AC1.1
For this first point, I am going to explain how ParcelCare can strategically position themselves in competitive labour markets. To address challenges in attracting, recruiting and retaining staff, ParceCare must strategically position itself as an employer of choice (Baker, 2014). A SWOT analysis can provide a valuable framework for ParcelCare to assess its internal capabilities and external factors (Strengths, Weaknesses, Opportunities, and Threats) that may impact on their performance (Hann, 2024). 
A key strategy for ParcelCare is to enhance its employer brand. By highlighting the unique aspects of working for the company, such as the opportunity to contribute to efficient and reliable delivery services, ParcelCare can differentiate itself from competitors. Sharing employee stories and leveraging social media can further strengthen the company’s brand and attract potential candidates (Peters, 2023). 
To become an employer of choice, ParcelCare must offer a compelling employee value proposition (EVP). Rather than relying on a one-size-fits-all approach, ParcelCare should be adopting a segmented value proposition for their employees (Waite, 2021). This strategy recognises that employees are diverse individuals with unique needs and expectations and ParcelCare can identify distinct employees segment based on factors such as job roles, length of employment, demographics and career aspirations. Once the segments are identified, ParcelCare can tailor the EVP to address their specific needs and expectations, emphasising different elements such as clear career paths, providing training and development opportunities, and implementing mentorship programs. A positive work environment that fosters collaboration, recognition, and employee engagement is crucial for attracting and retaining talent (Hosseini et al., 2022).  
Moreover, traditional HR methods may not be aligned with the needs of today's workforce, therefore by implementing innovative recruitment practices can also help ParcelCare attract top talent. Innovative recruitment practices, such as leveraging technology for virtual interviews and using AI for candidate screening, can streamline the hiring process and improve efficiency (Hogarth and McCartney, 2024). Proactive talent sourcing, through networking and social media, can help organisations identify and attract top talent before they enter the job market. Additionally, offering competitive compensation and benefits is crucial to compete with other employers in the industry. Regularly conducting market research and providing a comprehensive benefits package can make ParcelCare a more attractive option for job seekers (Peters, 2023a).
To retain its existing workforce, ParcelCare must prioritise employee engagement and retention. Implementing regular feedback mechanisms allows the company to gather employee input and address concerns (Bridger, 2018). Recognising and rewarding employee contributions through recognition programs can boost morale and motivation. Investing in employee wellness programs can improve employee wellbeing and reduce turnover.
AC1.2 
ParcelCare is significantly influenced by changing labour market conditions. These shifts, driven by economic, technological, and demographic factors, influence the company's resourcing decisions which can lead to increased costs and potential budget constraints, and I am going to explain the shifts below:
 
Economic conditions can significantly impact labour demand, as such during economic growth, increased demand for delivery services can lead to labour shortages. Equally, economic downturns may result in reduced demand and potential layoffs. Inflation can increase labour costs, impacting the company's profitability (Bank of England, 2022). To mitigate these challenges, ParcelCare should implement flexible staffing strategies, invest in technology, and focus on employee retention. 

Technological advancements can automate tasks, create new job roles, and modify skill requirements (CIPD, 2020). ParcelCare would need to adapt its organisational structure and processes to accommodate changes in the labour market, such as automation or outsourcing certain tasks.

Demographic trends, including ageing populations and changing workforce demographics, can affect labour supply (CIPD, 2015). As the population ages, there may be a decline in the number of young people entering the workforce, potentially limiting the pool of available workers for ParcelCare. An ageing workforce may lead to a shortage of skilled workers, especially in areas like technology and logistics, which are crucial for ParcelCare's operations.

Government policies and regulations, such as immigration laws and minimum wage regulations (Vargas-Silva and Sumption, 2024; CIPD, 2024) can also influence labour market dynamics. Immigration laws can affect ParcelCare's ability to hire foreign workers due to its compliance costs. Additionally, increases in minimum wage can lead to higher labour costs for ParcelCare, impacting its overall operational expenses. Having said that, ParcelCare would need to adjust its compensation and benefits packages to remain competitive in both tight and loose labour markets (Peters, 2023a).

The shifts in the labour market can directly impact ParcelCare's ability to hire specific skilled workers for parcel delivery, such as driving licenses and customer service experience. During periods of tight labour market, the company would face increased competition for talent, necessitating higher wages and more attractive benefits packages. ParcelCare may need to explore alternative recruitment channels and invest in employer branding to attract. Conversely, in a loose labour market environment, ParcelCare the focus may shift to selecting the best candidates from a larger pool potentially reducing labour costs. ParcelCare must be attuned to these shifts to make informed resourcing decisions (Boys, 2024) as the shortage of available candidates can result in delays in filling critical positions, impacting operational efficiency.
AC2.1 
Effective workforce planning is a strategic process that involves analysing future labour demand and supply, identifying gaps between the two, and implementing strategies to bridge these gaps (Hayden, 2024). 
As workforce planning process was never done before, ParcelCare should consider factors such as business growth, seasonal fluctuations, and the power of technological advancements on its labour requirements. Parcel Care needs to use a data driven approach whereby analysing historical data on delivery volumes, staffing levels and performance metrics to identify trends and patterns that inform future planning. Gibson (2021) stated that leveraging advanced analytics techniques, such as qualitative and quantitative demand modelling, can enable the company to forecast forthcoming demands accurately and anticipate future disruptions. Additionally, a real-time monitoring of workforce performance and staffing levels allows for timely adjustments to optimise resource allocation. By anticipating peak seasons, potential disruptions, and fluctuating delivery volumes, ParcelCare can avoid both understaffing and overstaffing, thereby reducing operational costs. This is particularly crucial during peak periods like Christmas, where timely and efficient deliveries are paramount, therefore the impact of accurate forecasting can ensure sufficient staff are available to handle the increased workload, preventing delays and customer dissatisfaction.

Forecasting the internal and external supply of labour is equally important. ParcelCare should assess the skills and experience of its current workforce to determine its potential to meet future needs. The internal supply of labour represents a valuable asset for ParcelCare, offering a strategic advantage through effective succession planning and skill inventory management. Through the impact of harnessing the potential of existing talent, ParcelCare can ensure business continuity, optimise resource allocation, and grow a high-performing workforce (Tucker, 2022). Moreover, understanding industry trends is one critical aspect of forecasting external labour. As the delivery industry is constantly evolving, driven by factors like e-commers growth, technological advancements, and changing consumer preferences, competitive analysis could be used when forecasting external labour supply (Taylor, 2021). To achieve this, ParcelCare needs to examine the recruitment and retention strategies of its competitors to gain insights of their labour market practices and identify potential challenges and opportunities. As more employers are looking to increase their staff levels (Cockett, 2024), comparing compensation and benefits packages to industry standards and competitor offering is essential to assess the attractiveness of ParcelCare’s employment proposition. 
ParcelCare can effectively bridge the gap between workforce supply and demand through strategic planning and innovative solutions whereas, employee engagement, training and competitive compensation play a significant role in retaining a motivated workforce. Continuous monitoring and evaluation for ParcelCare are essential to ensure the effectiveness of workforce planning strategies, adaptation to evolving business needs and enhanced operational efficiency. 
AC2.2 
For this point, I aim to evaluate the effectiveness of various techniques for forecasting demand and supply, and propose a strategic approach to improve ParcelCare’s workforce.
Accurately forecasting demand, is crucial for effective workforce planning. One of the techniques - managerial judgement – a foundation of decision making, offers a unique mixture of experience, intuition and knowledge. This approach empowers managers to adapt to dynamic environments, consider intangible factors and build on past experiences (Bazerman, 1998). By relying on their expertise, ParcelCare managers can identify potential risks and take proactive steps to mitigate them.
However, managerial judgement is not without its limitations. Subjectivity and bias can interfere into decision making, leading to inconsistent outcomes. Additionally, limited information can constrain judgement, and overreliance on past experiences can deter innovation.

The working back from costs technique is a straightforward approach to workforce planning that prioritises budgetary constraints. By allocating a specific budget for labour costs, ParcelCare can calculate the number of staff required to meet these financial limitations. This technique offers several advantages, including clear budgetary control, simplicity, and the ability to make rapid decisions. Having said that, this technique has significant drawbacks. It often neglects the actual demand for labour, potentially leading to overstaffing or understaffing. Moreover, it fails to consider factors like employee productivity, efficiency and skill levels, which can impact the overall output (Taylor, 2021). By focusing solely on costs, ParcelCare may miss opportunities to invest in talent development or innovative strategies that could enhance long-term performance.

Forecasting the future supply is equally important. By understanding the availability of internal and external talent, ParcelCare can make informed decisions about talent acquisition, development and retention strategies. Promotion / demotion rates can be a valuable tool in workforce planning, providing insights into the internal mobility (Ray, 2023) of employees within ParcelCare. By analysing historical data, the company can identify high-potential employees, develop effective succession plans, and understand career paths (Sparkman, 2018). Thus, relying solely on promotion / demotion rates, can have limitation as it may not accurately predict future trends, especially in rapidly changing business environments. Additionally, this technique does not consider external factors such as economic conditions, industry trends or competition for talent.

Whilst these techniques could provide valuable insights to ParcelCare, it's important to combine them with other approaches, such as workforce analytics and scenario planning, to develop a comprehensive and accurate forecast (Gibson, 2021).

AC2.3 
Evaluating Existing Methods
Recruitment: ParcelCare's website offers a convenient and cost-effective platform for advertising vacancies and can reach a wide audience of potential candidates. This method is particularly advantageous due to its accessibility and ability to attract both local and remote applicants. Moreover, it allows for a streamlined application process, enabling the company to gather specific information from candidates and efficiently screen applications (Alder and Dinnen, 2022; Buckley, 2023). However, relying solely on the company website for recruitment has certain limitations. One significant drawback is its potential to attract a less diverse pool of candidates compared to other methods like social media or job boards. This may result in a limited range of skills and experiences among applicants (Picardi, 2020). Additionally, ParcelCare’s website may attract unqualified or unsuitable candidates necessitating additional screening efforts. 

Selection: Line manager interviews are a commonly used selection method as it offers several advantages. Firstly, line managers, being directly involved in the day-to-day operations, possess a deep understanding of the specific role and the team dynamics. Secondly, line managers can evaluate a candidate's cultural fit with ParcelCare. This enables them to ask targeted questions and assess a candidate's suitability based on their practical needs (McCartney, 2024). 
However, subjectivity is a significant concern, as personal biases and first impressions can influence the evaluation process, whilst time constraints can limit the depth of the assessment. Although line managers may possess expertise in their specific field, they may lack HR expertise to conduct effective interviews (Hogarth and McCartney, 2024), leading to poor decision-making and increased risk of hiring the wrong candidate.

Evaluating Additional Methods
Recruitment: Taking advantage of social media platforms like LinkedIn, Twitter, and Instagram can significantly enhance ParcelCare's recruitment efforts. By targeting specific demographics and industries, the company can attract a more diverse and qualified pool of candidates. Additionally, social media allows for the creation of a strong employer brand, attracting top talent and fostering a positive company culture (Balcerak, Wozniak and Zbuchea, 2023). While social media offers numerous benefits, it is essential to address challenges such as the cluttered nature of platforms and the potential for biased decision-making based on superficial factors.

Selection: Trial shifts provide a practical approach to assessing a candidate's skills, abilities, and cultural fit in a real-world setting. This method can minimise biases and provide a more accurate evaluation of a candidate's potential (Farmer, 2024). However, trial shifts can be time-consuming and costly, and may disrupt team productivity. Moreover, they may not provide a comprehensive assessment of a candidate's full range of skills, particularly for complex roles.

By diversifying its recruitment methods and improving its selection processes, ParcelCare can attract a wider pool of qualified candidates, make more informed hiring decisions, and ultimately enhance its workforce.

AC3.1 
Employee turnover, the rate at which employees leave an organisation, is a complex issue with far-reaching implications for organisational success. Employee retention refers to the ability of an organisation to keep its employees, this being the biggest challenge for HR professionals (Mayne, 2024). By discussing the distinctions between avoidable and unavoidable turnover, as well as push and pull factors, ParcelCare can gain valuable insights into the root causes of turnover and implement targeted interventions. 
Avoidable turnover is primarily driven by factors within ParcelCare’s control and could arise from poor management practices, such as ineffective leadership, lack of support, or micromanagement. Additionally, inadequate compensation and benefits or lack of recognition, can stifle their dissatisfaction, motivation and engagement, driving them to seek better openings (Crowell, 2017). Finally, a toxic work environment, characterised by a negative culture, high levels of stress, or a lack of work-life balance, can negatively impact employee morale and productivity. By addressing these issues through proactive measures such as leadership training, competitive compensation packages, and robust training programs, ParcelCare can significantly reduce avoidable turnover (Norbury, 2019).
Unavoidable turnover occurs when employees leave due to factors beyond ParcelCare's control. These factors are often personal or external circumstances that force employees to leave their jobs. Common causes of unavoidable turnover include retirement, relocation, family obligations, or health issues. Whilst ParcelCare cannot always prevent unavoidable turnover, they can mitigate its impact by implementing effective succession planning to ensure a smooth transition and maintaining positive relationships with departing employees to preserve the organisation's reputation and potentially facilitate future rehiring or referrals (Clutterbuck, 2012).
One of the key factors driving employee turnover is the interplay of "push" and "pull" factors. Push factors are internal factors that compel employees to leave their current organisation. These factors often stem from job dissatisfaction and can include the aforementioned for avoidable turnover.
Conversely, pull factors are positive elements that attract employees to other organisations. These factors may include higher salaries, better benefits, more opportunities for career advancement, or a more appealing work-life balance. The allure of these external opportunities can entice employees to leave their current jobs in search of more favourable conditions (Peters, 2024).
For ParcelCare, the importance of noticing that a combination of push and pull factors can influence an employee's decision to leave. For instance, an employee who is already dissatisfied with their current role (push factor) may be more receptive to a job offer from another company (pull factor).
By understanding the interplay of these factors, ParcelCare can strive to create a compelling EVP that can compete with external offers.

AC3.2 
Warehouse staff retention presents a significant challenge for ParcelCare, given the competitive labour market. To address this issue, various retention strategies can be employed, each with its own advantages and potential drawbacks.
Realistic Job Previews (RJPs) offer a proactive approach by providing potential employees with an honest and transparent view of the role. This fosters genuine expectations, reducing the likelihood of disillusionment and turnover (Robson, 2024). However, RJPs may deter some candidates who are seeking a less demanding or fancier position.   
Induction programs, on the other hand, focus on integrating new employees into the company culture as it involves the transmission of values, norms and behaviours to new employees. By providing a structured onboarding process, ParcelCare can enhance employee engagement and satisfaction (Frögéli, Jenner and Gustavsson, 2023). However, effective induction requires significant time and resources to develop and implement.
Job enrichment is a strategic approach to job design aimed at benefiting and increasing employee motivation and satisfaction. By giving employees more autonomy, responsibility, and control over their work, ParcelCare can foster a sense of ownership and empowerment (Gifford, 2019). However, it is important to note that not all jobs are suitable for enrichment and careful implementation is necessary to avoid potential drawbacks (Andrei and Parker, 2017). Some jobs, particularly those that are highly specialised or routine (warehouse staff), may not be amenable to enrichment. 
Reward systems, both financial and non-financial, are powerful tools for motivating and retaining employees. Financial rewards, such as competitive salaries, performance-based pay and profit-sharing, can directly incentivise employees and align their interests with the ParcelCare's goals. However, non-financial rewards, such as recognition programs, flexible work arrangements, career development opportunities, job enrichment, and a positive work environment, can also be highly motivating (Armstrong and Brown, 2023). One key challenge identified in previous CIPD research is the tendency of employers to prioritise financial rewards over non-financial incentives. Whilst financial rewards can undoubtedly motivate employees, a holistic approach that considers both tangible and intangible benefits is often more effective (Perkins and Jones, 2024).
To address warehouse staff retention, ParcelCare could use a varied approach. To improve immediate employee experience, ParcelCare should implement a robust induction program with personalised onboarding and mentorship. Financial incentives like performance-based and referral bonuses can motivate employees. Enhancing working conditions through ergonomic design, regular breaks, and temperature control can improve well-being and productivity. 
Long-term strategies should focus on creating a sustainable and engaging work environment. This can be achieved through career development opportunities like training and cross-training, employee recognition programs, and job enrichment strategies that provide task variety, autonomy, and regular feedback.

AC3.3 
Dysfunctional turnover occurs when an organisation loses its high-performing employees at a higher rate than its weaker performers; it is considered dysfunctional because it has a negative impact on the company's bottom line (Cosentino, no date). The loss of high-performing employees, significantly impacts organisations like ParcelCare. For example, when Parcelcare loses its most skilled and experienced delivery drivers, it faces a direct hit to its operational efficiency. These drivers possess invaluable knowledge of routes, customer preferences, and efficient delivery techniques. Their absence can lead to delays, customer dissatisfaction, and increased costs associated with rerouting and rescheduling deliveries.
Moreover, the loss of top performers can demoralise the remaining workforce. When employees see valued colleagues leave, they may question the company's commitment to their wellbeing and career development (Peters, 2024). This can lead to decreased job satisfaction, increased absenteeism, and further reduction, creating a vicious cycle of turnover. Additionally, when key employees depart, the remaining team members often bear the burden of increased workload and responsibility. This can lead to burnout, decreased job satisfaction, and a decline in overall performance. The loss of experienced workers disrupts team dynamics, deterring collaboration and innovation.
The financial implications of dysfunctional turnover are also substantial. Replacing a skilled delivery driver involves significant costs for recruitment, onboarding, and training. Additionally, the loss of productivity during the transition period can further reduce profits. In the long term, a consistent loss of top talent can damage the ParcelCare's reputation as an attractive employer, making it difficult to attract and retain top talent in the future. Potential hires may perceive high turnover as a sign of underlying issues, such as poor management, toxic work culture, or lack of career opportunities (Peters, 2024). This perception can prevent qualified candidates and hinder the ParcelCare's ability to grow and compete in the market.
To mitigate this, ParcelCare should prioritise employee retention through competitive compensation, career development opportunities, a positive work environment, effective performance management, and employee engagement (Kossivi et al., 2016; Cockett, 2024). By addressing the root causes of dysfunctional turnover, Parcelcare can maintain a high-performing workforce, improve operational efficiency, and protect its long-term financial health.
In conclusion, dysfunctional turnover is a serious issue that can have a significant impact on an organisation's bottom line, reputation, and overall success.
AC4.1 
As ParcelCare is a company heavily reliant on efficient delivery services facing a recurring challenge, for this point I will be assessing how ParcelCare can most effectively allocate its workforce to meet fluctuating demand. Although permanent, full-time contracts offer stability and security for employees, they can limit the company’s ability to adapt to varying workload. Therefore, it has become essential to asses this and alternative contractual arrangements.
Permanent, full-time contracts provide several advantages such as encouraging employee loyalty, commitment and a sense of belonging, leading to engagement, improved job performance and reduced turnover (Henry, 2024). Moreover, these contracts enable ParcelCare to invest in training and development, enhancing the skills and capabilities of their workforce. However, their inflexibility can be a significant drawback, especially during periods of low demands. Overstaffing can lead to increased labour costs and decreased productivity. 
Zero-hours contracts offer flexibility by allowing ParcelCare to employ workers on an as-needed basis. This can be particularly beneficial during peak seasons or unexpected surges in demand (Daniels, 2022). However, such contracts can lead to job insecurity and income instability for employees. Moreover, they may negatively impact employee morale and motivation, as workers may feel undervalued and exploited. 
Agency workers provide a more controlled level of flexibility. By engaging with employment agencies, ParcelCare can quickly access a pool of skilled workers to meet short-term needs. This can be particularly useful for specialised tasks or during periods of high demand. Thus, agency workers often come with additional costs and ParcelCare may have less control over their performance and reliability (Gifford, 2016). Thus, one important thing to be considered is that after 12 continuous weeks of working for the same company through an agency, agency workers are entitled to the same rights as directly employed staff in terms of pay, holiday entitlement, working time regulations and pension entitlement (Daniels, 2022).
To optimise its workforce and maintain service quality, ParcelCare should consider a hybrid approach that combines the advantages of different contracts types (Gibson, 2021). Therefore, I would suggest that a core team of permanent, full-drivers could be retained to handle regular routes and maintain service quality. This would provide stability for experienced employees and ensure consistent delivery performance. Additionally, a flexible workforce of zero-hours or agency workers could be utilised to meet peak demand, seasonal fluctuations and unexpected increases in delivery volumes.
By carefully considering the specific needs of its business and the implications for its workforce, ParcelCare can implement a contractual strategy that poises flexibility, security and cost-effectiveness. A well-balanced approach will not only benefit the company, but also ensure fair treatment and wellbeing for its employees. 
AC4.2 
Effective onboarding is often overlooked as a strategic investment, yet it plays an important role in the overall organisational success. For this last point, I am going to explain the benefits of a well-structured onboarding process. 
One of the most significant benefits of effective onboarding is its positive impact on employee retention. When new starters feel welcomed, valued and supported, they are more likely to remain with ParcelCare long-term. Extensive research has demonstrated a strong correlation between effective onboarding process and employee retention (Green, 2019) and therefore it is imperative that line managers and HR professionals prioritise the onboarding experience as a strategic initiative.
Through effective onboarding practices, new starters would gain a clear understanding of their role, responsibilities, and expectations. They are also exposed to ParcelCare's values, mission, and vision, enabling them to align their work with broader company goals. This knowledge empowers them to make informed decisions and contribute meaningfully from the outset (Howlett, 2020). 
Furthermore, according to Levington (2023) effective onboarding can significantly accelerate an employee’s time to productivity as by providing necessary training, resources, and support, onboarding programmes enable new employees to become productive sooner, perform their roles effectively and fast-tracking their integration into ParcelCare’s positive team culture. 
Besides, effective onboarding can strengthen company’s culture. By consistently reinforcing core values and expectations during the onboarding process, ParcelCare can create a loyal, cohesive and unified workforce. New starters who understand and embrace the company culture are more likely to align with the ParcelCare's goals and contribute positively to the work environment.

Additionally, an effective onboarding experience can also have a profound impact on employee engagement. When employees feel connected to the company's mission and values, they are more motivated and likely to go the extra mile (CIPD, 2012). A well-designed onboarding programme can help instil a sense of purpose and pride in employees, leading to increased job satisfaction and overall morale.

Lastly, as McCartney (2023) suggests, effective onboarding offers mutual benefits for both employers and employees. For ParcelCare, this can lead to reduced turnover and absenteeism, as well as increased employee commitment and job satisfaction. Employees, on the other hand, benefit from a clearer understanding of the organisation, their role, and work processes. 
To conclude, investing in effective onboarding is a strategic decision that can generate significant returns. By providing a positive and supportive onboarding experience, ParcelCare can improve employee retention, accelerate productivity, enhance employee engagement, strengthen company culture, and ultimately drive business success.
