1.1 ImportantParcel can place themselves in a better position within the labour market by competing with their competitors to secure a workforce in labour markets that are continuously evolving (Wilkinson and Taylor, 2022).  ImportantParcel should analyse its competitors and consider both their strengths and weaknesses of their employment deal (EVP). This would include salary, benefits, employment security, working hours and opportunities for training and development (Wilkinson and Taylor, 2022). This matters strategically as it improves the ability to attract talent and also helps respond to wage pressure. Once ImportantParcel are aware of what their competitors offer, better decisions can then be made on how to stand out in the current labour markets and from research, they can position themselves to be more appealing to work for. If other labour market competitors are paying a similar wage, they can position themselves as an organisation an become an employer of values and build a reputation of commitment to treating employees well by offering fair treatment, rewarding good work and offering permanent contracts.  
                                                                                                                                                                                                         ImportantParcel should also have a learning and development strategy outlining how as an organisation it develops and focuses on their current work force, by offering internal progression to become a sustainable and successful organisation (Hayden, 2025). By offering internal progression ImportantParcel can aim to be a long-term employer rather than a short-term option. The organisation needs to position themselves to be the employer of choice. This can be done by creating a positive employer branding, setting attributes and qualities making ImportantParcel distinctive and promising the workforce a positive experience, so when labour markets are tight employees would rather work for ImportantParcel than for competitors. If ImportantParcel are able to achieve a positive position over a long period of time this enables the organisation to become well respected as an employer and will attract a number of outstanding candidates whenever job vacancies are advertised. 
ImportantParcel can also adopt flexible working, flexibility is one of the key emerging issues across organisations, by having a flexible working approach this will enable ImportantParcel to maximise the potential of the labour market and get maximum value out of the employees working for them (Wilkinson and Taylor, 2022). ImportantParcel can strategically position itself by offering future employees competitive pay, a positive employee experience and job security making it an employer of choice where people would rather work.

1.2 When there are shifts in the labour market it can have significant impact on resourcing decisions at ImportantParcel as they could influence how organisations attract, recruit and retain their employees.  In a tight labour market, there are more job opportunities available than active job searching for a job, which means that ImportantParcel might find it difficult to fill job vacancies within the organisation (Wilkinson and Taylor, 2022). ImportantParcel has to be more creative from its competitors with its recruitment strategies. Employer branding allows ImportantParcel to compete for the best talent and engage with the right people (CIPD, 2025). Good recruitment is vital, more so when the labour market is tight, it ensures that the organisation has current and future required skillset to succeed (CIPD, 2025b). ImportantParcel will need to develop training initiatives to enhance their current workforce, alternatively they could also bring in people who may not have the skill set but are keen on learning and developing them. ImportantParcel may need to utilise long-term resource planning and start communicating with training providers to increase the number of people with the relevant skills for the future talent pipelines of the organisation (Wilkinson and Taylor, 2022). The cost impact for ImportantParcel is it may need to enhance employee benefits and increase the salaries paid to remain competitive in the labour market. 
A loose labour market is when there are many job seekers competing for a small number of opportunities. This enables ImportantParcel to be more selective in its recruitment process and can reduce the higher cost in wages. Recruiting the right candidates is critical to enable the organisation to succeed. Recruitment should be carried out fairly in line with legislation and job adverts should be placed so they are reaching a wide pool ready for selection. (CIPD, 2025b). ImportantParcel also need to take into consideration that economic uncertainty can lead to their organisations decreasing in size, or if the economic is in growth could lead to skill shortages in the organisation. In the instance of economic uncertainty, ImportantParcel can consider temporary or seasonal staff in busier periods to respond to fluctuations which would also help manage costs in the organisation (Hogarth and McCartney, 2024).
Overall, changing labour market conditions require ImportantParcel to adopt a more strategic and flexible approach to resourcing. The organisation can respond effectively by ensuring they have the talent required to operate successfully whilst keeping costs in line.  

2.1 Workforce planning is a strategic process which ensures that an organisation has the right amount of people, trained, in the right roles at the time where it is needed (Armstrong, 2020). This is important as it helps the organisation to prepare for the future trends and problems. By analysing the current workforce, this enables ImportantParcel to identify gaps in capability and future requirements, so the right solutions can then be implemented for the organisation to achieve its strategic plan (CIPD, 2025a). This ensures that the organisation is running effectively, being pro-active rather than just staying afloat and being reactive.
An impact on workforce planning is forecasting the future demand for labour, as a parcel company by looking at past trends, ImportantParcel can utilise this to predict the future needs of the business (Wilkinson and Taylor, 2022). According to an amazon case study their workforce is built on a predictive analysis, the company leverages AI and machine learning algorithms to forecast workforce requirements across their organisation, this model allows amazon to adjust staffing levels, hiring loads of temporary workers when the business is in high demand then scaling down efficiently (Islam, 2025). ImportantParcel could also consider temporary contracts to the organisation, this will enable the organisation to not be overstaffed in quieter periods and understaffed during peak demand, which would help control labour costs whilst maintaining productivity. Using AI and machine learning would allow ImportantParcel to take proactive steps, such as recruiting or developing employees, it reduces the risk of organisational disruption which could be caused by labour shortages and ensures that service levels are maintained at all times. A clear picture of the current workforce is needed to understand the operating model of ImportantParcel, (CIPD, 2025a). 
When looking at the current workforce, employees’ skills can be assessed, and gaps in training can be identified between demand and supply. Workforce planning will enhance employee development and retention in the organisation. ImportantParcel can invest in a training and development initiatives and upskill existing employees. This can fill skill gaps internally and offer career progression for employees if it were to become available but also enhances employee engagement and future staff retention (Wilkinson and Taylor, 2022). 
Workforce planning will improve the business performance and reduce the risk by narrowing the gap between having the people the organisation needs and who it actually has (CIPD, 2025a). It will enable ImportantParcel to take a proactive approach, which will strengthen its ability as an organisation to run effectively and remain competitive in the current challenging labour market. 


2.2 When workforce planning is in place at ImportantParcel it will help identify any challenges that it may face and allow the organisation to plan appropriate actions to ensure it is ready to succeed as a parcel company. (CIPD, 2025a).
One technique is forecasting demand, the benefit is you can utilise past data over the previous years to help predict what workforce requirements the organisation needs, especially if ImportantParcel fluctuate across the year. This enables ImportantParcel to recruit and train in advance of business fluctuation which reduces the risk of any staff shortages, the previous year figures are not an exact prediction and are only helpful for broad-blush planning but it gives the organisation a strong baseline on future demand predictions allowing it to be more prepared (CIPD, 2025a). If the data is not collected correctly it could lead to skewed figures or missed opportunities for change.
Another technique to use is Supply forecasting. The benefit to this is that ImportantParcel will be aware of their current workforce talent. Forecasting will improve decision making enabling ImportantParcel to be pro-active by understanding skills in the workforce and labour turnover. Knowing which employees are at the highest risk of leaving provides ImportantParcel with sufficient time to address workforce skill gaps with minimal disruption, this is positive as the organisation can invest in other employees to develop them further and offer them future prospects in the business especially with those vacancies which are harder to fill externally (CIPD, 2025a). A retention report can take extra time, but having these available can help devise initiatives that reduce turnover and increase retention (CIPD, 2026). 
It is also good benefit to assess internal and external factors. A PESTLE & SWOT analysis can be used for this. To do an effective analysis does require a lot of time to gather significant evidence and resources, a PESTLE will only focus on external factors such as economic changes and the labour market which can influence talent coming into the business, it can be useful for ImportantParcel anticipating external challenges. An accurate analysis will require more people to work on the project to be done effectively. However it will highlight any impact this will have externally on the organisation enabling them to formulate a business plan, where as a SWOT is a simple four box tool which will help them identify critical roles and capability gaps amongst others in the organisation and highlight the strength, weaknesses, threat and opportunity inhouse, there is a risk that too much data which will lead to ‘paralysis by analysis’, and that the data maybe based on assumptions, it lacks detailed structure so some finer elements maybe missed and for a SWOT analysis to be effective the process needs to be repeated on a regular basis which can be time consuming (CIPD, 2025c).
By implementing workforce planning at ImportantParcel it will help the organisation make robust plans and prepare for problems if they occur so that it can continue to deliver results with minimal disruption (CIPD 2025a). Whilst all techniques have limitations by using forecasting, analytic tools and data will help ImportantParcel make strategic workforce planning decisions. 

2.3 One recruitment method that ImportantParcel can use is internal recruitment. The benefits to talent management in the organisation is that it will encourage continuous learning whilst strengthening the (EVP) of the organisation, create meaningful growth opportunities which will build a high-performance culture, additionally it will also enhance employee engagement (Quilliam, 2025). Whilst this is cost effective it may cause some resentment amongst other employees, and by only recruiting internally ImportantParcel reduces the application pool of fresh perspectives. This could impact the organisation by not having future talent coming into the business potentially from another parcel company which could provide good insight to their competitors. 
Another recruitment method is an employee referral scheme. This type of recruitment method will offer ImportantParcel a speedy process, it will save time on searching elsewhere for applicants. A candidate who has been referred by another employee, knows what skills and experience are needed for the job and they would have had this in mind whilst providing the referral which makes it a better fit for the organisation and a good choice (Indeed, 2025). Research has also shown that employees who come internally tend to stay longer, this will impact the organisations retention, whilst this is cost effective, ImportantParcel are limiting themselves to referrals only and could minimise from a wide range of applicants with better skills to choose from. 
A selection method ImportantParcel can use psychometric tests which will assess an individual’s ability, aptitude or personality (CIPD, 2024). The strength of this method will provide the organisation with data which they can then benchmark across other candidates to ensure that they have the best fitted candidate for the organisation, a limitation here is that the tests need to be reliable and up to date to provide accurate results, an individual could also be disadvantaged if the test is being completed online if they can’t use a computer or need additional support. 
Another selection method is an assessment centre. Tasks here may include individual or group work, role plays and tests depending on the nature of the job role being advertised (CIPD, 2024). This provides all candidates with an equal opportunity to demonstrate their abilities. This can improve the quality of hiring preventing poor hires, however some individuals who are introverts may not stand out as much as extroverts. Organising an assessment day can also be time consuming and not come to fruition if it is not fully prepared.
If ImportantParcel broadens their recruitment and selection methods they can access a wider talent pool and improve the quality of hiring decisions, every method has limitations but by using a combination of methods it will allow the organisation to be cost effective and attract the right talent for success. 

3.1 Employee turnover at ImportantParcel is higher than internal targets. In order to understand the situation, ImportantParcel should analyse what the current turnover is in the company to help identify what is causing people to leave.
Avoidable labour turnover is caused by departures in the organisation which an employee has been dissatisfied with. Meaning that this could be something that ImportantParcel can influence or help prevent and could relate to lack of career progression, poor management or limited development opportunities (Wilkinson and Taylor, 2022). The assumptions of the causes of people leaving should never be presumed but the organisation could perform exit interviews to provide better insight. Unavoidable turnover is beyond the organisations control and refers to circumstances such as ill-health retirement, domestic commitments, employees relocating or returning to study (Wilkinson and Taylor, 2022). These types of exits can’t be prevented. Avoidable turnover is something that is within control of ImportantParcel which they can influence, whereas unavoidable turnover is out of the organisations control.
Push and Pull factors also contribute to labour turnover. The attraction of a new job, more money or better career prospects outside of ImportantParcel can “pull” employees away forcing them to resign (CIPD, 2026). There are other occasions where employees are “pushed” to seek alternative employment because they are unhappy with their working environment, and there is a lack of career opportunities. 
Push factor and avoidable labour turnover have a very clear relationship as employees will leave the organisation if they are dissatisfied or unhappy in their working environment. Pull factors can contribute to a tight labour market, but ImportantParcel need to remain competitive in order to keep employees in the business.
By ImportantParcel understanding the difference in turnover, it can identify which aspects can be in their control and managed. ImportantParcel can identify trends and potential issues in the organisation to ensure their employees experience good work and feel valued which would provide a positive outlook on the retention of the workforce (Cockett, 2024). 

3.2 As retention is an issue within the warehouse of ImportantParcel, there are some approaches the delivery service can put in place to ensure that the organisation is staying engaged throughout the employee lifecycle.  When advertising for warehouse staff, realistic job previews is important for both the new potential employee and the organisation. It enables both parties to ensure that it is an appropriate job role, and the responsibilities can be effectively carried out (Robson, 2024). A realistic job preview reduces the risk by managing the new employees’ expectations, especially as it can be a physical job with shift patterns which may not suit everyone. This will allow them to make an informed decision if the job is right for them. 
Unlike job previews a positive employee induction is a structured process designed to welcome and integrate a new member of staff. It can include introductions to their new colleagues, training in their new role, staff briefings and learning about ImportantParcel’s policies. It helps the employee understand their role and the current company culture (Employment law, 2025). A job preview only provides insight to what the job actually entails whereas an Induction sets expectations to the new employee. 
Job enrichment is a process ImportantParcel can do by adding enhanced tasks and responsibilities to employees. By providing opportunities and increasing autonomy for personal and professional growth it aims to make a job more satisfying and fulfilling giving people a greater sense of purpose (Swain, ND). When you apply focus to job enrichment, roles can be redesigned to make them more interesting and rewarding, tasks can be added to a job role giving employees more control on how their work is completed alongside constructive feedback. This creates a work environment where employees feel motivated and valued (Swain,ND). Job enrichment unlike reward provides motivation to the workforce whereas reward covers financial provisions currently made towards employees, this includes cash payments or a wider benefit package (CIPD, 2025d). To ensure ImportantParcel remain competitive in the current labour market, they should regularly undertake external benchmarking which would ensure that salaries across the organisation remain competitive (Wilkinson and Taylor 2022). Offering good pay and benefits will influence behaviours so employees want to work for ImportantParcel and stay long-term whilst performing well. Whilst Managers of ImportantParcel can contribute to job enrichment the organisation need to ensure that employees are paid fairly in line with competitors. 
Realistic job previews and induction are at the start of the employment cycle and can set expectations for the new employee in ImportantParcel both are effective in the recruitment stage, but it may not have impact on long-term retention. To remain competitive in the labour market ImportantParcel need to focus on job enrichment and to keep their workforce engaged and benchmark against similar competitors to ensure that rewards remain competitive which will increase long-term job retention. 

3.3 Dysfunctional turnover is where employee departures are voluntary and can have a negative impact on the organisation (Wilkinson and Taylor 2022). 
Dysfunctional turnover has a direct impact on costs to ImportantParcel and can impact the end profit as it’s a continuous cycle on recruiting and training new staff (Cosentino Nd). According to Greenway (2025), the average cost of replacing an employee is around £25,000 per worker, which accounts for rehiring and lost productivity. For senior or specialist roles this number can range a lot higher.
Employee turnover can also have an impact on the performance at ImportantParcel (CIPD, 2026). When employees leave, especially those who have high performing talent, there could be areas in ImportantParcel that productivity is impacted, such as a delay in parcels reaching customers, lower team moral, reduced profitability based from the service customers are receiving and further employee turnover (Cosentino Nd). Company Culture is vital, when high-performing talent leaves, it can create a gap in the culture, and can cause disruptions leaving the remaining staff having increased workloads, stress and uncertainty. This can lead to them having lower motivation making them less productive, impacting the overall performance of the company by causing delays or not being able to complete what is required. 
When an employee leaves through a voluntary departure as they are not happy at ImportantParcel, they could share their experience with family, friends and online platforms like Linkedin or Indeed. A negative image could impact the organisation and can contribute to more employee turnover, decreased motivation and could cause future impact on difficulty hiring new employees (Cosentino Nd). 
Finally dysfunctional turnover can decrease ImportantParcel’s innovation. When top talent leave, they can no longer help identify and develop the workforce. Losing talented employees can be damaging and can weaken the succession plan and future capability of the organisation. This can impact the organisation not being able to promote within, and puts pressures on external recruitment which can take more time and cost more money. 
Overall dysfunctional turnover has financial, operational and a culture impact on ImportantParcel. Addressing turnover is important to remain competitive in the labour market, maintain performance and retain key talent.  

4.1 ImportantParcel employee the majority of their delivery drivers on permanent full-time contracts, whilst this type of contract provides stability to the organisation, due to the fluctuation of demand as a parcel company, it would be beneficial to assess different contract types which suit the business so that the organisation balances workforce flexibility, operational costs and business demand. 
Permanent contract offers many benefits to ImportantParcel, it enables organisation productive employment relationships which is important for consistent service quality, responsiveness and innovation (Gifford, 2020). It offers high level of stability and ensures that there is a consistent workforce of delivery drivers who are fully trained, understand customers’ expectations and difficult driving routes. Permanent contracts can also enhance engagement, loyalty and long-term retention as employees benefit from a stable income and company benefits.
The suitability of a permanent contract has its limitations at ImportantParcel, As the parcel company fluctuates in periods, it is then stuck with paying a set wage in busy and quiet times (Adecco, 2022). This prohibits organisation flexibility and could cause an extra cost burden causing employees to be underutilised if the business is not busy or performing well. 
A different option is for ImportantParcel to use are temporary or fixed-term contracts. This is useful for managing seasonal demand of busier periods for deliver drivers during the Christmas holidays where fluctuation is at its peak. Fixed term contracts last for a specific time or will end when a task or event has been completed, this could be utilised to cover busy periods (ACAS, 2021). This will allow ImportantParcel to scale the workforce up and down during fluctuation, will improve cost efficiency and workforce flexibility, however temporary employees have a lack of job security and can be less committed to the organisation which could impact employee productivity and service commitment, and the temporary employees would still need training on delivery routes (Miller, Nd). 
Another option is a zero-hour contract. This can be a flexible option for ImportantParcel as workers are only utilised if they are required (ACAS, 2024). This is highly suitable especially if ImportantParcel fluctuations are unpredictable, which would allow the organisation to react quickly without any long-term cost implications, whilst still providing a reliable service. However, this type of contract could result in lower engagement and job security, an employee on a zero-hour contract does not have to take any work offered (ACAS, 2024). This could impact reliability, putting a further strain on the workforce and impact retention as the employee is not guaranteed any hours. 
Permanent contracts are suitable for maintaining a core workforce of delivery drivers at ImportantParcel, but by only utilising this type of contract, it will put a strain on operational costs and workforce flexibility. An approach of utilising permanent, fixed-term and zero-hour contracts will allow ImportantParcel to react to demands of business fluctuation, whilst maintaining service requirements and keeping operational costs in line.

4.2 Onboarding at ImportantParcel is currently carried out by different line managers across the organisation. A company induction is very important to new employees as it sets the tone and expectations. From a manager’s perspective it is routine and can become a repetitive nature so this could be carried out really poorly (Wilkinson and Taylor, 2022). As this is carried out by different managers it could also vary. 
The benefits of effective onboarding is that during the induction process, it gives the new employee their first impressions of ImportantParcel, it is an opportunity to create a warm welcome and support them settling into their new role from the outset (McCartney, 2025). This is the first step in the employers and employees’ psychological contract, and can influence their future behaviours in the organisation (CIPD, 2025e). A well-designed onboarding process reduces the chances of early turnover and employers can increase the likelihood of them staying for longer (Indeed, 2025a). This also creates a better reputation for ImportantParcel and will lead to new recruits talking about the brand positively, which could impact recruitment challenges in a tight labour market (Gillibrand, 2025). 
Another benefit is increased productivity and employee engagement, new employees at ImportantParcel will understand the culture, new work colleagues and what is expected of them in their new job role (Indeed, 2025a). A positive onboarding experience will give the new hire motivation to do well, creating a sense of belonging in their new working environment, which is linked to higher engagement and reduces early turnover, whereas an ad hoc approach may leave them feeling unclear or uncertain. 
Effective onboarding can also enhance communication. During a new employee’s first few weeks, an experienced buddy can be assigned to them (Wilkinson and Taylor, 2022). By utilising a buddy and regular check ins with their line manager it will enable ImportantParcel to address any concerns at an early stage (Indeed, 2025). This also gives new employees a chance to establish rapport with new peers and colleagues, which can positively influence their quality of work and experience in the organisation. 
Effective onboarding also ensures that ImportantParcel covers all compliance with the new employee, ensuring that they understand company policies and procedures, including operational, HR and health and safety (Gillibrand, 2025). This minimises the risk of any errors and protects the organisation from any legal implications and sets the new hire up with successful knowledge about ImportantParcel. 
Investing in onboarding will enable ImportantParcel to improve retention which will save operational costs on recruitment, enhance employee engagement which will lead to higher performance improving service delivery, promote a positive brand creating a positive (EVP) and ensure that there is consistency in compliance, making sure that employees have the correct training and knowledge to succeed.  
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