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)
ParcelCare can seek sources of labour from a variety of sources, they will be more strategically placed within job seekers within the local market and individuals working in other companies. It’s critical to strategically position yourself to ensure they address retention, recruitment initiatives and the overall efficiency of people management approaches (Taylor&Woodhams,2022)
It would be beneficial for ParcelCare to understand the 3 core areas of strategy, which are analysis, development and implementation. Strategies that will allow organisations to compare themselves to competitors can be a SWOT & PESTLE analysis, these tools help recognise the context for change, provides key information to understand opportunities and threats surrounding labour changes (CIPD,2024D). An initiative to achieve this would be by enhancing the brand, this is where the organisation presents itself in the best possible light within the labour market, so it enhances the potential for individuals to want to work for them (Taylor&Woodhams,2022).
To be effective, a clear structure of the brand should be apparent through the employee’s lifecycle and within ParcelCare’s people management strategy, analysis on this, employees’ experiences and behaviours can provide the answers on what is required to set them apart from their competitors (CIPD,2024E). Additionally, conducting analysis on why employees leave the organisation can provide an insight into developing a strong retention strategy and can create an initiative to tackle the existing issues or constitute the problem that is apparent (Taylor&Woodhams,2022).
When conducting internal and external analysis, it’s critical to compare to your competitors, especially if ParcelCare are not offering competitive compensation and benefits. Benchmarking salaries against other jobs within the market is crucial, offering an attractive salary and benefits package may provide that competitive edge to attract those with the desired skills you require to support the success of the business (Thakkar,2024).
Additionally, another way to be successful within a crowded market is to focus on the time-to-hire process. Analysis on the average time-to-hire can allow ParcelCare to obtain the top talent, decreasing the length of time will allow you to engage with desirable candidates sooner before they accept a job with a competitor. Furthermore, it’s a more positive experience for the candidate and reduced the costs and time of posting the job advert on external job boards (Anderson,2024).

2. Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2)
Labour markets consist of individuals seeking paid employment and employers who are trying to fulfil vacancies. Understanding these conditions can provide ParcelCare with an understanding into trends, supply and demand for labour to provide appropriate policies for managing the workforce (Taylor&Woodhams,2022).
Due to the everchanging internal and external factors that affect all jobs and sectors, labour markets are constantly changing, adapting and evolving due to the enhancements in technology, legislation, social and political norms (CIPD,2018).
ParcelCare needs to understand the current market they are operating in, ensuring that they are aware of the factors contributing to changes within the market at that specific point in time to ensure that are attracting their desired candidate. There are many sources of labour such as job seekers in local, national and international markets, graduates, school leavers, individuals working in other companies or those economically inactive (Taylor&Woodhams,2022). 
When there is a high demand for job opportunities than there are job seekers, the labour market is said to be tight, this is where organisations experience difficulties recruiting (CIPD, 2024F). Employers are obliged to compete against each other to secure the desired talent, it’s known for some markets to always be tight despite economic conditions due to the skills required for a particular job which can be relatively scarce (Tayor,2014). 
With ParcelCare being a package delivery service, they are operating within a tight labour market, whereby there are more job opportunities available than active job seekers, therefore they are experiencing difficulties to achieve sustainable competitive advantage amongst their competitors such as Evri, Amazon and DPD. Whereas a loose labour market refers to an increase in job seekers competing for employment with only a small number of vacancies available (Taylor&Woodhams,2022). From a people management perspective managing staff within a loose labour market is found to be less problematic, as recruiting and retaining top performance causes no issue due to the surplus in labour (Taylor,2014).
Depending on how tight or loose the labour market is, will determine the cost of the budget in terms of wages, benefits, development and recruitment costs, it’s evident that the tighter the market the more money is spent on these to attract a high number of quality applicants (Tayor,2014).

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)
Workforce planning is a strategic activity that should be conducted to ensure organisational needs aligns with the people strategy. This process can provide valuable information regarding the current market within the industry to support organisations delve into the challenges they face and develop initiatives to ensure they obtain the desired long term business goal (CIPD,2024G) 
This activity can identify the specific employees with the relevant skills required to achieve the desired strategic goals. Depending on the scope of the organisation, workforce planning can vary however there are four stages that should be implemented to be successful, these include:
· Forecasting the organisations future demands for skills 
· Forecasting what skills, the organisation will have in the future 
· Identifying gaps between the future demand and supply of skills 
· Making plans to fill the gaps  
(Taylor&Woodhams,2022)
Obtaining the right people with the  Acquiring skills, values and attitudes that your organisation strives for will build a workforce that is well aligned with the desired objectives, those employees who share the same values are more likely to be engaged and motivated within their roles (Taylor,2024).
Once the right skills and qualities have been identified this will help inform all hiring decisions when recruiting, hiring the right person from the offset will reduce hiring costs and help streamline the recruitment process. Additionally, predicting business needs can allows the organisation to be run efficiently with the correct number of skilled professionals without the need to over staff which can be costly for the organisation (Taylor,2024).
Once the skills are identified on attracting the right people it’s important to understand the workforce’s strength and weaknesses and to implement succession planning, this will allow the organisation to anticipate change and be proactive when replacements need to be made. This also gives employees an opportunity to grow. An organisation that encourages development and provides investment to achieve their full potential can lead to enhanced motivation, satisfaction and reduced retention (Indeed, no date).

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)
When implementing workforce planning, forecasting the demands of the skills required for the future is the initial stage of the talent planning process. ParcelCare must consider the following questions during this stage:
· What tasks are required
· How to distribute tasks into:
· Job roles
· Number of roles required 
· Type of contracts (Permanent/fixed/part-time)
· Identify the skills required for those roles
(Taylor&Woodhams,2022)

To obtain this information its critical to look at previous trends to predict future needs and analysing workload levels. Utilising senior management and staff expertise will also contribute the knowledge required for forecasting the demand (Taylor&Woodhams,2022). Focusing on the demand allows an understanding of the requirements needed, by having this knowledge will allow ParcelCare to develop targeted recruitment, development and retention strategies to develop sustainable competitive advantage (Nekvinda,2024).

The advantage of this is that you can guarantee that the talent is available when needed therefore the organisation can become more aligned with their processes and priorities and mitigate any risk when stiving for continuous improvement (CIPD,2024H). Despite this, there is evidence to suggest that the accuracy of forecasting can be inaccurate and lead to incorrect predictions due to the economic shifts and uncertainty we face (Makridakis et al.,2009). It's important to identify the existing resources in ParcelCare. Things to consider include number of staff, wages, the workforce composition then analysing via departmental functions such as delving into ages, length of service, sickness and the trends in turnover (Taylor&Woodhams,2022).

The next technique would be to conduct a skills audit with each employee, this is where a list of essential competencies can be compared to the level of skills required, this will create a list of desired skills needed for the future challenges. This will provide invaluable information on the competitive positioning, ParcelCare can then prioritise where they determine their priorities for investment. However, this task can be time consuming to collect and analyse the data.
 Additionally, the organisation can utilise their existing resources such as training, mentoring and coaching to address the gap that may exist (Taylor & Woodhams, 2022). Implementing the right tools can allow organisations to streamline their strategy for workforce planning by aligning people management practices with desired strategic objectives. It will enhance cooperation, communication and productivity (Nekvinda,2024).

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 and selection are the processes of bringing a new employee into the company which involves two sets of activities. The recruitment process occurs when a new job role is created or if an existing employee leaves the business. This process involves advertising the position on the relevant channels to reach a pool of applicants. Whereas the selection process refers to choosing the most appropriate candidate who are equipped to fulfil the role (Taylor&Woodhams,2022).
Social media is a modern and engaging method to attract a wide pool of applicants when using platforms such as Facebook and LinkedIn. Utilising social media to reflect all the positive work that the business conducts allow individuals to become more familiar with the brand, presenting the organisation to the labour market in the best possible light will increase the number of potential candidates (Taylor&Woodhams,2022). Utilising social media does have its downfalls, it may not accurately reflect the wider population, this may lead to bias within the pool of applicants and limit the applicability to reach a wider audience. Furthermore, applicants are concerned with a breach of privacy that may occur, applicants can be reluctant in what information their share via a social media platform as they are concerned that their information can be misused or leaked (Oudat&Bakas,2023).
A recruitment method that ParcelCare can implement is a refer a friend scheme. This scheme encourages existing staff within the organisation to find talent within their own network and refer those who would fit in with the existing culture (Leonard, 2024). The employer will then reward the employee for every successful hire the have referred. There are normally rules surrounding this incentive such as the employee must have past probation to receive the reward. This will widen the talent pool available and reduce the time required to attract individuals, those who refer who have a strong work ethic are more likely to refer those of similar values, however it may create a lack of diversity within the team (Draper,2024).
Assessment Centres are considered as the most sophisticated selection activities, this is where a group of applicants are assessed. Utilising this method can allow ParcelCare to combine a range of selection methods such as presentations, interviews and role play etc (Taylor&Woodhams,2022). The advantage of this is that Parcel Care can tailor the assessment centre. If they were recruiting roles for a delivery driver, it may be advantageous to include a driver assessment where they evaluate the ability to operate the vehicle safely. This would provide a realistic preview of the daily tasks that needs to be conducted which can be very effective, however this would require additional resources such as vehicles and driving assessors to complete the assessment and increase costs so this may undermine the effectiveness (BPS,2015).
References can also be used to select the right candidate, if you have sifted through a pool of applicants conducted other relevant selections methods, many companies will seek further information to ensure the suitability of the potential candidate. It’s common practice for an organisation to request two references prior to making an offer of employment (Taylor&Woodhams,2022). References allow employers to verify information, gain a further insight into their skills and character (Guardian, no date). However, More currently employers have become reluctant to provide a detailed reference when requested as it can be subjective which poses a risk to legal action taken from ex-employees, therefore organisations provide minimal details such as employment dates, job title and reason for leaving (Taylor&Woodhams,2022).


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)
Unavoidable turnover relates to circumstances that is beyond the organisations control, these factors can include, ill-health, returning to education, relocating or family commitments. Avoidable turnover relates to departures that has been caused by some form of dissatisfaction that has occurred from the organisation. It’s argued that 90% of employees would fall into the avoidable turnover (Taylor&Woodhams,2022).
Avoidable turnover reasons within ParcelCare may include, poor compensation, drivers may believe they are underpaid, or wages are not competitive in comparison to other logistic companies or believe they are not fairly rewarded in terms of benefits (Gurchiek,2023).
Employees can resign from their positions for a variety of reasons these can be separated into push and pull factors. Push factors occur when an employee is dissatisfied in their current role and pursues alternative options (CIPD,2024C). Whereas Pull factor relates to the attraction of new opportunities which ‘pulls’ them away from their current organisation such as new job or prospects which may give them more fulfilment rather than their current role (CIPD,2024C).
Push factors that may occur within ParcelCare may include, lack of support and development opportunities, drivers may feel this way due to lack of training, poor management or the lack of communication and engagement due to the lone working that is conducted daily this may lead to a negative view of the company which can affect the reputation of the business and affect future resourcing strategies (Taylor&Woodhams,2022).
Pull factors that are often apparent relate to a competitive compensation, in terms of a better package or attractive benefits. The most influential pull factor is a competitive salary, it’s evident that a robust benefits strategy can be the reason to attract top talent. As stated above, the sense of fulfilment is a crucial factor for an individual, if an employee is not achieving that sense of accomplishment in their current role, they are more inclined to look for seek a new role where they can utilise their skills more effectively and feel their contributions will make a meaningful influence (XCD,2024).
It's vital for ParcelCare to identify push/full factors and avoidable turnover; it would be beneficial to commit to consistent monitoring as it can highlight key areas that need to be enhanced to sustain the talent that already exists within the organisation. It provides an understanding on how it affects performance and how it supports with strategic goals. 

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)

ParcelCare operate within a competitive labour market so retaining staff can be challenging due to the wide opportunities that are available elsewhere.  Realistic job previews are necessary for both employer and employees, both can decide if the job role is appropriate and that the specific tasks can be carried out successfully. Managing recruitment can require significant investment and needs to be implemented effectively to benefit the organisation and not result in new employees leaving after a short period of time (Robson,2024).
It's critical that ParcelCare conduct a job analysis review to determine the key skills and experiences required for the role and then developing a job description as well as person specification (Taylor&Woodhams,2022). Conducting this will allow ParcelCare to provide the candidate with an honest and thorough preview of the challenges they need to overcome and the benefits of the role. 
Having an effective comprehensive induction process can improve the retention within ParcelCare, that first impression can be key, and it can impact job satisfaction. By experiencing A positive initial experience will allow the employee to feel comfortable and have confidence in their new employer that they are providing them with the necessary resources to be successful. Employees whose values align with companies’ vision and culture are more engaged and this alignment will foster a sense of loyalty and reduce turnover (CIPD,2023).
Job enrichment is a retention strategy that enables a fulfilment of the employee’s role creating a sense of accomplishment, feeling that their work is meaningful and contributing to success of the organisation and an opportunity for personal development and growth (HiBob,2024). ParcelCare would benefit from job enrichment as it would provide greater job satisfaction and productivity. Additionally, it will create a succession plan for employees and will support with retaining high performing employees (HiBob,2024)
Reward relates to compensation or recognitions within organisations, there are many factors that can contribute to this rather than just a cash payment.  Reward management is to ensure that all employees are treated fairly and ensures that their contributions to the organisation are recognised by both financial/nonfinancial means (Taylor&Woodhams,2022). Reward strategies may include competitive salary or increased flexibility to promote work life balance. Rewarding and recognising staff achievements will retain staff as they will feel valued and engaged with the organisation, this will inevitably increase productivity and promote a positive culture (Howard,2024).
Reward retention strategies must be implemented with an eye on labour markets to sustain competitive advantage but ensure they are affordable; interests are fulfilled while achieving strategic goals and fairness simultaneously (Taylor&Woodhams,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)
Employee turnover can have has a significant negative impact on organisational performance, there are external factors that can influence this within the current labour markets conditions such as attracting new talent, training and the overall costs of this will impact on the cost of turnover (CIPD, 2024A). 
Dysfunctional employee turnover relates to high performing/high competency employees that decide to leave the organisation (Maertz et al.,2022). The cost of this can be exceptionally expensive for a business both directly and indirectly. Senior leadership should pay attention when HR practitioners seek to demonstrate the extent of the issues and the cost associated with it, whilst attaining the commitment from senior management to proposition retention strategies (Taylor& Woodhams,2022).
Evidently, those who are aware of turnover data, 31% have stated that their organisations do calculate the cost of turnover, an increase from 17% in 2022, it’s found that larger organisations will calculate the cost of this (CIPD,2024). One factor the contributes to organisations failing to draw attention to this matter is how difficult it can be, if an organisation doesn’t have the system infrastructure to conduct this task, especially the factors relating to indirect costs and the time it takes to identify the main contributions to the issue (Taylor&Woodhams,2022).
Hiring costs can include fees to re-advertise the vacancy and can also stem from the interview process, this may include travel, potential relocation package, time spent with candidates, additionally post interview costs such as references and pre-employment checks (Hall,2022). Time is an additional direct cost, for example HR would need to invest in time for processing the former employee as a leaver, supporting the recruitment process and the administration of onboarding for the new starter. In addition, Further costs can stem from covering the role while it’s currently vacant and investing in training and courses needed for a particular role for the new employee (Taylor&Woodhams,2022).
The indirect costs of employee turnover can impact on the wider organization in terms of performance, culture and engagement. Indirect costs are not as prominent as direct costs, however if not acted upon, it can have a lasting effect across the business. These costs include:
When an employee has decided to depart, it’s apparent that they are less productive, this could impact on the relationship with key stakeholders and result in leaving on bad terms which may cause reputational damage. Additionally, it’s apparent there is a lack of return on investment relating to the training and development that was provided, which they can use to their advantage to a competitor as well as using company information while in their new role (Taylor&Woodhams,2022).
Furthermore, another indirect cost can occur from the wider team, loss of morale and productivity can occur from colleagues if they are emotional from the departure or frustrated from an increase in workload and with the expectation, they will have to train a new starter who does not add value until they are full embedded into the organization (Taylor&Woodhams,2022).

9. ParcelCare employs the majority of employees on permanent, full-time contracts. You feel these contracts have their place, but it’s 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)

A contract of employment is a legally binding agreement between an employer and employee, this can be verbal or inwriting (ACAS,2023). By ParcelCare implementing permanent full-time contracts is an appropriate option where the demand for deliveries throughout the year are consistent, this type of contract provides substantial advantages to both employers and employees, it can contribute to employee loyalty, retention and provides the stability for both parties and to ensure that drivers are available to meet the demands of the business (Morris,2024).

Additionally, permanent contracts provide consistency in staff which leads to increased productivity, it also provides a better working environment/culture as employees will be engaged and motivated which will in turn reduce employee turnover (Morris,2024). There are limitations to permanent contracts that ParcelCare may be facing due to the nature of the business being subject to fluctuating and seasonal labour needs, there is a lack of flexibility to adapt to the unpredictable external environment and it also creates cost implications as there is a significant financial commitment when entering a permanent contract (Adecco,2022). 

A fixed term contract is where an employer employs an individual for a fixed period of time only, These contracts are implemented when there is a temporary increase in workload or specific project needs to be completed with the anticipation of there will be no work once completed and will state in end date on their contract pf employment (Daniels,2022). This type of contract may be beneficial for ParcelCare when they expect an increase in workload, for example like the Christmas period. This will enable them to precisely plan during the busy period, ensuring adequate staff can support this period. 
However, it can be difficult to find suitable candidates due to employees wouldn’t consider this type of contract as appealing due to the lack of security, and inevitable impact the companies attrition rate (BookMyTalent,2022). From an employee’s perspective, when on a fixed term contract, they have the right to be treated no less favourably than those on a permanent contract (CIPD,2023A)
ParcelCare must consider that termination of a fixed-term contract which is earlier than the fixed end date, they may be in breach of contract and there would need to be a fair reason why this may occur such as redundancy or poor conduct (Daniels,2022). When considering this contract employers should ensure the contract includes early termination language (BookMyTalent,2022).
A Zero-hours contract may be beneficial for ParcelCare as it provides flexibility to the workforce, having a group of employees on this type of contract will allow the organisation to call upon these workers when there is a demand in workload, again this would support the increased labour over the Christmas period (Daniels,2022).
This contract It’s an agreement between two parties, where the employer is not obligated to provide work as there is no set number of contracted hours, the contract will state rate of pay for hours the individual works (CIPD,2024B). Additionally, if work is offered to the individual, they are not obligated to do any work offered by the employer. As a result, this does ‘not pass the mutual obligations test therefore the individual would not be an employee’ (Daniels,2022,PG71) 
From the individual’s perspective the lack of guaranteed work arguable makes zero-hour contracts insecure, which has been defined by the trade union (CIPD,2022). Inconsistent hours means that the driver’s income will be unpredictable however some may benefit from the flexibility and a role with a flexible contract may be an additional job rather than their primary course of income. Additionally, implementing flexible working is a way to maximise their potential within the labour market, this will enable them to adapt quickly to changes formed by the external environment (Taylor&Woodhams,2022).

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)

An onboarding process can vary within organisations, it’s the initial interaction to introduce an employee into the organisation. There is a softer side whereby you ensure a warm welcoming for them to settle and to provide that first sense of belongingness. Whereas the harder side refers to the employee developing the skills required to excel in their role through the initial training (Taylor&Woodhams,2022). Depending on the culture of the organisation, management may see the process of onboarding as a repetitive administrative task, especially if they experience a high turnover of staff (Taylor&Woodhams,2022).
Resourcing and Talent Planning Report 2024 stated that 64% experiences difficulties attracting candidates while recruitment over the last year, its critical for organisations to start to invest within the recruitment process of the candidate experience as the first impression can impact the employees’ journey massively and this should be a positive experience, an effective induction ensures a seamless integration into the business (CIPD,2023). 
Onboarding is considered as the most critical period during the lifecycle of the employee’s experience, the first period of their journey can have a long-enduring impact on engagement, performance and retention (Ferrazzi,2015).
Employers will evidently see the benefits of a proactive approach. It’s necessary to have an effective onboarding process, improved engagement will generate from clear communication of the organisations vision & values which will allow employees to understand the purpose. This will allow them to be engaged with the excising culture for day one, they can identify if their own beliefs align with the organisations (Newhouse,2022). Employees who are fully invested from day one and feel supported in their role are more inclined to remain with the company, which will reduce turnover rates and prevent additional costs of repeated resourcing of talent and training (Sarwar,2024).
During the onboarding stage employees should know what’s needs to be a successful employee and what is expected from them, providing an outline of role requirements and how their role supports with the overall strategy and goal of the organisation (CIPD,2023). This will inevitable increased performance and productivity as the organisation has provided the essential resources and tools to contribute to organisations success (Ligtas, no date).
Ownership of poor onboarding can stem from the resourcing team; it’s essential that they are competent in recruiting the right individuals (Taylor&Woodhams,2022). Onboarding can begin prior to the start date, for example ensuring all relevant documents are sent such as all relevant forms, handbook and contract. 
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