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Question 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)
The labour market constantly evolves due to technology and digital transformation, economic instability, the cost of living crisis, sustainability strategy, and different working models (CIPD, 2023a). Therefore, it’s crucial to increase ParcelCare’s ability to compete with other parcel delivery competitors. To achieve this, ParcelCare needs to concentrate on the following:

Swot Analysis
This is a planning tool, and the acronym SWOT stands for Strengths, Weaknesses, Opportunities, and Threats concerning an organisation. Carrying out this analysis will enable them to embrace new technological advances, adopt various and flexible models of working and attract potential employees. They also can learn about labour market trends and competitors (CIPD, 2024) and recognise any opportunities in the labour market that haven’t been capitalised yet. The downside of SWOT analysis is, it is a time-consuming exercise, resource-intensive, and only meaningful for a set amount of time. However, it will produce profound, insightful information for organisations to take necessary steps to sustain themselves in the highly competitive labour market.

Employer Brand
Based on the SWOT analysis ParcelCare can build or make amendments in their employer brand.  CIPD defines ‘employer brand’ as a set of attributes and qualities, which are generally intangible, that makes an organisation stand out among other competitors and promises to offer a particular kind of employee experience where employees thrive and reach their potentially best performance (CIPD, 2023b).   The modern-day employees are keen on seeking employers who offer psychologically safe workplaces and equitable policies, opportunities for self-development etc (Taylor & Woodhams, 2022). ParcelCare can demonstrate these offers via their approach to recruitment and sustainability practices, such as incorporating inclusive and ethical practices in their induction, performance management and rewards, managing internal communications effectively, promoting effective management practices, flexible working etc. An effective employer brand mediates the psychological contract between the employer and the employees (Taylor & Woodhams, 2022).

Building an effective HR Team
ParcelCare needs to look at their HR team and focus on developing them, this is crucial as an effective HR team will contribute the organisation’s strategic priorities and also ensure that the organisation is upholding the ethical and transparent practices and the offers made via employer brand is upheld, which at times could be overlooked or sacrificed in the face of business priorities (CIPD, 2023a).   

Building an engaging workforce
Building an engaging workforce: This is a process that can be achieved by focusing on various aspects of the business. Employee engagement is a psychological state that incorporates job clarity, satisfaction, resource availability, job-person match, recognition, social support, personal development, and space for employee voice (CIPD, 2024b). An effective HR department focuses on these aspects to ensure that the workforce is not just present, but actively contributing to the company's success.
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Question 2
Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2)
The labour market demand is measured by the number of people in employment and the hours they work. The supply is measured by the people in employment and those looking for work. If the labour market is tight, there are more job vacancies available than the available workers. If the labour market is loose, it means there are more workers available than the available job vacancies. (Taylor & Woodhams, 2022). ParcelCare needs to focus on determining the trend in the labour market in terms of skills, shortages, economic changes that are likely to come. Bank of England’s monetary policy report and Office for Budget Responsibility (OBR) forecasts are trusted sources of information for this (CIPD, 2024b).  Although it is time consuming, a PESTLE analysis will give useful information of the political, economic, social, technological & legal & environmental factors impact on ParcelCare (CIPD, 2023d). The outcome might indicate one of the two ways mentioned below: 

Demand is higher than supply. 
This is referred to as a tight labour market. If the labour market reflects this, then ParcelCare needs to focus on retaining its talent, which means keeping its employees. The following will likely to help; appraising their existing policies and ensuring they are work-life-friendly, paying competitive salaries and other benefits, and investing in their employees to upskill, reskill, and develop them. This will also increase the organisation’s talent pool. Additionally, it creates a psychologically safe environment that allow employees to voice their concerns and thoughts. These practices will help build an engaged workforce and give ParcelCare a competitive advantage in improving, enhancing, and introducing new business practices (Edmonston & Lei, 2014). 

Currently, employer Brand seems to be a key factor in attracting top talent, as the modern workforce looks beyond pay and benefits, focusing on career development opportunities, positive work experience, and the overall perception of an employer. A strong branding strategy will attract more potential talent to the organisation (Taylor & Woodhams, 2022). ParcelCare should keep their employer brand as a guide, aiming to become the employer of choice. 

Supply is higher than demand
This is called a loose labour market, and there are more job seekers than available positions. If this is the current trend, then ParcelCare can concentrate on attracting high-quality talent by finding innovative ways of advertising their job positions (Taylor & Woodhams, 2022). It may be an excellent time to focus on future planning to ensure the organisation’s sustainability in terms of talent. It may be a crucial time for ParcelCare to scrutinise its practices to ensure they are not misusing this labour market trend and poorly treating its workforce; instead, it continues to keep its Employer brand as a guide to making resourcing decisions.
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Question 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)
Due to technological advances and other external factors such as Brexit, organisations need to undertake workforce planning to future-proof their businesses.  Workforce planning is generally misunderstood as a tedious practice or budget-setting exercise. CIPD defines this as ‘ensuring the company has the right people with the right skills in the right place at the right time’ to deliver the company’s objectives (People Management, 2010). It is a crucial process that puts companies in good stead among competitors.   

ParcelCare currently experiences challenges in recruiting and sustaining the workforce. Before addressing these challenges, the company needs to look at what skills and how many people they need with these skills to run their business successfully.  Undertaking a Workforce Planning is an ideal way to do this. There are two types of processes involved in workforce planning.

Hard workforce planning 
This involves using the basic statistics from ParcelCare’s management reports to predict the number of people and skills needed. At this stage, ParcelCare can identify the current skills within their business, how many employees are equipped with these skills, forecast what the future workforce needs, and identify any skills or workforce shortage in various business areas. Based on this, ParcelCare can focus on upskilling and multiskilling the current employees and determine what skills they need before starting the recruitment campaign (CIPD, 2024b).

Soft Workforce Planning
The information gathered from Hard work planning can inform the soft workforce planning. Based on the insights gathered via the hard workforce planning exercise, ParcelCare needs to develop a strategic framework; the senior management can use this framework to make managerial judgments to identify various performance drivers suited to different needs across other business areas and plan how to take them forward (Syedain, 2010). Also, having the required information in a quantifiable form helps management to work out the cost implications in comparison with employee turnover, etc.  For example, management can forecast the cost of upskilling and multiskilling the current workforce and compare it with the financial and skill loss related to employee turnover. This will address the company’s skill demand and help build an engaged workforce as they are given chances to develop themselves (Syedain, 2010).

Another important aspect of workforce planning is involving the HR team in conducting job analyses and developing job descriptions so that the company can focus on recruiting future employees with the required skills. Workforce planning is an immensely productive activity that helps to streamline the company’s business needs. By identifying future skill requirements and creating an engaged workforce, the company will gain a strategic advantage over its competitors (Taylor & Woodhams, 2022).
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Question 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 is an essential activity undertaken by companies to ensure that they have an adequate number of employees with the required skill set to fulfil business functions in the future.  There are various techniques used in this process, such as managerial judgement, working back from costs, systematic approaches, data used to forecast supply and demand, employee turnover rate, etc. This process is usually carried out by the workforce planning team, which involves the HR team, senior managers and any other relevant personnel depending on the company—two of the techniques mentioned above are considered (Taylor & Woodhams, 2022).

Forecasting demand and supply.
This process involves forecasting the future skills a company will require and assessing the existing skills within the organisation. This helps to identify any potential gaps between the supply and demand for these skills. It enables the company to create effective plans to bridge these gaps. After this process, the company needs to assess its current supply by considering factors such as the total number of people employed, total wage cost, and workforce demographics (Taylor and Woodhams, 2022).  
However, the decisions they take may vary depending on how far ahead the company looks when planning and acting on current and future workforce needs (CIPD, 2024d). Environmental and political factors, such as policy changes, might impact this assessment. For example, the new Labour government’s decision to increase the employer NI contribution might have an impact on the number of employees the organisation wants to keep and recruit (BBC, 2024).

Managerial judgement
Here, the senior managers forecast the workforce requirement to sustain the business successfully. Usually, directors and heads of service decide the future workforce and talent requirements. They do this based on their knowledge and experience with the company (Taylor and Woodhams, 2022). This may give practical insights; however, even if the managerial judgement has some use of predicting the future talent requirements, it is heavily based on individuals' interpretations and judgement. Therefore, it may not always accurately predict the skillset requirements; for example, technological advances can skew this judgment.

When comparing these two methods , managerial judgement incorporates the current social, financial, and economic factors, which is a positive aspect. However, it is mainly based on predictions and assumptions. On the other hand, forecasting supply and demand has a clear process based on data; however, this process has limitations as it cannot predict the social, environmental and political factors. 
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Question 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)
Recruitment Methods
Recruitment agencies
Recruitment agencies find suitable candidates for job vacancies that align with the company’s requirements. This method is very efficient in finding more suitable candidates for various job roles, which is an advantage; the company can also save time and resources by appointing a recruitment agency to filter suitable candidates (Abbas, Shah and Othman, 2021). However, in this method, the company’s choice is somewhat limited as they only have to choose from a group of candidates which has been already filtered by the recruitment agency, so the companies might miss some potential talents which might be picked up if the company use it’s own team in the selection process.

Electronic application system
This type of recruitment method has been widely used since the Covid pandemic.  The candidates will complete the electronic application form and upload other required documents to a web-based platform. The advantage of this method is that it has a broad audience and will attract many potential candidates without geographical barriers; it is comparatively less costly (Taylor & Woodhams, 2022).  However, suitable candidates who may request application forms in an alternative format may not have the opportunity to access these platforms, and the organisations potentially lose these talents. On the other hand, not offering application forms in alternative formats may be a concern for the company’s mandatory obligations in line with equality legislation.

Selection Methods
Ability and personality tests
Organisations widely use these tests, and in the UK, 40% of companies with 50 or more employees incorporate ability/personality tests as part of their recruitment process (Taylor & Woodhams, 2022). These tests enable employers to choose the right candidate by assessing their ability, personality traits, and competencies towards fulfilling the role requirements.  By choosing the right candidate, companies can significantly improve their efficiency and productivity (Lochner, 2017). However, the weakness of this method is that it received wide criticism because it is unreliable.  For example, if the assessment questions were worded slightly differently, it might get a different response from the same individual (McDonald, 2018).

Work samples and assessment centres
In this method, the candidates must complete some sample elements of the job role as part of the selection process. It is a reliable measure to assess the candidate’s suitability for the role, which is a strength of this method (Taylor & Woodhams, 2022). In addition, it is a fairer and inclusive selection method that benefits neurodiverse individuals (Palumbo, 2023). However, the candidates’ circumstances may impact their performance on the day; for example, if they were poorly or dealing with personal issues, it might affect their performance negatively. Therefore, the assessment will not indicate their true potential.
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Question 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)
Employees are an organisation's asset; however, they leave at some point. This is called employee turnover which is costly for the organisations, and it is measured as the percentage of employees leaving the organisation over a period compared to the total workforce (CIPD, 2024e). Employees move over for various reasons. At ParcelCare, the current turnover rate is higher than it should be. Therefore, exploring this further is essential to see whether the retention rate could be reduced.
Employee turnover due to unavoidable reasons.
Here, employees leave the organisation and the management has no control over the reasons make them to leave. These are unavoidable factors such as employee ill health, retirement, returning to study, etc. (Taylor & Woodhams, 2022). Organisations usually factor these percentages of turnover into their business plans (CIPD, 2024e).
Employee turnover due to avoidable reasons
Here, employees leave the organisation due to some form of dissatisfaction with the organisation. This avoidable, dysfunctional turnover is very costly for organisations as they not only lose talents but also cost HR administration time, recruitment costs, new starter and training costs; departing employees are less productive in their final weeks, on the other hand, new starter is less productive in their first few weeks etc. (Taylor & Woodhams, 2022).  
Therefore, it is crucial to understand why people leave the organisation. These reasons could be categorised as ‘push and pull factors’.
Push factors
Push factors make the employees to withdraw from the company based on dissatisfaction; the reasons could be lack of developmental opportunities, bad relationships with colleagues and/or line managers, lack of job satisfaction, dissatisfaction with the work environment, etc. (Semmer et al., 2014).
Pull factors
These factors can be defined as ‘employees’ perceived job alternatives’ and can be identified as job opportunities, unexpected job offers, career aspirations, an employee’s aspiration to try something new, expand skills, knowledge, and abilities, or seek new challenges and possibilities (Semmer et al., 2014).
 Effective managerial and HR practices can avoid push-and-pull factors, such as conducting regular employee appraisals to understand their aspirations and future plans, investing in employee development programmes. Equally offer opportunities for internal transfers. In addition, train the managers to forge effective working relationships with the team. The company also need to ensure that the organisational policies and procedures are transparent and focusing on equal opportunities. Additionally, maintain proper and open communication channels and offering a platform for employee voice and take these suggestions/opinions onboard where appropriate and practical (Taylor & Woodhams, 2022). 
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Question 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)
Realistic job preview
It is a recruiting tool that gives a prospective employee a good understanding of the job by communicating its attractive and less desirable aspects; it will provide the employee with a more detailed job description. Based on this, the applicants can weigh the pros and cons of the job before officially accepting it. This will reduce the turnover intentions (Realistic job previews, no date).
Induction 
It is a process to welcome new employees to the organisation and help them settle down in their new roles as soon as possible. It intends to help the new employees feel comfortable in their new roles. Simultaneously, they need to undertake relevant training and other learning and development activities to carry out the job effectively (Taylor & Woodhams, 2022). 
Compared to the approaches mentioned above, in realistic job preview, organisations offer a richer experience to potential employees about the job; in addition, potential employees can have a chance to negotiate if they want to change/amend any aspects of the job where possible. In contrast, Induction is for employees who have already accepted the job offer. Therefore, they don't have a chance for negotiations. On the other hand, Induction is typically handled as a formal procedure once an employee has joined, whereas a Realistic job preview is a more deliberate effort to attract talent by giving a balanced view of the role.
Job enrichment
It is a technique to motivate employee satisfaction and performance, generally offered via skill variety, task identity, task significance, autonomy and feedback. It typically addresses these areas positively to improve employee motivation and job satisfaction (Job Enrichment Pays Off, 2014)
Compared to job preview and Induction, this technique will be used later in an employee's journey to improve their performance and retain them. It focuses on satisfying employees' intrinsic motivation and aims to meet some aspects of employee's psychological contract.
Reward
While job enrichment focuses on increasing employees’ job satisfaction aspect, rewards aim to improve their motivation by offering rewards for their contribution and performance. It also contributes to fulfilling the employee's psychological contract by focus on their extrinsic motivation. However, this technique should be used with care and demonstrate fairness and transparency throughout the process.  Because employees have their own perception of what is right and what is wrong, if they perceive the rewards were delivered unfairly, this helpful technique might turn into a 'push' factor and increase employee's turnover intention (Taylor & Woodhams, 2022).
All four techniques mentioned above aim to impress employees and retain them. However, rewards and Induction need extra care as they might become a push factor and increase employees' turnover intention if delivered incorrectly.
                                                                                                                                (Word Count – 442)


Question 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)
Turnover in organisations is unavoidable; employees leave due to retirement, returning to studies, relocating, etc. Organisations don't have any control over this. However, there is another category of employee turnover named 'dysfunctional employee turnover'.  This happens in disproportionate ways and significantly affects the organisation. Dysfunctional employee turnover can be defined as employees leaving the organisation, creating a talent and skill drain in addition to incur costs to the organisation in recruiting new employees to sustain the business activities (Taylor & Woodhams, 2022). Simultaneously, it creates a hostile atmosphere among the existing employees, which will damage the company's culture and reputation (Cholteeva, 2022). 
Organisations can measure this turnover via crude turnover rate calculation and get an idea of the workforce left in a set period in comparison to the existing workforce.  Additionally, organisations can use stability rate calculation and cohort analysis to establish and understand the turnover rate. 
The impact of this departure could result in direct costs such as costs related to recruitment and selection process, training the new employees in addition to paying someone overtime or recruiting someone temporarily to manage the tasks of the departed employee (Taylor & Woodhams, 2022). Dysfunctional turnover also has indirect costs. For example, the departed employee could be less productive in their final weeks; simultaneously, the new employee takes time to settle into their new job, until then they will be less productive. Also, the departed employee is likely to establish client relationships in their role, which might be damaged due to them leaving. Above all, the company's reputation may be damaged due to high employee turnover (Taylor & Woodhams, 2022).
Organisations generally have control over the reasons related to the dysfunctional turnover. Usually these reasons are something like, employees perceive they weren't paid enough for their performance or skills, they did not have enough developmental opportunities to further their skills and knowledge, they perceive they lack job security, work tasks may not align with their skill set, co-worker problems, management problems, work stress, etc. Therefore, the management needs to look into these aspects urgently and put adequate measures to stop the dysfunctional turnover (Maertz et al., 2022).
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Question 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)
The contract of employment sets out the terms and conditions of the employment relationship and offers a solid understanding of the duties, obligations, and rights of an employer and an employee (Daniels, 2022). Currently, the majority of ParcelCare’s workforce consists of full-time, permanent employees. This type of contract benefits the organisation in the following ways.

Permanent Contract
The permanent contract gives the companies a solid foundation to fulfil their service delivery requirements. The organisation can undertake workforce planning and training based on these employees. On the other hand, the employees also have job security, so they are likely to be more productive and want to improve themselves on the job and access available training opportunities, which will increase the organisation’s skills and talent. This, in turn, enhances the efficiency and quality of the service delivery (Schalk et al., 2010)

However, there are other types of contracts that could benefit the organisation. These types of contracts can be utilised depending on the service requirements. The following contracts can be utilised. 
Fixed-term contracts
ParcelCare can recruit employees on fixed-term contracts. This type of contract is useful when there is a project to complete or for managing the service commitments during a specific period such as the Christmas period or covering the absence period of a permanent employee such as someone on maternity leave.  There won't be work for the employees after the project is completed or the employee returns. This type of contract should clearly state the end date of the employment (Taylor & Woodhams, 2022). This contract will help the company manage its varying service needs within a limited budget.
However, ParcelCare needs to ensure that the fixed-term employees are not treated less favourably than the permanent employees, which would be a breach of employment law. If the fixed-term contract needs to be terminated before the end date, it should be treated as a dismissal and handled accordingly. However, not renewing a fixed-term contract will not be considered a less favourable treatment (Daniels, 2022). 
Zero-hours contract
Here, the company has a bank of individuals who can be called to work if the service needs increase or temporarily fill a gap in the increased service requirements (Daniels, 2022). ParcelCare can utilise this type of contract to give flexibility to the workforce, such as managing employee absences, allocating annual leave without affecting the service delivery, and managing the increased service requirements of a certain period like Christmas.  However, these types of contracts need to be utilised with care and to be used to fulfil the service needs rather than taking advantage of this workforce by getting their services without giving them job security or additional benefits offered to other contract types (Daniels, 2022). Failing to do so may result in lawsuits and a bad reputation for the company.
(Word Count – 465)
Question 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)
Employee induction is a process where the organisation welcomes new employees to the workplace, helping them adjust to the new work environment, and acclimatise to their new jobs. In modern times, this process is called onboarding (CIPD, 2023c). The onboarding process has two sides. The first one is softer; here, the employee feels welcome in the organisation and content in their role.  The hard side consists of providing required training and preparing them to operate effectively within given guidelines (Taylor & Woodhams, 2022).
New employees need to understand their new job environment, locations and work patterns, organisational culture, opportunities for socialising, essential training and other learning opportunities, what is expected of them etc. Naturally this is a stressful period for new employees (Taylor & Woodhams, 2022). 
Research suggests that first impression matters for new hires, and 86% of the employees decide on their long-term commitment to the organisation within the first six months of their employment (CIPD, 2017). An effective onboarding process will give the employees an enhanced onboarding experience, help them integrate effectively, and create a sense of belonging. This will likely improve their performance and productivity. Equally, it will improve their engagement and help to lower turnover intentions in the long run (CIPD, 2023c). Therefore, organisations need to pay attention to this process rather than treating it as merely an administrative chore.
On the other hand, apart from the employment contract, an implicit contract between the employer and the employee develops, it is called a ‘psychological contract’. It consists of expectations, beliefs, ambitions and obligations from both parties. Induction is an excellent opportunity for the organisation to gently introduce the concepts mentioned above; in return, employees can understand them and amend or adjust their own where possible (Taylor & Woodhams, 2022). Onboarding is a stage where both parties learn about each other’s psychological contract. One of the reasons for employee dysfunctional turnover is due to their perception of a breach of their psychological contract. Since, this is implicit, organisations can use the induction as an opportunity to gently inform their practices as well as give space employees to voice their expectations. Therefore, organisations must invest time and resources to make it a positive employee experience (CIPD, 2023c). 
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