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Explain how ParcelCare can strategically position themselves in a competitive labour market. (AC 1.1) 
To ensure they have the right workforce in a competitive, continually evolving labour market, ParcelCare need to look at strategic and operational activity as they are obliged to compete with other organisations (Taylor & Woodhams, 2002a). A labour market looks at supply (those willing and able to work) and demand (employers who need employees to meet their operational needs) of labour and looks at people who may be willing and able to work for the organisation (Taylor & Woodhams, 2022a).
ParcelCare can strategically position themselves by doing a SWOT analysis which looks at Strengths, Weaknesses, Opportunities and Threats. The first part of the analysis (Strengths and Weaknesses) can be factors that are directly linked to ParcelCare where opportunities and threats are more external factors (CIPD, 2024g).
ParcelCare can use SWOT analysis alongside PESTLE for strategic planning or Porter’s five forces to look at competitor evaluation (CIPD, 2024g). 
PESTLE analysis looks at the external factors (Political, Economic, Sociological, Technological, Legal and Environment) and can help organisations with strategical decision making and influence the organisation. It can help organisations to maximise opportunities and minimise threats from other organisations (CIPD, 2024h). By looking at the external environment, A PESTLE analysis can help ParcelCare identify trends and support business planning such as Workforce planning and strategic business planning (CIPD, 2024h).
If the labour market is tight, where there are more jobs than jobseekers, ParcelCare will need to focus on things like employer branding (Taylor & Woodhams, 2022a). An employer brand can differentiate ParcelCare in the labour market and by making this a strong brand they will be able to attract, recruit and retain employees more easily (CIPD, 2023c).
Taylor & Woodhams (2022a) states they can also maximise the potential of the labour market by being as flexible as possible in a several different ways such as when looking at demand if this increases and decreases and if they can increase or decrease their workforce when necessary and adjusting working hours to meet the needs of the employee and organisation. 

Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2) 
When looking at the labour market, employers need to understand how the market is at that time and whether it is ‘tight’ or ‘loose’ as this can affect how easy it is for employers to recruit. A tight labour market is a term used for when there are more jobs available than active jobseekers so organisations might find it harder to fill their vacancies and this can be due to skills shortages for example (Taylor & Woodhams, 2022a). A loose labour market is the opposite, where there are many jobseekers competing for fewer opportunities. 
If the labour market is tight, it impacts resourcing decisions and ParcelCare should look at retaining their current staff by looking at the reasons for people leaving and finding ways to reduce this and by looking at recruitment initiatives (Taylor & Woodhams, 2022a).
A loose labour market could mean that ParcelCare needs to increase wages if the demand is higher than the supply (CIPD, 2024a).
The labour market can change due to several factors which include but aren’t limited to:
· The economic context - if companies are forced to close or downsize.
· Political changes – to include changes in immigration policies.
· Legislative changes – Limiting working hours meaning organisations need more staff to cover the same amount of work.
(Taylor & Woodhams, 2022a)
If the labour market is loose, ParcelCare wouldn’t need to worry too much about recruitment and retention as current employees are less likely to leave voluntarily if job availability elsewhere is low and if they do leave, it should be easy to replace them (Taylor & Woodhams, 2022a). But if the market is tight, they could find it more difficult to recruit and retain people. ONS (2021) states that the labour market looks to be relatively tight for the foreseeable future and that the ending of the freedom of movement since the UK departed from the European Union in 2020 means it is more difficult to employ people from European countries. ParcelCare could look at things like salaries, reward packages and flexibility to attract and retain staff. Taylor & Woodhams (2022a) state that flexibility is a key emerging issue for organisations to get maximum value out of employees and if employees feel valued, they are less likely to leave for another organisation. 

Analyse the impact of effective workforce planning, making clear how ParcelCare could benefit from this activity. (AC 2.1) 
MyHRfuture (2019) state the four steps to the workforce planning process, are looking at the current state of the workforce, how they see the future state, doing a gap analysis between the two and then acting on it (myHRfuture, 2019). However, Taylor & Woodhams (2022a) state the four steps are forecasting future demand for skills, forecasting what skills the organisation will have in the future, identifying gaps and making plans so there is a slight difference in the first two steps. 
ParcelCare needs to look deeper than just how many people they have but also what skills they have and what their future intentions are, are the current employees wanting to develop. They then need to look at what is needed in the future, what the internal and external supply is and how the business will grow (myHRfuture, 2019).
ParcelCare can benefit from workforce planning as they are able to identify current employees that might want to move into future gaps or have training needs to support them in their development, meaning they can retain valued staff. It could also mean ParcelCare identify employees whose skills no longer fit with the organisation’s strategy or future needs (Taylor & Woodhams, 2022a).
By workforce planning, ParcelCare can ensure they have the right people, in the right place, at the right time, on the right salary and contract when looking at long-term and short-term objectives (CIPD, 2024b). It can reduce labour costs by improving productivity and employees’ work-life balance, meaning improved retention, which then reduces costs in recruitment and training. ParcelCare could benefit from workforce planning for the busier seasons or big delivery contracts ensuring they are adequately staffed therefore meeting the demand required (CIPD, 2024b).
ParcelCare needs to ensure that workforce planning is valuable, and this can only be done if implemented positively and successfully (CIPD, 2024b). It should be done collaboratively to ensure that all parties agree and are clear on what their responsibilities are. If this is the first time ParcelCare have looked at workforce planning, they should keep hold of data to make this process easier in the future, it should be ‘future-focused’, flexible to changes and look at all levels of the organisation to include the skills and potential of current employees, not just the numbers (CIPD, 2024b). 

Evaluate techniques that can be used to support the process of workforce planning. (AC 2.2)
There are several techniques that ParcelCare could use for workforce planning and an activity that is interchangeable with workforce planning is succession planning. Where workforce planning is used to look at what the organisation will need in the future, succession planning looks at activities to ensure the organisation has the right people with the right skills at the right time (Taylor & Woodhams, 2022a).
The aim of succession planning is to create a pool of talent so that if a vacancy becomes available it can be quickly and easily filled out of the pool (Taylor & Woodhams, 2022a). ParcelCare need to have appraisal reviews with their employees to find out their goals and aspirations and training and development such as formal/on-the-job training or shadowing could be introduced, getting the employee ready if a role becomes available meaning the employee is engaged and ParcelCare have a pool of talent (Taylor & Woodhams, 2022a). The downside of this could be that ParcelCare aren’t recruiting externally. CIPD (2024c) states that in more senior roles there are good reasons to recruit externally as this brings new ideas and approaches. 
The 9-box grid is a performance management tool used by lots of organisations where there are 9 categories that the employee can be placed in. Employees placed in the bottom left of the grid are low performers and have low potential and immediate action is required but the employees in the top right are the high performing, high potential employees (Culture Amp, 2024). 
HR Basics (2020) states that the 9-box grid is the most used succession planning tool. The 9-box grid is used to look at the organisations current staff talent and if there are potentially any future leaders. This is done on individuals and placing them in a grid where the organisation feels they sit for potential and performance. The benefits of using the 9-box grid are that it is a visual, easy to read tool where seniors can see immediately the potential employees that will fit into gaps if they arise or any employees that with development plans can have the potential to fill the expensive, hard to fill roles (Culture Amp, 2024). However, the downsides are that this process can be biased if the person/people doing it have favorites or people they don’t like, and employees placed in a poor ranking position could become demotivated and less productive (Culture Amp, 2024). 

Evaluate the strengths and weaknesses of two different recruitment methods and two different selection methods. (AC 2.3) 
Recruitment and selection are both processes that bring in new employees to the organisation and are usually seen as one, but ParcelCare need to understand the difference in that the recruitment process is about advertising the vacancy and the selection process is about choosing the right candidate (Taylor & Woodhams, 2022a).
ParcelCare already use their company website for recruitment, but they could also attend job fairs. This would give them the opportunity to make candidates aware of their brand and the vacancies they have whilst giving ParcelCare access to a large talent pool of candidates they might not reach in other ways (Workforce Solutions, no date). Job fairs would only be suitable if there were several vacancies and the downside to this approach can be that there are lots of competitors and if the job fair isn’t specific to delivery companies, ParcelCare might not get any suitable candidates whilst the costs can be high for promotional material, travel and staff time (Starget, no date). 
ParcelCare could advertise on external job sites such as Indeed or Total Jobs, which can be a more affordable way of getting access to a much wider pool of candidates compared to the amount they could reach on their own website. If the brand isn’t well known, they can boost the visibility of the job more than on their own website (CASTUK, 2018). But this approach can bring a high number of applications that may not be qualified and can increase the screening time, there may also be a charge to advertise on these sites (CASTUK, 2018).
Currently, ParcelCare’s line managers interview shortlisted candidates, which is a good way to assess skills and qualifications, but ParcelCare could also introduce Psychometric testing. This can be used to assess individual differences in aptitude and ability when dealing with a high number of applicants but should not be the sole basis for selection (CIPD, 2023a). The advantages of this kind of testing can be that it is an efficient way to filter out unsuitable candidates and can reduce bias (Mercer, 2024). However, the disadvantages could be that the people involve in administering the tests will need to have the appropriate training to do so (CIPD, 2023a) and this could be costly and time consuming and the responses received could be misleading if the candidates give answers they believe the employers want (Mercer, 2024). 
As part of the interviewing process, ParcelCare could also introduce a practical test, but this would have to relate to the person specification and job role. This process could be useful as practical tests can eliminate unconscious bias that might come into interviews and can be related to the job and the tasks needed to complete but they can be time consuming and stressful for candidates (Workable, no date).  

Discuss differences between avoidable and unavoidable turnover and differences between push and pull factors. (AC 3.1) 
Avoidable turnover is when employees leave an organisation due to different forms of dissatisfaction that management could potentially control. It can include things like the management not doing anything to stop them from leaving or doing something to make them leave (Taylor and Woodhams, 2022a).  This could include lack of flexibility or training support. Taylor and Woodhams (2022a) state that around 90% of employee turnover is avoidable. 
Unavoidable turnover is when the employee’s decision to leave wasn’t in relation to anything the management or organisation has done and is out of their control. It includes things like retirement, ill health, moving house or returning to study (Taylor and Woodhams, 2022a).
There are two factors that drive avoidable turnover and these are known as push and pull factors. Push factors describe the things that make people want to leave their current employer as they are dissatisfied in their current job (CIPD, 2024). These can include lack of career opportunities, poor relationships with colleagues or management and discrimination at work (CIPD, 2024). ParcelCare could introduce staff surveys or focus groups to see how satisfied their workers are and if there are any issues they need to resolve that would make their workers more happy and more likely to stay. 
Pull factors is a term used to describe what attracts people away from their current organization. CIPD (2024) describes this as ‘an attraction of a new job or prospect outside the workforce’. These could include better salary, benefits or work-life balance. If ParcelCare have employees on zero-hour or fixed term contracts to fit in with demand, a pull factor to another organisation could be a permanent contract. 
There could also be a combination of both push and pull factors to consider in employee turnover. The employee might not know about the ‘pull’ factors if they aren’t looking for alternative work due to ‘push’ factors. 
ParcelCare could use external providers to complete exit interviews or send anonymous surveys’ out to staff that have already left as people are more likely to be honest around the reasons for leaving if it is confidential and not completed by the manager that may be required for references in the future (CIPD, 2024).

Compare the following retention approaches: realistic job previews; induction; job enrichment; and reward. (AC 3.2) 
Realistic Job Previews (RJP) can come in different forms and when advertising a vacancy, ParcelCare should provide a realistic preview of the role as part of the Job Description (CIPD, 2022). Skills based assessment tasks during recruitment and observing current employees doing the role can give candidates a realistic picture of what the job entails and can show potential employees negative elements of the job as well as positive. By providing a RJP, ParcelCare can reduce turnover as candidate will have a full and honest picture of what the job entails before accepting the position (Indeed, 2024).
If ParcelCare provides a good induction process then this can have an impact on the first impressions of an employee and how likely they are to be engaged and stay with the organisation, reducing turnover (CIPD, 2023). Effective induction programmes can increase job satisfaction as they ensure that new employees understand more about the organisation and how their role contributes to the objectives of the organisation. It also gives the new employee the chance to meet new colleagues (CIPD, 2023). As part of the induction process, the organisation should explain the employer brand, health and safety, ensure the employee has the relevant access to systems and explain the rewards and benefits packages (CIPD, 2023). 
Job enrichment can come from job design and by giving the employees the authorisation to make decisions on the tasks they complete and how and when they do them. This gives employees a sense of belonging and makes them feel that their views matter and that decisions aren’t always made by management (CIPD, 2024d). Employees are more likely to be motivated about their job if they have a say in how it is done. CIPD (2019) study states that there is evidence that work autonomy produces positives outcomes such as lower absenteeism, job satisfaction and staff wellbeing. 
Reward packages cover financial rewards like pay, bonuses and wider packages such as private health insurance or eye tests for example. But organisations can inform employees of the total reward package which can include non-financial benefits such as flexible working and recognition awards (CIPD, 2024e). ParcelCare could offer competitive salaries to attract people to join and then by providing benefits and rewards as above they can retain and motivate their workforce by keeping employees engaged and loyal so less likely to leave (CIPD, 2024e).

Explain the impact of dysfunctional employee turnover. (AC 3.3) 
Dysfunctional turnover is when good people leave, and it has a negative impact on the company due to the costs involved, the loss of skills and knowledge and the negative effect it has on the remaining employees (Taylor & Woodhams, 2016).  CIPD (2024) states it would be more damaging for an organisation to lose employees who have more specialist or in-demand skills to competitors.
Dysfunctional turnover could be extremely expensive for ParcelCare as there are direct and indirect costs (Taylor & Woodhams, 2016). Direct costs can include advertisements, agency costs and covering the role whilst vacant where indirect costs can be administration and people time to recruit (CIPD, 2024). Dysfunctional turnover can bring to light issues employees have with things like career progression and dissatisfaction and Cholteeva (2022) states turnover over can affect company culture and if organisations are having high turnover there may be issues that the organisation and management need to understand to improve. 
Dysfunction turnover impacts organisations by having a negative effect on the company and remaining employees, loss in necessary skill and there will undoubtedly be significant costs, whether direct or indirect, in replacing employees (Taylor & Woodhams, 2022a). 
ParcelCare need to calculate the costs of dysfunctional turnover so they can understand the full extent of the problem and look at any possible retention initiatives (Taylor & Woodhams, 2016). 
As with all turnover, Dysfunctional turnover can be avoidable and unavoidable and avoidable, dysfunctional turnover can have the biggest impact on the organisation (Taylor & Woodhams, 2016). 
Direct costs that can be caused by dysfunctional turnover can include the admin time taken for people practitioners in relation to the leaver and also for the recruitment and selection of the new employee which include the cost of advertising, selection proves, covering the gap with agency staff or existing employees doing overtime and new start costs like training and induction (Taylor & Woodhams, 2022a). Indirect costs can include the employee that is leaving being less productive in their final weeks and the new employee being less productive in the first few weeks. It can also have a negative effect on staff morale and be damaging to the company reputation (Taylor & Woodhams, 2022a)
ParcelCare could look at introducing psychological contracts for employees, these are different from the legal employment contracts and can influence how an employee behaves. They can increase motivation, performance and productivity meaning staff can have more job satisfaction and are more likely to stay (CIPD, 2024f).

Assess the suitability of permanent, full-time contracts for delivery drivers as well as two other types of contracts. (AC 4.1) 
As I don’t have the data that I would have if I worked for ParcelCare, I am going to assume that there is enough work for some full-time, permanent employees but due to the nature of the work, the demand increases and decreases.
Permanent, full-time contracts give the most security and provide stability for the employer as well as the employee (hrhype, 2024). ParcelCare would know how many delivery drivers they have in and on which days/hours to be able to plan the deliveries. There is always going to be some demand for delivery drivers within ParcelCare so by keeping some permanent, full-time drivers they can reduce turnover and recruitment costs (hrhype, 2024). They will also have a stable workforce where everyone is aiming for the same goal with increased morale and higher productivity. 
Fixed-term contracts could provide flexibility for ParcelCare to employ individuals for a specific period such as Christmas pressure or if they win a particular delivery contract, but the contracts must have a clear end date (Daniels, 2022). ParcelCare need to ensure that anybody on a fixed-term contract isn’t treated less favorably than a permanent employee doing a similar role in the same depot so they should receive the same pay and benefits (Daniels, 2022). ParcelCare could extend fixed-term contracts if the demand for work was there, but they should only use these if there is a temporary need for staff and after 4 years the employee would then become permanent (Daniels, 2022).
Zero-hour contracts could work for ParcelCare as these can add flexibility to the workforce and provide a bank of people in there is an increase in demand (Daniels, 2022) this would work particularly well during high pressure seasons like Christmas. ParcelCare would not be obliged to provide any work if the demand wasn’t there, but the negative impact this could have would be that the individuals are also not obliged to take on any work so therefore ParcelCare could find themselves with high demand and nobody to deliver (Daniels, 2022). ParcelCare needs to make it clear to individuals whether they are an employee or a worker and pay them the national minimum wage no matter how many hours they work (ACAS, 2024). They also need to ensure they have statutory employment rights, and the individuals can work for another employer (ACAS, 2024).

Explain the benefits of effective onboarding. (AC 4.2) – 308 words
The term ‘onboarding’ is used by many people to describe the recruitment process from start to finish. From an individual contacting the organisation before they join to getting to grips with their role (CIPD, 2023). It can also be a term used for a candidate who has been offered a position and is completing pre-employment checks up to them being completed and them getting a start date. ParcelCare should have a good onboarding process that will provide new employees with positive experience of the organisation from the very beginning (CIPD, 2023). An effective onboarding process can benefit the employer and the employee. It can reduce employee turnover as the candidate/new employee knows what is fully expected of them and feel part of the team from day one (CIPD, 2023). It can improve employer brand by attracting, recruiting and retaining the people that are right for the job which improves employee engagement and reduces absenteeism (CIPD, 2023b). 
Sibisi & Kappers (2022) states that implementing a formal onboarding process can improve employee retention by 50% with these people also showing 62% more productivity than if there isn’t a formal process. 
A proactive approach to onboarding is necessary to ensure that new employees feel welcomed and part of the team and this can include formal training, asking them for their ideas and inviting them to social events (Taylor & Woodhams, 2022a). An effective onboarding process can eliminate the feeling of loneliness for new employees and ensure they understand what is expected of them. 
Mundy (2023) states that 69% of employees who have had a great onboarding process are likely to stay with the organisation for 3 years therefore increasing retention and reducing turnover costs. They also state that employees are more engaged if the onboarding process was efficient and made them feel comfortable.  
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