (Accessed 2 June 2025).
CIPD (2025i) ‘CIPD Good Work Index’. Available at: https://www.cipd.org/uk/knowledge/reports/goodwork/ (Accessed 10 May 2025). 
CIPD (2025j) ‘SWOT Analysis’. Available at: https://www.cipd.org/uk/knowledge/factsheets/swot-analysis-factsheet/ (Accessed 6 May 2025).
[bookmark: _Hlk202081776]CIPD (2025k) ‘Analysis/Career and development opportunities in HR’. Available at: https://www.cipd.org/en/views-and-insights/thought-leadership/insight/career-development-hr/ (Accessed 8 June 2025).
CIPD (2025l) ‘People analytics’. Available at: https://www.cipd.org/uk/knowledge/factsheets/analytics-factsheet/ (Accessed 19 June 2025).
CIPD (2025m) ‘Retention and turnover’. Available at: https://www.cipd.org/uk/knowledge/factsheets/turnover-retention-factsheet/ (Accessed 18 June 2025).

CIPD (2025n) ‘Strategic reward and total reward’.  Available at: https://www.cipd.org/uk/knowledge/factsheets/strategic-total-factsheet/ (Accessed 11 June 2025).

[bookmark: _Hlk202077590]CIPD (n.d.) ‘Apprenticeships and investment in training’. Available at: https://www.cipd.org/uk/views-and-insights/cipd-viewpoint/apprenticeships-investment-training/ (Accessed 17 June 2025).
CIPD (n.d.a) ‘Recruitment’. Available at: https://www.cipd.org/en/topics/recruitment/ (Accessed 10 June 2025).
CIPD Community (2022) ‘Improving onboarding processes’. Available at: https://community.cipd.co.uk/discussion-forums/community-feedback/f/feedback/20524/improving-onboarding-processes (Accessed 21 June 2025).
CIPD Community (2022) ‘Stepping up the employee experience’. Available at: https://community.cipd.co.uk/cipd-blogs/b/the_people_profession_now_and_for_the_future/posts/stepping-up-the-employee-experience (Accessed 03 June 2025).
CIPD Employment Rights Act 1996. Available at: https://www.legislation.gov.uk/ukpga/1996/18/contents (Accessed 02 June 2025).
Cross, C. (2022). ‘Workforce planning and talent management’ [Video]. Henry Stewart Talks. Available at: https://hstalks.com/t/5005/workforce-planning-and-talent-management/

Daniels, K. (2022) Introduction to Employment Law. Fundamentals for HR and Business Students (6 ed.). London: CIPD

Exclusivity Terms in Zero Hours Contracts (Redress) Regulations 2015.  Available at: https://www.legislation.gov.uk/ukdsi/2015/9780111139950 (Accessed 22 June 2025).
Hom, P.W., Lee, T.W., Shaw, J.D. and Hausknecht, J.P., 2017. One hundred years of employee turnover theory and research. Journal of Applied Psychology
Levashina, J., Hartwell, C.J., Morgeson, F.P. & Campion, M.A. (2014). ‘The Structured Employment Interview: Narrative and Quantitative Review of the Research Literature’. 
McCartney, C. (2024) ‘Selection Methods’. Available at: https://www.cipd.org/uk/knowledge/factsheets/selection-factsheet/ (Accessed 13 May 2025).

McKinsey & Company (2021) ‘The future of work after COVID-19.’ Available at: https://www.mckinsey.com/featured-insights/future-of-work/the-future-of-work-after-covid-19 (Accessed 13 May 2025).
Migration Observatory (2024) ‘Migrants in the UK labour market: an overview’. Available at: https://migrationobservatory.ox.ac.uk/resources/briefings/migrants-in-the-uk-labour-market-an-overview/ (Accessed 15 May 2025).
Mitchell, T.R., Holtom, B.C., Lee, T.W., Sablynski, C.J. and Erez, M. (2001) ‘Why people stay: Using job embeddedness to predict voluntary turnover’. Academy of Management Journal, 44(6), pp.1102–1121. Available at: https://doi.org/10.5465/3069391 (Accessed: 27 June 2025).
People Management Insight (2019) ‘Which rewards really motivate your employees?’. Available at: https://pminsight.cipd.co.uk/which-rewards-really-motivate-your-employees (Accessed 17 June 2025).
People Management Insight (2021) ‘How to make your workplace truly inclusive’. Available at: https://pminsight.cipd.co.uk/how-to-make-your-workplace-truly-inclusive (Accessed 21 June 2025).
People Management Insight (2024) ‘33% ready to leave: how to boosts retention with your L&D strategy’. Available at: https://pminsight.cipd.co.uk/33-ready-to-leave-how-to-boost-retention-with-your-ld-strategy (Accessed 15 June 2025). 
People Management Insight (2024) ‘Looking after new talent: the importance of an effective onboarding process’. Available at: https://pminsight.cipd.co.uk/the-importance-of-an-effective-onboarding-process (Accessed 15 June 2025). 
People Management Insight (2024) ‘People, planet, purpose – the key to successful EX’. Available at: https://pminsight.cipd.co.uk/how-your-purpose-attracts-talent-customers-and-growth (Accessed 20 June 2025).
Picardi, C.A. (2020). ‘Recruitment and selection: Strategies for workforce planning and assessment’. Thousand Oaks, CA: SAGE Publications. Available at: https://sk-sagepub-com.ezproxy.uwtsd.ac.uk/book/mono/recruitment-and-selection/toc (Accessed: 27 June 2025).
Suleman, F., Lagoa, S. and Suleman, A. (2019). ‘Patterns of employment relationships: the association between compensation policy and contractual arrangements’. International Journal of Human Resource Management, pp.1136–1156. Available at: https://doi.org/10.1080/09585192.2017.1284884 (Accessed: 27 June 2025).
Taylor, J.W. (2012) Density forecasting of intraday call center arrivals using models based on exponential smoothing. Management Science, 58(3), pp.534–549. Available at: https://doi.org/10.1287/mnsc.1110.1420 (Accessed: 27 June 2025).
Taylor, M. (2017) Good work: The Taylor review of modern working practices. London: Department for Business, Energy and Industrial Strategy. Available at: https://www.gov.uk/government/publications/good-work-the-taylor-review-of-modern-working-practices

Taylor, S. (2018). Resourcing and Talent Management. 7th ed. London: Kogan Page.
The Agency Workers Regulations 2010. SI 2010/93. Available at: https://www.legislation.gov.uk/uksi/2010/93 (Accessed 02 June 2025).
Ulrich, D., Brockbank, W., Johnson, D., Sandholtz, K. & Younger, J., 2017. HR Competencies: Mastery at the Intersection of People and Business. Alexandria, VA: SHRM.
Weeks, A. (2018) ‘Top tips for workforce planning success’. Available at: https://www.youtube.com/watch?v=2lwjI6iED9A (Accessed 02 May 2025).
Yousf, A. and Khurshid, S. (2024) Impact of employer branding on employee commitment: Employee engagement as a mediator. Vision, 28(1), pp.35–46. Available at: https://doi.org/10.1177/09722629211013608 (Accessed: 27 June 2025).
2

