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1. New entrants to the parcel delivery market and other labour market competitors have adversely affected ParcelCare’s ability to compete in labour markets. Explain how ParcelCare can strategically position themselves in competitive labour markets. (AC 1.1)
Parcel care can strategically position itself in competitive labour markets by using SWOT analysis tools. This data capture exercise helps organisations align their goals, programs, and capacities with their environment, identifying strengths, weaknesses, opportunities, and threats. It's used for various purposes, including workshop sessions, problem-solving, planning, product evaluation, competitor evaluation, and decision making. (CIPD, 2024)
A PESTLE analysis tool, when used alongside SWOT analysis, can aid ParcelCare in competitive advantage by assessing the external environment and identifying long-term trends. It aids in strategic business planning, workforce planning, marketing, product development, and organisational change, providing context for business direction, brand positioning, growth targets, and risks. CIPD (2023a)
ParcelCare can boost its competitiveness by using strategic human resource management (SHRM), a field that combines strategic management and HRM, to strategically deploy human resources for achieving firm goals and strategy implementation. Boxall, Purcell and Wright (2008)
The Porter five competitive forces tool can assist ParcelCare in analysing entry, threat of substitution, bargaining power of buyers and suppliers, and rivalry among competitors. These forces determine competition intensity and profitability, with the strongest force being crucial for strategy formulation. Intense rivalry can limit potential returns in perfectly competitive industries. (Porter 1985)
ParcelCare can improve its reputation by implementing a total reward approach, integrating learning, development, and working environment into a comprehensive benefits package. Armstrong (2007)
ParcelCare's approach to the labour market involves 'employer of cash' and 'employer of values'. The company targets low-skilled individuals, overseas workers, and temporary students. The ultimate strategic aim is to be an 'employer of choice', presenting the company in the best possible light. Taylor and Woodhams (2016j)
ParcelCare promotes employee wellbeing by addressing stress and creating positive work environments, focusing on relationships, environment, culture, resources, EDI approach, and work design. CIPD (2023a)
To successfully implement cultural change at ParcelCare, they should communicate the vision and need for change, engage key stakeholders, and ensure employees understand the benefits of the change. They should avoid immediate reorganisation and clarify the vision, ensuring management roles and systems support it. CIPD (2023)
ParcelCare plans to invest in technology to enhance business outcomes, workforce engagement, and job quality, ensuring AI's equality, diversity, and inclusion goals are met with caution. CIPD (2021)
ParcelCare should prioritise addressing unethical behaviour by implementing shared codes, enforcing them consistently, and conducting regular checks and balances to identify blind spots and inaction. Russell and Weeks (2024)
ParcelCare should adopt a reward and culture typology to present themselves to the labour market, targeting low-skilled individuals, overseas workers, and temporary students, aiming to be an employer of choice. Taylor and Woodhams (2016e)
2.Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2) 
According to the CIPD Outlook for Winter 23–24, 91% of private sector businesses intend to reduce worker levels within the next three months, and net employment balance fell from 26 to 22. Employers in the public sector have twice as many plans, and 38% of them have difficult-to-fill positions. CIPD (2024c)
The labour market can expand or contract due to various factors, including economic context, demographic changes, political changes, legislative changes, technological developments, and natural disasters. In 2008, the UK's labour market was relatively loose due to recession, open immigration policies, international competition, job exports, and labor-saving technologies. Organisations often pay little attention to employee recruitment and retention, as they are unlikely to voluntarily leave a job. Taylor and Woodhams (2016a)
The recruitment process depends on the labour market, with tight markets having more job opportunities and loose markets having fewer. Employers must be creative with recruitment strategies, including employer branding, retention, reorganisation, development, and long-term resource planning. They should focus on creating a company personality, investing in innovative techniques, investigating reasons for departures, changing job task allocation, enhancing workforce skills, and collaborating with local universities or training providers. Recruitment strategies are influenced by economic context, demographic changes, political changes, legislative changes, technological developments, and natural disasters. Taylor and Woodhams (2016b)
ParcelCare should develop a recruitment strategy that defines their corporate brand, treats candidates as customers, uses social media effectively, and reflects the company's culture in job ads, thereby attracting and retaining top talent, thereby fostering a more productive workforce. (Leonard, 2023)
ParcelCare should conduct a skills audit to identify gaps in their workforce. This involves creating a competency framework, assessing current employees, and summarising results. It also identifies external sources of skills, such as local labor markets, outsourcing, and collaborations. Taylor and Woodhams (2016c)
ParcelCare should invest in a financial wellbeing policy to improve employee mental and physical wellbeing, ensuring fair pay and reducing stress, making it a standout in the labour market.CIPD (2022)
[bookmark: _Int_ifVT1EIA][bookmark: _Int_fj6S5H3J]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 process that balances labour supply and demand, ensuring an organisation achieves its mission, goals, and strategic objectives. It helps reduce costs, respond to customer needs, and improve employee retention, productivity, and work-life balance. CIPD (2023c)
[bookmark: _Int_vVWcaIBi]ParcelCare senior leadership should prioritise workforce planning to maximise employee retention. Two approaches can be used: looking outside the organisation and examining current turnover levels. Understanding the current turnover situation is crucial, as not all turnover is bad. Quantitative methods like crude turnover rate calculation, stability rate calculation, and cohort analysis can help decide the level and reasons for turnover. Benchmarking can also help gain commitment from senior management. Taylor and Woodhams (2016f)
Talent planning is a crucial process for ParcelCare to ensure the company has the right people, skills, and locations to achieve its strategic objectives. It involves forecasting future demand for skills, identifying gaps between demand and supply, and making plans to fill them. This process can be done using systematic techniques, managerial judgment, and cost-saving strategies. Investing in future skills will positively impact ParcelCare's future. Taylor and Woodhams (2016g)
Organisational skills plans should consider the durability of skills, distinguishing between 'perishable' and 'durable' skills. Competitive businesses invest in proactive reskilling and upskilling, considering communities at risk. ParcelCare should support staff and build relationships with organisations for outskilling programs. ParcelCare Leadership's skill plan can give them a competitive edge and increased employee engagement. Dr Elouise Leonard-Cross (2021)
Talent planning ensures fair opportunities for employees through communication, selection, appraisals, and initiatives. ParcelCare Leadership team engagement positively impacts workforce and sales.Taylor and Woodhams (2016h)
Workforce planning is crucial for organisations to align talent strategy with business objectives, improve productivity, and drive success. ParcelCare should prioritise strategic talent alignment, employee development, and anticipating future needs to position themselves for success and adapt to changing environments. Lupena (2024) 
Traditional workforce planning approaches often lack benefits due to their focus on efficiency and effectiveness. Resource planning, a key horizon, often overlooks organisational strategy, workforce trends, and wider enterprise issues, leading to siloed approaches and ineffective capacity models. Gibson (2021)
ParcelCare's workforce planning is a vital HR function that aids in budgeting, talent sourcing, and ensuring the right person is in the right place at the right time, involving strategic direction analysis, workforce alignment, and success evaluation.People Management (2022)
4.To strengthen your argument to introduce workforce planning, evaluate techniques that can be used to support the process of workforce planning. (AC 2.2)
Gap analysis is a crucial stage in workforce planning, transitioning from diagnostic to predictive analytics. It helps predict the organisation’s future, impacting stakeholders and objectives. Traditional approaches overlook continuous business throughout the planning horizon. Contemporary thinkers focus on bridging the gap. Gibson (2021b)
Traditional workforce planning overlooks continuous business and natural changes, while contemporary thinkers focus on comparing workforce and demand at the end of the planning horizon, considering organisational goals and objectives. Gibson (2021d)
Workforce supply refers to the labour availability, roles, skills, and timeframe needed for business needs. Effective planning involves determining needs, evaluating talent supply, and forecasting. Organisations should assess policies, employer brand, talent development, and forecasting. CIPD (2023e)
Forecasting demand is the first stage of talent planning, involving determining future skill demands and dividing tasks into individual roles. Approaches include systematic techniques, managerial judgement, and working back from costs. By analysing past trends, desired outputs, and the knowledge of senior staff, organisations can identify job roles, required skills, and budgets. This information helps in creating specific job descriptions and person specifications. Taylor and Woodhams (2016s)
Future labour demand can be forecasted using objective and subjective techniques, but is challenging due to factors like mobility, fragmentation, and increased competition for skilled talent. (Stephen Taylor and CIPD, 2018)
ParcelCare could use forecast supply for their workforce, consider the current resources, workforce composition, skills, and future proportion. They would need to identify the total number of employees, wage cost, workforce composition, and sickness absence levels. Assess current employees' skills using job specifications, appraisal information, and internal training records. Estimate future employment numbers by considering employee turnover trends, retirement age, and potential lateral moves and promotions. Analyse roles, lateral moves, and promotions to ensure the organisation’s ability to deliver services effectively. Taylor and Woodhams (2016t)
Forecasting internal supply involves balancing external recruitment and internal staff development. Techniques include job/grade movements and wastage/labour turnover, which can reveal organisational problems. High levels of labor turnover may indicate HR practices issues, such as inadequate recruitment, poor pay systems, and grievance procedures. External factors like competition and poor public transport also contribute to these issues. Research on employee turnover focuses on external forces and individuals' decisions to quit, with perceived job insecurity increasing quit intentions. (Stephen Taylor and CIPD, 2018b)
Talent planning involves a company considering future employee needs and implementing strategies to meet these requirements, potentially involving labor market recruitment. It involves forecasting future skill demand, identifying gaps, and making plans to fill them, ensuring the right people are available at the right time. Taylor and Woodhams (2016r)
Succession planning is a strategic process that ensures an organisation has enough skilled individuals to fill vacant roles. It involves appraisal meetings, training programs, and development activities, aiming to create "pools of talent" for replacements. Balancing this with the desire for new talent is a long-standing HR debate. Taylor and Woodhams (2016i)
ParcelCare should be careful as organisations often prioritise charisma over depth of knowledge and alignment with company values, leading to misalignment and lack of resilience. They should have robust succession planning systems, identify and cultivate talent early, and give opportunities for growth to ensure sustainable leadership. Expert Panel (2024)
McKinsey's research reveals a slight disparity in ambition for progression in organisations, with women holding only 37% of middle-management positions and 14% of executive committee seats. The study suggests that succession planning and diversity management should be integrated for equal opportunities.Clutterbuck (2013)
[bookmark: _Int_Uj6NMXEq]5.Currently, vacancies are advertised on ParcelCare’s website. Line managers then interview shortlisted applicants. You feel that these are suitable recruitment and selection methods to use but want to broaden the methods used. Evaluate the strengths and weaknesses of two different recruitment methods and two different selection methods. (AC 2.3) 
Effective recruitment is crucial for a company's long-term success, ensuring the workforce has the necessary skills for its current and future needs, using workforce planning data. McCartney (2023)
Temporary agencies and industry/field-specific search firms are two types of recruitment services that help organisations fill temporary vacancies. Temporary agencies provide candidates for part-time or full-time jobs, often through their own assessment methods, ensuring a good fit for the job. Industry/field-specific search firms specialise in specific fields, such as IT, accounting, healthcare, insurance, or senior-level professionals. They have extensive pipelines of qualified candidates and can be costly to retain but are worth it for recruiting exceptional or hard-to-find professionals. Picardi (2020). 
Agencies often recruit staff quickly, potentially leaving them on the books of other agencies without ethical restrictions. They may not provide suitable candidates and charge a fee ranging from 10% to 20%. Stredwick (2005)
Word of mouth is a cost-effective and simple recruitment method, often boosted by staff introductions. It is likely to attract applicants with a good understanding of the organisation and job and should fit well within the organisation’s culture. However, it may be a discriminatory approach, as opportunities may not be known to outside applicants, and it may exclude females and ethnic minorities from the process in a white, single-sex environment. Stredwick (2005b)
ParcelCare should ensure fair selection methods, including shortlisting and assessment, based on candidates' ability to perform roles, contribute to the organisation, and their potential for development. CIPD (2023c)
Assessment centres are advanced selection methods that combine various methods like candidate presentations, interviews, work samples, ability tests, group activities, and role-playing. These methods are valid and cost-effective but are only viable for large numbers of candidates and can be costly. Taylor and Woodhams (2016k)
Structured interviews are essential for employer and candidate selection, ensuring equal playing field and minimising bias. They should include questions, scoring criteria, multiple interviewers, and professional conduct, including psychometric tests and task simulation activities. CIPD (2023d)
Interviewers make decisions based on factors like person specification, intuition, prior decision-making, self-preference, and stereotypes. They may also adjust information, influence candidates' behaviour, and pressure to select a successful candidate, making it crucial to avoid biases. Stredwick (2005c)
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)
Understanding the reasons behind dysfunctional turnover is crucial for reducing it, distinguishing between unavoidable and potentially avoided reasons for employee departures.
Unavoidable turnover occurs due to unrelated factors like illness or domestic commitments, while avoidable turnover, influenced by dissatisfaction, is potentially within management's control, accounting for around 90% of employee departures. Taylor and Woodhams (2016l)
Unavoidable turnover can be caused by various factors like health issues or lottery winnings and can be influenced by eight types of motivations: affective, calculative, contractual, behavioural, alternative, normative constituent, and moral/ethical. Allen and Bryant (2012b)
Avoidable turnover occurs due to factors under organisational control, such as job dissatisfaction, poor supervision, inadequate growth opportunities, or negative organisational culture, even if the organisation does everything right Allen and Bryant (2012).
Around 90% of employee departures are voluntary, and identifying the reasons behind these departures is crucial for implementing appropriate organisational interventions. Qualitative data sources like exit interviews and staff satisfaction surveys can help identify the real reasons for turnover. Around 90% of organisations use exit interview mechanisms, which involve discussions between the departing employee and a company representative, focusing on reasons for leaving and potential improvements. Taylor and Woodhams (2016m)
Organisational turnover can be driven by 'pull' factors like job attraction or 'push' factors like organisational change or lack of career development opportunities. Monitoring turnover can identify trends and issues to ensure employee satisfaction. Cockett (2024) 

Employees often leave companies due to lack of development opportunities, poor relationships with supervisors, and poor communication ‘push’ factors. To address this, companies should invest in training, communication, and team-building activities. They should also focus on equal opportunities, diversity, ethics, and CSR initiatives. Additionally, companies should consider flexible working arrangements, support for working mothers, and invest in maintenance and equipment. Taylor and Woodhams (2016n)
The ‘pull’ factors influencing job switch decisions include compensation packages offered by other companies, designation offered by other companies, and the goodwill of the company from where the offer is made. Males are more responsive to designation, and those with higher dependency burden and experience are more likely to consider it. Overall, these factors significantly influence employee decisions. Sufyan (2010)
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)
Job design is a crucial process that improves work processes, improves productivity, and enhances employee attitudes and behaviours. It considers external and human factors, motivational and growth factors, and aims to support the organisation’s purpose, health, safety, and productivity.CIPD (2024a)
Realistic job profiles are crucial tools in early personnel selection, providing accurate information about a job, including experience-based aspects. These messages, monitored by the recruiting organisation, help job seekers understand the organisations culture and expectations. The format of RJP messages, such as employer-sourced or staff-sourced, can influence content. Employee testimonials increase credibility. (Liu, Keeling and Papamichail, 2016)
Scholars question the effectiveness of realistic job previews in hiring, citing potential biases and mixed results. Future research should focus on accuracy, specificity, breadth, credibility, and importance, and address methodological flaws. (E. Baur et al., 2014)
Induction programmes can reduce turnover, increase employee commitment, and boost job satisfaction. Formal courses can be effective, promoting positive communication and cross-functional relationships. However, avoid overwhelming inductees, overselling the job, and focusing solely on administration. The process should be evaluated for success and feedback from new employees. McCartney (2023a)
A reward strategy is a formal plan that includes rewards, rationale, principles, and implementation. It includes total reward, which includes flexible benefits, professional development, and transparency. It attracts, retains, and motivates employees, meets organisational priorities, and enhances an organisation’s reputation. Challenges include providing easy rewards, weighing rewards, educating employees, and defining rewards without considering staff needs. Cotton (2024)
Job enrichment vertically expands jobs by adding tasks and decisions typically performed by higher-ups, enhancing responsibility, accountability, and autonomy, and offering opportunities for personal growth and development. Asuyama (2022)
Job enrichment's impact on organisational commitment varies across employee career stages, as it must be adjusted to individual abilities, perseverance, and satisfaction levels. The linear inverted U-shaped relationship between job enriz`ÅZ`chment and organisational commitment suggests that the effect varies across different stages of an employee's career. (Marta et al., 2021)
8.To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover. (AC 3.3)


Dysfunctional turnover refers to employee departures that negatively impact a company, including significant costs, loss of skills, and negative effects on remaining colleagues. Taylor and Woodhams (2016u)
Dysfunctional turnover is a significant cost for businesses, causing direct and indirect costs. HR practitioners must calculate these costs to gain senior management commitment. However, only 15% of organisations calculate labor turnover due to difficulties. Taylor and Woodhams (2016o)
Dysfunctional turnover can be costly for businesses, causing both direct and indirect costs. HR practitioners must calculate these costs to understand the problem and gain commitment from senior management. However, only 15% of organisations are currently calculating the cost of labour turnover, according to the CIPD's 2015 survey. This is due to the difficulty in quantifying indirect costs, lack of necessary records, difficulty distinguishing between functional and dysfunctional turnover, and the time-consuming process. Dysfunctional turnover can result in external vacancy filling, making it crucial for HR practitioners to address this issue. Taylor and Woodhams (2016o)
The organisation incurs direct costs such as HR administration time for the leaver, recruitment and selection processes, selection expenses, vacant roles, new starter costs, and induction and basic training. The indirect costs are the negative effects of leaving and hiring employees, including decreased productivity, loss of morale, potential damage to client relationships, lack of return on investment in training and development, potential use of company information for competitor advantage, and damage to company reputation if an employee leaves on bad terms or has high turnover levels. Taylor and Woodhams (2016p)
To reduce dysfunctional turnover, it's crucial to understand the reasons behind employee departures. Unavoidable turnover, such as ill health or domestic commitments, is out of management's control. Avoidable turnover, caused by dissatisfaction, is potentially within management's control. Qualitative data sources like exit interviews and staff satisfaction surveys can help identify the real reasons for departures. Taylor and Woodhams (2016q)
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)
Offering permanent contracts can significantly improve employee loyalty and retention, fostering a sense of commitment and commitment. This can lead to higher job satisfaction and lower turnover rates. Permanent contracts also ensure consistency and productivity, reducing the need for onboarding and training. They also offer legal and financial stability, allowing employers to better predict labor costs and manage financial planning. Additionally, permanent employees are more likely to be covered by the company's insurance and benefits programs. Morris (2024a)
Permanent contracts present significant financial commitments, including salaries, benefits, and potential redundancy payments. Employers must balance these costs to maintain productivity and sustainability. Flexibility issues arise due to set working hours and job roles, which can limit adaptability to changing business needs. The long-term nature of permanent contracts can also make it difficult to retrain or redeploy staff. Managing underperformance is a challenge, as permanent employees have greater job security and legal rights. Regular performance reviews, feedback, and implementing Performance Improvement Plans can help address underperformance. Morris (2024b)
The term 'agency worker' refers to individuals supplied by a temporary work agency to work under the supervision of a hirer. Under the Agency Workers Regulations 2010, these workers have a contract with the agency and are paid by it, not the hirer. Silkin (2024)
Companies use agency workers for temporary workplace cover, headcount restraints, flexibility, ease of hiring or termination, and low-cost cover. However, there are disadvantages to using agency workers over permanent employees, such as compliance with regulations, additional costs, disciplinary issues, and less employee loyalty. Compliance with regulations can be administratively burdensome, and non-compliance can lead to liability risks. Additionally, agency workers may not adhere to company policies, making it difficult for hirers to address unacceptable behaviour. Additionally, agency workers may be less committed to their work than permanent employees, limiting their opportunities for progression and promotion. (Silkin, 2024b) 
Over the past decade, a clear approach has been followed, concluding that agency workers are rarely employees of the agency or organisation where they are placed. Workers provided by an agency do not have a clearly defined employment relationship, and the agency may argue they have no control over their daily work. Over the past decade, a clear approach has been followed, concluding that agency workers are rarely employees of the agency or organisation where they are placed. Workers provided by an agency do not have a clearly defined employment relationship, and the agency may argue they have no control over their daily work. Daniels (2022) 
The Agency Workers Regulations 2010 granted agency workers similar terms and conditions as similar employees after 12 continuous weeks of service, negotiated by the UK Government, TUC, and CBI. They have rights to 12-week continuous periods, access to facilities, training opportunities, and compensation at the Employment Tribunal. They are not prioritised over other workers. (Daniels, 2022b)
Zero-hour contracts offer control over work processes, stable workforce, longer employee relationships, longer notice periods, and post-termination restrictions. However, they require investment in career development, equipment, and workstations. (CIPD, 2021b)
Zero-hours contracts are used by organisations for flexibility and shift allocation without guaranteeing work, often in seasonal industries. However, they have faced criticism for not providing certainty of work and income. The Small Business Enterprise and Employment Act 2015 prohibits exclusivity clauses in zero-hours contracts, making dismissals unfair if the individual worked for another employer. The Exclusivity Terms in Zero-Hour Contracts (Redress) Regulations 2015 prohibit submitting zero-hour workers to a detriment. (Daniels, 2022c)
Advantages and disadvantages for employer - Workers receive lower pay and fewer benefits than employees, making them cheaper to engage with. Employers invest less time and resources in workers, often not offering career development or equipment. They can respond quickly and cost-effectively to increased demand and dismiss workers more quickly than employees. However, the workforce is less stable, leading to higher staff turnover rates. Workers may be less productive due to lack of long-term career development prospects and fewer rewards. Disengagement can result in higher absenteeism and sickness rates. Administrative burdens, post-termination restrictions, and less certainty over employment status are also challenges. CIPD (2021c)
Pros and cons for employee - Employee status provides stability and permanency, as employees are part of the employer's core workforce and are fully integrated into the organisation. They are subject to and benefit from the employer's policies and procedures and receive a wide range of benefits such as bonuses, insurances, and enhanced sick pay. If you wish to leave, you may have a notice period and may be subject to post-termination restrictions. However, there may be limited flexibility in work schedules, no option to refuse work, and it may be challenging to balance professional and work-related interests. CIPD (2021d)
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)
On-boarding is crucial for employee retention, as it positively impacts engagement, morale, productivity, and retention. Organisations should invest in on-boarding programs, which should include a weekly schedule, names of interacting people, and company procedures. Intangible factors like workload and time spent training new employees can also be alleviated through an on-boarding program, making retention more important. (proquest, 2024)
Onboarding is crucial for businesses, but many external hires leave within two years and less than one-third of executives are positive about their experience. Formal onboarding increases the chances of keeping a new employee for at least three years by 69%. Effective onboarding programs offer benefits like a comprehensive application process and resources. Davila and Pina-Ramirez (2018a)
Employee onboarding sets the foundation for engagement beyond the initial honeymoon period, resulting in higher levels of engagement and understanding of the company's value proposition and brand. These programs also help organisations strengthen their brand and attract top talent for future roles Davila and Pina-Ramirez (2018b)
Onboarding programs can significantly benefit businesses by fostering a sense of welcome and value for employees, leading to lower turnover rates, cost savings in recruitment, selection, and training, and workforce stability, reducing productivity losses and absenteeism rates. Davila and Pina-Ramirez (2018c)
Onboarding programs can provide a competitive advantage for top talent, offering global mobility and technology-enhanced job flexibility. Companies investing in employee development from hiring can attract top candidates, resulting in a more qualified workforce. These programs foster valuable relationships, collaboration, and communication, reducing integration time. Davila and Pina-Ramirez (2018d)
To create a successful and engaged workforce, it is essential to share the company's vision, mission, and core values with new employees. This helps them align with the company's values and contribute to the overall purpose. Providing model employees to mentor and discuss success in their new roles can also help. Setting short-term goals and offering feedback on performance can foster a culture of innovation and continuous improvement. Regular check-ins with managers and succession lines can help new employees feel connected and integrated into the company. Implementing a buddy or mentor program can also help foster culture immersion. A yearlong strategy is crucial for fostering a happy, engaged, and inspired workforce. Newhouse (2020)
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