5HR02 Talent management and workforce planning (5 words)
AC 1.1 Strategic positioning
ParcelCare are not alone in struggling to compete in the current labour market.  The CIPD highlights employers are grappling due to shifts in the market, increased National Insurance contributions and National Living Wage (CIPD, 2025). 69% of organisations report increased competition and 56% are finding it more difficult to retain talent (CIPD, 2024).  ParcelCare should consider its strategic positioning to make itself an ‘employer of choice’, especially when labour markets are tight (Taylor, 2022).
It would benefit from environmental scanning in order to consider what competitors are doing (Armstrong, 2023). Effective workforce planning and the use of insight data will benefit, to identify gaps and improve talent acquisition (Warner, 2025).  The CIPD reports workforce planning as being integral to organisations when resourcing talent (CIPD, 2025). 
Considering its employer brand, employer value proposition and how it markets itself are vital. All touch points with stakeholders should be aligned with an organisation’s values and cultures.  The CIPD identified 81% of organisations have taken action to improve these, in order to differentiate themselves (CIPD, 2024). 
Competitor analysis will be of advantage to compare services, products and the employee experience, and all contribute to understanding what potential employees are looking for (Indeed, 2025).  Two methods to consider are SWOT and PESTLE. SWOT is a planning tool to identify internal and external factors impacting the organisation, in terms of strengths, weaknesses, opportunities and threats.  It’s useful for problem solving and decision making.  PESTLE focusses on external factors, like political, economic, social, technological, legal and environmental factors and is useful to support in adapting organisational strategy (CIPD, 2025).  Analysis helps identify whether pay and reward packages, work-life balance, wellbeing and flexible working initiatives, and development opportunities are competitive.  Also, if the organisation promotes its values, cultural and ethical responsibility (CIPD, 2024).
The benefits of competitor analysis was evidenced by North Yorkshire Police transforming their talent strategy, and identifying the need to reorganise their culture, to be more inclusive, and improve their employee wellbeing services.  Resulting in them winning the ’Best Resourcing Initiative’ at the People Management Awards 2020 (CIPD, 2021).   
Research identifies companies who are ‘employers of choice’ are continually working on their benefits, recognition programmes, training and development initiatives, for example the McDonald’s ‘Hamburger University’, to identify and retain talent.  These are what enable companies to make it onto the ‘Sunday Times list of the ‘100 best companies to work for’ (Taylor, 2022).  ParcelCare can benefit from analysis of its strategic positioning in order to compete with new entrants to the labour market. 

AC 1.2 Resourcing decisions
Understanding the impact of changing labour market conditions on employee resourcing is key for ParcelCare.  The labour market is a place where employers seek workers and workers seek employment (Armstrong, 2023).  In order to give themselves a competitive advantage, monitoring market trends and adapting their talent management strategy to changes in supply and demand is essential to attract, recruit and retain employees (CIPD, 2025).  
The labour market is shaped by a number of variables including the economy, whether its experiencing growth or recession.  Demographics, affected by an ageing workforce and population increase, due to migration for example.  Politics and legislation changes, with recent immigration and minimum wage updates.  Technology, with automation influencing employer’s demand for new skills, but resulting in job loss too. National and global events, with Brexit, the pandemic and war, being key catalysts for changes in the labour market (Taylor, 2022). 
These variables influence whether the labour market is ‘tight’ or ‘loose’ (Gov.UK, 2022).  A tight labour market means more jobs are available than people seeking employment, and employers strategise to compete for talent. Including, adapting recruitment habits to broaden their talent pool. Investing in their branding, to stand out in a competitive market and improving their reward packages, to offer a more attractive salary and benefits to prospective candidates (Taylor, 2022).  Many shift focus to internal development and benefits, placing emphasis on retention strategies, mobilisation and upskilling, to account for a lack of external skill and reflections in the labour market (CIPD, 2022).  Post Covid, a tight labour market resulted in gaps in the hospitality and healthcare sectors, with 7.4 % of EU born workers leaving UK jobs (CIPD, 2021).  Employers responded by reviewing their salary, benefits and flexible working packages to appeal to a broader demographic (CIPD, 2023).
A loose labour market means there is higher unemployment, resulting in more candidates seeking work and less competition.  In the years following the 2008 economic downturn, the UK labour market was described as loose.  Employers were less strategic, spent less on recruitment and not focused so much on staff retention and development, as external talent was more readily available.   There was less pressure to consider pay and reward packages (Taylor, 2022). 
ParcelCare could look at the CIPD Mencap case study as an example of how labour market conditions directly shape resourcing decisions.  Highlighting the need to adapt recruitment and retention strategies, being innovative and inclusive to attract talent and stand out, but also to have continuous workforce planning to stay agile and resilient in a changing world and labour market (CIPD, 2025).  

AC 2.1 Workforce planning
Workforce planning will ensure ParcelCare considers its future people requirements and has a strategy to satisfy this, based on an analysis of the demand and supply of skills needed to stay competitive (Taylor, 2022).  Good HR data is key to this and needs to be turned into insight to help inform strategic decisions (CIPD, 2018).  This encompasses staff numbers and skills required but also accounts for the employment conditions needed to ensure existing staff are best placed, whilst having a definitive plan for attracting and retaining high-quality people (Armstrong, 2023).  Actions must be agreed, followed-up, and analysis carried out, to ensure the correct number of people with ‘the right skills are employed at the right time’, to guarantee ParcelCare fulfils its short and long-term goals (IOD, 2024).  ‘Buy-in’ from the ‘top down’ is essential to workforce planning and reviewing the approach taken at Siemens would be beneficial for ParcelCare.  They considered three key questions, ‘what do we have, what do we want and how will we fill the gap?’.  They utilised current data to project likely attrition but also carried out a deep-dive into job skills and their future requirements.  Recognising the process needed to be carried out at the highest level, to ensure the strategy was executed effectively (Armstrong, 2023).
Effective workforce planning begins with a granular review of reliable HR data, as the start of an on-going project.  It’s not just about developing a plan and more about identifying opportunities, some of which already exist in the operation and others may need sourcing (CIPD, 2025). It’s a collaborative approach from stakeholders in HR, business leaders and workforce planning to guarantee an agile strategy is implemented with an initial short-term focus, whilst building a medium and long-term vision, plus contingency for flexibility with changing circumstances.  This will allow for peaks and troughs in ParcelCare workload seasonality. Encompassing HR processes, talent management, succession planning, plus organisational change and development (CIPD, 2019)
Workforce planning is experiencing a resurgence due to uncertain times and advances with automation and AI (CIPD, 2019). ParcelCare should undertake benefit analysis, to identify opportunities and align its workforce capability and strategic business goals. Proven benefits include a strategy to look inward, to identify and target gaps or inefficiencies.  To promote mobilisation and succession planning, helping with employee retention and productivity (IOD, 2024).  Supporting talent acquisition by giving clear direction and improving recruitment, meaning the organisation will be prepared for unplanned changes, agile and guaranteeing improved labour market intelligence. The ultimate benefit is a reduction in costs, competitive advantage and enhanced business longevity (CIPD, 2019).  

AC 2.2 Workforce planning techniques
ParcelCare requires awareness of workforce planning techniques, to ensure they make evidence-based decisions, to support the implementation of a talent management plan (CIPD, 2025).  Data analytics techniques identify key metrics, trends and gaps, to make informed decisions on skills, turnover and demographics. Relying on accurate and up-to-date data, so organisations may need to invest in technology (CIPD, 2024).  A risk is reliance on ‘gut feeling’; however metrics alone may need contextual understanding (CIPD, 2018).  Clarification is recommended on whether the data is insightful, relevant and actionable.  It's useful when considering succession planning, the cost of a vacancy and return on investment (CIPD, 2024).
The scenario planning technique helps navigate seasonal changes in the labour market.  Requiring assessment of future changes in the business and environment, modelling potential scenarios, and strategising responses to them (Armstrong, 2023).  It aligns workforce planning with the business strategy, considering supply and demand scenarios over a three to five year period, enabling agility and resilience (CIPD, 2024).  It’s often time-consuming, speculative and requires skilled communication.  It can be complimented with data to enable measurement and evaluation, with regular reviews and flexibility to adapt (CIPD, 2025). 
SWOT Analysis is also flexible, cost effective and a simple technique ParcelCare may consider. Developing a talent management plan by ‘scanning’ both internal and external factors.  Strengths, weaknesses, opportunities and threats are reviewed, the first two focussing on internal aspects and the latter external.  Enabling self-assessment and collaboration to identify what’s being done well, also what competitors are doing. Thereby, developing a strategy, focussed on insight and business requirements (Waite, 2021).   SWOT analysis can oversimplify the review process and it’s recommended to utilise data in support.  Output is dependent on facilitators and participants, and it could overlook some factors. There’s no contingency for change, unlike scenario planning, requiring repeat application for ongoing relevance (CIPD, 2025).
ParcelCare may prefer the managerial judgment technique, utilising knowledge and experience of senior leaders, their awareness of the company and external environment (Taylor, 2022).  Meaning this technique is quick, reactionary and cost effective, however, is subjective, open to bias, and outcomes not always supported by data, for accurate long-term planning. (Armstrong, 2025).
It's recommended ParcelCare combine a number of planning techniques, to gain insight and develop a specific, but agile strategy. Accounting for future organisational needs and aligning the two, combining strategic, analytical and experiential techniques, ensuring effective workforce planning.  This will guarantee the organisation is ready for change, aware of skill gaps and has a talent management strategy complimenting future business objectives (CIPD, 2025).

AC 2.3 Recruitment and selection methods
Broadening recruitment and selection methods would benefit ParcelCare, attracting a wider talent-pool and quality candidates (Indeed, 2025).  Enabling adaptation to labour market trends and organisational needs, ensuring outreach to a diverse, inclusive workforce (CIPD, 2024). 
Recruitment is the process of attracting individuals to a job. Vital to ensure ParcelCare has employees with relevant skills for organisational needs (Armstrong, 2023).  An increasing trend is career fairs,, a broad approach to candidate attraction and represents a shift towards a more diverse outreach (CIPD, 2024). Popular because of direct engagement with candidates, the opportunity to promote brand and culture, being time-saving for bulk recruitment, with 25% of employers using them (Waite, 2021).  ParcelCare must factor cost and resource needed to participate, and suitability when filtering low-quality candidates (Indeed, 2025).
LinkedIn is a networking site with global reach and can be used to attract employees.  Applicants are targeted based on sector, skills and location, allowing flexible resourcing. Content can be uploaded to endorse brand and culture and an opportunity to target both active and passive candidates, through shared networking (Armstrong, 2023).  27% of employers post content (CIPD, 2024).  Caution needs to be made with selection to avoid user fatigue, overwhelming feeds or inboxes.  Large companies like CERN advertise on LinkedIn to maximise reach, target networks and engage in direct discussion (Armstrong, 2023). 
The process of selecting applicants should be considered, including shortlisting candidates through a range of assessment methods, to determine the skills and suitability for the role advertised (GOV.UK, 2024).  One method is assessment centres, inviting potential candidates to group-events, including activities and roleplays, to assess competency (Taylor, 2022). Useful for high-volume recruitment, because they allow comprehensive, multi-dimensional assessment, as a pre-interview filter.  They can be expensive and time-consuming and are declining in use due to the rise of virtual alternatives (Waite, 2021). 16% of employers still use them as a’ fair’ selection method (CIPD, 2024).
ParcelCare may consider utilising personality testing. Standardised questionnaires designed to assess behavioural preferences, traits and suitability (University of Oxford, 2025).  Such tests offer objective data and are useful for considering soft-skills and points-of-consideration for interviews (Taylor, 2022). 15% of employers use these, but they are declining in popularity in favour of more skill-based assessment (CIPD, 2024).  Possibly because of the scope not to be honest and so, should not be a sole-basis for selection (Waite, 2021).
ParcelCare should utilise alternative methods of recruitment and selection, to gain a competitive advantage. Attracting suitable candidates, considering speed and costs, and coupled with tailored selection methods, based on the specific role advertised (Armstrong, 2023). 

AC 3.1 Employee turnover
Examination of turnover at ParcelCare is needed to understand why internal targets are not being met. Turnover is the percentage of employees leaving the business over a set period, including voluntary reasons, through resignation, or involuntary reasons, via dismissals and redundancies, including retirements and internal movers (CIPD, 2025). High turnover indicates concerns with job satisfaction, management, reward and recognition, or cultural and ethical reasons, and can be costly due to skill loss and need to recruit (Armstrong, 2023).  
Turnover is avoidable and unavoidable.  It’s estimated around 90% of resignations are avoidable with appropriate intervention (Taylor, 2022).  Reasons include dissatisfaction with pay, career development, management, work-life balance or conflict (CIPD, 2024).  Unavoidable turnover relates to factors outside the organisations control, like retirement, redundancy, ill-health, family dependency or relocation (Taylor, 2022).   
Employee retention refers to the ability to keep employees over-time (Indeed, 2025).  Having a retention strategy complements employee turnover, addressing avoidable leavers, with interventions like career-planning initiatives or updating reward packages (Armstrong, 2023).  Also accounting for unavoidable turnover, with succession planning and knowledge sharing (CIPD, 2024).  
Retention initiatives are more successful when data is analysed on avoidable turnover, to initiate change, considering push and pull factors.  Push factors are negative aspects of a job causing employees to resign, like work conditions, lack of opportunity, unfair treatment or conflict.  Intervention could prevent these.  Pull factors are attractive elements from competitors, like improved pay and benefits, more appealing work or progression.  These may seem unavoidable but review of the labour market, to improve benefits and practices, may prevent these (CIPD, 2025). 
ParcelCare needs to understand why it’s experiencing high-turnover, despite current job vacancy trends decreasing (CIPD, 2025), two-thirds of employees remaining at the same organisation, and only 12% of employers collecting and evaluating turnover data (CIPD, 2024). It could utilise a number of analytical methods to gain insight, like measuring the crude turnover rate, to calculate the percentage of employees who leave, regardless of reasons and not distinguishing between voluntary and involuntary.  It’s a basic and useful tool for industry benchmarking.   Stability analysis can be utilised to measure turnover patterns and identify whether leaver trends reflect length of service.  Similarly, cohort analysis targets workforce stability and identifies retention of specific groups, to tailor interventions, like graduate schemes (Taylor, 2022).
Identifying and analysing factors causing turnover will empower ParcelCare to act proactively, reduce avoidable leavers and costs, to foster stability and encourage an engaged, productive workforce (CIPD, 2025).

AC 3.2 Retention approaches
ParcelCare would benefit from competitor analysis to determine what they offer warehouse staff in terms of salary, benefits, job security, environment and development opportunities (Taylor, 2022).  Enabling them to compare with the labour market, to identify gaps and to reduce turnover (CIPD, 2025). Utilising data to create a retention strategy, identifying and implementing approaches to keep employees.  Supported by senior leaders and communicated to all management, ensuring alignment with organisational strategy (Taylor, 2022).
Approaches like realistic job previews, offering prospective employees a transparent experience of job duties, environment and culture. Presenting positive and negative aspects, to set expectations. They help foster trust and attract committed employees, to support retention (Indeed, 2025).  Requiring regular update, to allow for change with job descriptions, so surprises may occur and impact longevity.  Also the honesty approach, may discourage applicants (Robson, 2024). 
32% of organisations improved their induction process to enhance retention (CIPD, 2024). This being the process of welcoming new recruits to an organisation, setting standards and support in acclimatising to the role, environment and culture (CIPD,2024). Helping employees feel comfortable whilst learning and creating new relationships. When performed well they improve time to efficiency (Walker, 2025).  They can reduce employee turnover, as many leave in the first six months (Taylor, 2022).  They’re costly, resource and labour intensive, and pace needs control to avoid overwhelming. They’re useful when standardised, to offer a consistent welcome and message (CIPD, 2024).  
One-third of employees feel over-skilled for their roles and resign (CIPD, 2024).  Job enrichment gives employees more responsibility, autonomy, and opportunities to develop (People Management, 2021).  It Increases morale, value and engagement, providing opportunity for skill and career growth.  More satisfied employees are less likely to leave (Indeed, 2025).  It requires management resource, needs to avoid pressure, and consideration that not all employees want to progress (CIPD, 2025).
Both financial and non-financial rewards are equally important to employees, including pay, benefits, recognition, flexible-working and development (CIPD,2025).  Rewards attract and retain employees, driving engagement and performance, and benefits like pensions and healthcare foster long-term security.  Cost is a factor to consider, plus the challenge of balancing employee needs with a diverse labour market, so ensuring transparency and fairness is vital to their success (CIPD,2015).
Realistic job previews and induction are successful throughout recruitment and onboarding, helping prevent early turnover.  Whilst job enrichment and reward are ongoing strategies, supporting long-tern retention.  All requiring time and financial investment, and consistent consideration (Indeed, 2025).
Whilst salaries attract, benefits keep and bonus schemes motivate staff, ParcelCare needs to consider the cost of losing its warehouse staff, balanced with those of retention approaches.  (CIPD, 2025). 

AC 3.3 Dysfunctional turnover
Senior leaders at ParcelCare would benefit from reducing dysfunctional turnover, in doing so, the business will be rewarded. This relates to the loss of valuable, high-performing employees.  It’s a type of voluntary turnover, distinguished as avoidable or unavoidable.  Avoidable turnover concerns reasons for leaving the organisation had control over, such as salary, benefits and work-life balance.  Unavoidable turnover refers to those beyond their control, like retirement, death, ill-health and relocation.  It’s referred to as dysfunctional because of the negative impact on organisations (Cosentino, 2025).  In contrast, functional turnover is the beneficial removal of poor performers.  It’s often difficult to differentiate the two and is a timely activity, but maintaining retention data helps quantify the impact of dysfunctional turnover (Taylor, 2022)
Addressing why people are leaving is crucial and reviewing available data, like exit interviews, helps gain understanding.  In turn this supports creating an environment people want to work in (Cholteeva, 2022).  Only 17% of organisations currently collate information on turnover costs and the impact of retention initiatives (CIPD, 2024).  High performers are difficult and costly to replace and their leaving can disrupt the business strategy (CIPD, 2025).  Recognising the impact on profitability and an analysis of both direct and indirect costs is recommended, to understand what’s causing it (Cosentino, 2025). 
Direct costs include the administration and time to process exit interviews and resignations (Taylor, 2022). Also, costs relating to recruitment and selection; having to advertise for new staff, recruiter fees and assessment centres (CIPD 2025). Costs generated due to onboarding and training, administrative and time-wise.  Also those of existing staff covering the vacancy, through overtime or the need for temporary staff. (Cosentino, 2025).  
The impact of indirect costs is also important to consider.  When high performing talent leaves, there’s a loss of knowledge and skill.  Culture is impacted and productivity disrupted, whilst recruiting and training new staff (Cosentino, 2025).  It takes 8 – 12 weeks to replace the experience, and another two months before a level of productivity is resumed. Existing staff need to counter-balance this loss, impacting morale, risking burnout and could result in further resignations (Hall, 2019).  There’s also the risk high-turnover may impact the organisations image and ability to attract strong talent, offering strength to rivals and damaging their own market status (Taylor, 2022). 
People most likely to leave organisations tend to be those they wish to retain (Armstrong, 2023).  It’s important ParcelCare senior leaders pay attention to dysfunctional turnover and in doing so, shouldn’t have to worry about direct and indirect costs impacting their business (Cosentino, 2025).  Once they’ve determined the impact of dysfunctional turnover, they’re able to factor the findings into an appropriate retention strategy (Taylor, 2022).

AC 4.1 Contractual agreements
Customer habits and demands have changed, along with employees wanting to fit work around childcare or achieve work-life balance.  ParcelCare needs to adapt to these changes, in particular to review the employment contracts of delivery drivers, as the traditional full-time permanent contract no longer has the dominance it once did (Daniels, 2024). 
Full-time permanent contracts offer employees stability, security and provide a steady income (CIPD, 2025).  Offering statutory benefits, including paid holidays and sickness, pension schemes and maternity leave entitlement. Rights and obligations are set out, along with a job description, salary, and agreed contracted hours (GOV.UK, 2024). Employees have rights to protection against discrimination, unfair dismissal and entitlement to redundancy pay (ACAS, 2025).  A full-time contract includes written and implied terms, as highlighted in the case of Morrow v Safeway plc (2002), determining implied terms of mutual trust and confidence (Daniels, 2024). Whilst full-time contracts offer business stability, they’re inflexible to manage peaks in demand and changes in personal circumstances (ACAS, 2024).
Part-time contracts allow employees to balance work and home commitments, due to reasons like childcare and health. Having the same rights as a full-time worker, proportionalised to the hours they’re contracted (ACAS, 2024). The Part-time Workers Regulations 2000, offers protection to ensure they’re not treated less favourably than full-time comparators, due to their reduced hours, including all regular contractual rights, access to training and promotion opportunities (Daniels, 2024). Part-time workers earn lower incomes and can have less job security than a full-time worker, their contracts may be the first terminated if business needs change.  Also, they may be required to work irregular patterns, due to change. For employers they provide cost saving opportunity but need to factor this in-line with turnover rates (INTOO, 2025).  
ParcelCare could consider zero-hours contracts, enabling flexibility, and for them to respond to fluctuating demand (ACAS, 2024).  Employers are not contractually required to offer work, or minimum hours, and equally, workers are not obliged to take the work, suiting students for example (CIPD, 2022).  Zero-hours workers are entitled to statutory annual leave and National Minimum Wage (CIPD, 2024).  Employers may misuse these contracts and offer little notice for shifts or cancel them at short notice (CIPD, 2021). They also offer less scope for career opportunities and benefits. However, contracts must set out employment status, rights and obligations (ACAS, 2024).
ParcelCare could consider a blend of contracts with its delivery drivers, allowing for flexible-working and demands (Aylott, 2022).  Employees should be consulted about any contractual changes in advance, but employers need to adapt to remain competitive and ensure they thrive and survive (Daniels, 2024).

AC 4.2 Onboarding benefits
Onboarding is a crucial part of the employee lifecycle (Personio, 2025). It’s the process through which new employees join the organisation.  First impressions matter and can determine job satisfaction and long-term integration and retention.  It’s an opportunity to establish employer brand and cultural identity, and essential to support and performance, when knowledge and values are imparted, which many new starters retain for the rest of their career (CIPD, 2024). With ParcelCare taking an ad hoc approach, there’s clear benefits of having an efficient onboarding process (Indeed, 2025). 
Whilst ParcelCare already consider new starter forms and Health and Safety training, there are many more components to a successful onboarding process.  These begin pre-boarding with clear communication and engagement before day one.  Covering set-up and administration support, system access, ID cards, communication of company values and expectations, opportunity for social integration and engagement, a structured induction and on-going training, then tracking retention and providing satisfaction surveys.  The onboarding process is critical, underscored by the facts 90% of employees determine whether to stay at an organisation within the first six months, and 22% of turnover occurs within the first 45 days of joining (Talentinsightgroup, 2025). 
Benefits of effective onboarding encompass both the employer and employees, as was highlighted in the Skinvision case study by Personio.  Centralised data was supported by enhanced employee engagement, operational flexibility and more focussed HR strategy, the result being an onboarding process delivering value, which improved both the organisations process and employee experience (Personio, 2025).  
Benefits for the new starters include understanding their role and the organisation more quickly.  The opportunity to integrate and build relationships (Indeed, 2025). Resulting in them being more engaged, invested and enabling them to develop quicker, thereby contributing to the organisation sooner. This boosts confidence and productivity from the start.  Engaged employees are 43% more likely to stay (Talentinsightgroup, 2025).
The CIPD reports employers’ benefit from having a robust onboarding process including reduced turnover and absenteeism (CIPD, 2024). Satisfaction surveys improve, boosting morale, contributing to productivity and overall profit (CIPD, 2019).  With clear signs of increased commitment, resulting in a positive onboarding experience, it can enhance the organisations reputation and support talent management (CIPD, 2025). Replacing an employee can cost 50-200% of their annual salary, with an 82% improvement in retention and 70% boost in productivity with effective onboarding (Talentinsightgroup, 2025).
Organisations who invest in onboarding, and technology to support this, see measurable benefits and is clearly something for ParcelCare to invest in (CIPD, 2021).
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