5HR02 - Talent management and workforce planning
Strategic positioning in a competitive market. (AC 1.1)
Having faced increased challenge in attracting and retaining talent in the parcel delivery market, and heightened competition across the wider labour market, ParcelCare needs to differentiate itself strategically as an employer of choice. Firstly, understanding the current labour market would allow ParcelCare to monitor trends such as increased demand for flexible working and sustainability commitments, and integrate these into its employer brand and employee value proposition (EVP) to remain competitive.
By looking at the following factors, as a starting point, ParcelCare can begin to negotiate its place in the market. A strong employer brand is essential and CIPD (2024a) advice states that by investing in employer brand, organisations may compete for the best talent and establish credibility but in doing do must connect with organisational values consistently. By having a clear and well-communicated vision throughout the employee lifecycle, a strong employer brand can have an effect on induction, performance management and reward, internal communications, promoting effective management behaviours and also when employees leave the organisation. Adams (2022) writes that this goes beyond the historical act of simply adding “pinball machines in the office game room or catered lunches” and that post-pandemic, organisations and leaders should place equal importance on not only communicating their values but demonstrating them. In communicating these values more effectively, ParcelCare can strengthen its employer brand. 
Alongside this, EVP should be addressed as not only does it maintain a strong brand identity, but as Lauby (2022) says it can be seen as currency and adding value. By addressing the five areas of: Company culture, Compensation and benefits, Work environment, Relationships and Career development, and making them competitive against other organisations in the sector, ParcelCare can place themselves as a choice place of work for prospective employees whilst also supporting and engaging the current workforce. The psychological contract between employee and employer will dictate these beliefs and expectations whilst the legal contract will dictate obligations in a more formal way (CIPD, 2025b). The expectations and beliefs around job security, career prospects, development opportunities, benefits and impact on community and society will all form part of the psychological contract and should be robust in making ParcelCare a leader in the industry. 
Expanding on EVP, Lauby (2022) also states that employees today want to work for an organisation that they can be proud of, work in a rewarding and comfortable environment and have access to engaging professional relationships and sustainable development. These factors, all covered by employer brand, EVP and psychological contract can only help to place ParcelCare more strategically within the competitive market. In turn, carrying out a SWOT or PESTLE analysis will form the foundation of a strategic plan for ParcelCare and assess where it sits within the current market competition. 
Changing labour market conditions. (AC 1.2)
When talking about the labour market, it can be defined as the supply and demand for labor, including all individuals who are currently working or seeking work, and the availability of jobs from employers. Within the context of ParcelCare, particular attention should be given to the evolving market as this will directly impact how the organisation attracts and retains talent, whilst also paying attention to the costs associated. The CIPD resourcing and talent planning report 2024 highlights that organisations must continuously adapt their strategy within evolving markets in order to maintain resilience (CIPD, 2024b). 
Contextually, labour markets can be referred to as either tight, where unemployment will be relatively low and many job opportunities available. Conversely, a loose labour market would be referred to when there is a large supply of jobseekers with minimal vacancies (Ellis, 2022). The approach to resourcing decisions should be dependent on the conditions as within a tight market, employers must set themselves out as an employer of choice and offer terms and benefits that are attractive to prospective applicants, whereas within loose market employers will have more power within their offering of terms and a wider pool of candidates to select from, meaning they can potentially satisfy a stricter or more refined skills requirement. Strategically, the risks that ParcelCare face could be that a tight market could increase recruitment and EVP costs whereas within a loose market, too many candidates could lead to disengagement with the terms of employment if they are seen as too rigid (CIPD, 2025c). 
Latest figures from the Office for National Statistics (ONS) show that although vacancies were increased quarterly, they are down compared to the previous year. This would suggest that there are potentially loose conditions within the current market. However, the unemployment rate is also only 5% so a difficulty is presented with not only low vacancies but low levels of unemployment, meaning that it is important for the employer brand to remain strong as mentioned previously. (ONS, 2025). 
For ParcelCare, these shifting labour market dynamics mean resourcing decisions must prioritise strengthening the employer brand, widening talent pools through inclusive recruitment, and investing in workforce planning to anticipate shortages. As CIPD (2024b) highlights, retention strategies are equally critical, requiring ParcelCare to offer development opportunities and engagement initiatives that build long-term loyalty.

Effective workforce planning. (AC 2.1)
Alongside acknowledgement of an evolving labour market, effective workforce planning can be influential in an organisation’s success. Wilkinson and Taylor (2022, p. 38) state that planning can vary in terms of scope in terms of one department, one location, national or even international and also in timescale, be it within the next year or across the next ten. They go on to identify four clear stages that can be followed: forecasting the future demand for skills, what skills the organisation will already supply in the future, the gap between the demand and supply and finally any plans to fill gaps. In essence, they accompany this with the phrase ‘the right people, with the right skills, in the right places at the right time’. Within the context of ParcelCare, referring back to a thorough SWOT/PESTLE analysis should reaffirm any actions relating to this. 
Gibson (2021) goes on to further support this by adding that organisations can prepare for all eventualities, much like the navy, by “planning for the most likely scenario, preparing for the best-case scenario, and pre-empting the worst-case scenario”. This type of forecasting allows for flexibility within planning, allowing for multiple scenarios and a plan in place in order to react proactively rather than reactively. They go on to say that workforce planning is important in manoeuvring organisations towards their objectives by connecting strategy to execution as strategies cannot be enacted without the skills and capability within the workforce. Therefore, by having a clear strategy, timeline and assessment of what might be necessary for operation in the future, ParcelCare can ensure they have adequate support for their organisational objectives. 
Operationally, ParcelCare may see an improvement to services by carrying out not only an analysis of skills and needs but also effective workforce planning in terms of: Better retention rates therefore lowering recruitment costs alongside better employee wellbeing through skill advancements and investing in its people. Additionally targeting inefficiencies whilst also supporting ParcelCare’s perception as an employer of choice and continuing to increase customer satisfaction though more consistent service levels (CIPD, 2025d). 

Workforce planning techniques. (AC 2.2)
There are several techniques that support workforce planning. As previously mentioned, conducting a SWOT or PESTLE analysis will help to identify the intrinsic and extrinsic factors ParcelCare is facing. CIPD (2025e) then gives advice on six stages in order to plan effectively, the analyses being the first step. Following on from there, organisations can begin to forecast both supply and demand within the workforce. Supply, in this context, refers to the current skillset of the workforce and the immediate availability of those skills. By having this data ParcelCare will be able to examine efficiencies within the organisation further than just the financial by taking account of performance management and the impact this has on service delivery (Wilkinson and Taylor, 2022, p39). 
Supporting the information from a SWOT or PESTLE analysis, forecasting demand can then start to shape the investment ParcelCare has in its people. Planning ahead will assist in creating a more accurate plan and use the data available to inform staffing decisions whilst also being mindful of changes that could impact staffing levels (CIPD, 2025d). This is extremely beneficial for organisations such as ParcelCare as seasonal impacts, for example during the holiday period in December, may have been identified during an analysis. This type of demand forecasting would assist in making more suitable staffing decisions at a strategic level.
Additionally, succession planning forms a major part of workforce planning, considering the gaps between supply and demand alongside accounting for a diverse workforce. Whilst the term has been referred to for a multitude of uses, Hirsh (2000, p9) defines it as a process where one, or more, successors are identified for key roles within an organisation. These successors may already have the necessary skills to fulfil the role (short-term) or be identified as having the potential to in the longer term (long-term). CIPD (2024e) further expands on this by adding that succession planning can take a more generic approach by making the focus on a wider pool of positions rather than just key roles. 
Within the context of ParcelCare’s operation, having conducted both a SWOT and skills gap analysis will identify key areas that would benefit from succession planning. By having a clear view of what roles may need investment, both in the short and long term, development can be put in place to ensure the right people are in place. The benefits of these development opportunities would further strengthen the employer brand and continue to promote ParcelCare as an employer of choice. However, Wilkinson and Taylor (2022) also suggest that organisations should not rely solely on this method so as not to detract from ‘new blood’ coming into the company. 

Recruitment and selection methods. (AC 2.3)
Whilst the current methods of recruitment and selection are satisfactory, there is a broad number of activities that ParcelCare can undertake to evolve the way in which they attract and hire new candidates in order to keep a competitive advantage within the industry, especially important when labour markets are tight (CIPD, 2024d). 
External recruitment methods such as Job Boards (Indeed, Reed, Totaljobs) provide an opportunity for wider reach as these adverts can be accessed by a larger pool of candidates whilst remaining cost-effective as they are hosted and managed online. However, this may lead to a high volume of unsuitable applicants and without efficient screening process can be time consuming. ParcelCare may also see more generic applications not aligning with organisational values. Particular attention should also be given to candidates who may need reasonable adjustments within this process (CIPD, 2024d)
Building an employee referral scheme, where existing staff refer a friend or family member to the organisation can also have its benefits. These schemes, sometimes with a financial incentive, are usually more efficient as potential candidates are pre-vetted by existing employees and more likely to align with organisational values (Smith, 2025). This could lead to better retention rates and prove more cost effective in the longer term. However, ParcelCare should be mindful to align with ethical recruitment policies to make sure that biases are addressed and ensure diverse hiring is still in place.
Within its selection processes, ParcelCare could move beyond the traditional one-to-one interview approach and make use of other approaches to enhance the process. One such way is in the use of psychometric testing. These tests will take account of less tangible skills and preferences such as communication, diplomacy and emotional intelligence and can be used to identify ideal candidates where gaps in those skills within a team are apparent (Wilkinson and Taylor, 2022, p.45). However, these can prove costly to design and administer, and at a selection level could be seen as not financially viable if candidates are then not successful in gaining employment.
Alternatively, ParcelCare could make use of assessment centres. This method, as well as being productive for promotion and development selection, takes a more holistic approach to the traditional interview process (CIPD, 2024c). By combining an assortment of activities that could include presentations, group activities, role-play as well as interviews, ParcelCare may be able to predict candidate success beyond the technical skill as other, more softer skills, can also be observed (Wilkinson and Taylor, 2022, p.45). On the other hand, these centres can be costly to run as they may require more resources and time and may only prove the most successful when there are a larger group of candidates. 

Turnover rates. (AC 3.1)
In assessing turnover rates, organisations such as ParcelCare can have measurable data that shows staff leaving within a time period. This can be referred to as overall or crude which considers resignations, retirement, and redundancies (CIPD, 2025a). Unavoidable turnover would involve anyone leaving the organisation for reasons beyond the control of ParcelCare and this could take into account ill health, domestic commitments, relocation, or a return to study (Smith and Mitchell, 2022, p.100). 
However, avoidable turnover can relate to reasons within the organisations control and should therefore be handled with a more proactive approach. Smith and Mitchell (2022) also go on to say that ParcelCare could benefit by looking beyond simple financial reasoning and investigate other reasons for this type of turnover. Whilst rates of pay may form part of decision to leave an organisation, there may be other factors such as lack of flexibility, a perception of unfairness, lack of health and wellbeing support, or even lack in development opportunities (CIPD, 2025a). Organisations may choose to look at employee survey or exit interview data to gain an insight into where these problems may occur and ParcelCare in this instance could use this data to inform forecasting and manage turnover-related issues. 
Additionally to the above, push and pull factors that see people leave organisations should also be accounted for. Expectations from employees are changing in the current market and Norbury (2019) highlights that investing in the employee experience can mitigate pushing employees to seek work elsewhere. This could include training and development opportunities, improvement to the onboarding processes, uses of technology, reward and recognition schemes as well as employee perks. Similarly, pull factors could be seen to be the same things being offered in the terms of employment elsewhere, therefore attracting talent away from an organisation. Rigoni and Adams (2016) noted that within the millennial demographic they are the “consumers of the workplace” and will look for employment that aligns with their needs. 
Ultimately, by having a realistic idea of what it is that keeps staff within the organisation, ParcelCare can look to reducing turnover rates by providing adequate benefits that will see a rise in retention within its work base. 



Retention approaches. (AC 3.2)
In order to keep retention figures down, steps can be taken in the early stages to ensure candidate success, in fact when looking at the employee life cycle, the initial stages relate to attracting and retaining staff and only the latter addresses separation (Smith and Mitchell, 2022, p.90). By investing time and resources in the initial stages, ParcelCare can ensure they are investing in more successful outcomes. 
When it comes to realistic job previews, by giving applicants an idea of what the role encompasses, any issues can be addressed at selection. Looking from an international context, research from the US office of personnel management suggests that by taking this approach two matchups occur. The organisation is able to match the job requirements with the individual and their experience and/or qualifications and secondly, the individual is able to match themselves with the organisation’s values, culture and specific job requirements. This can assist in the selection process being more efficient and securing the right person for the role (OPM, 2025). 
A successful induction process will allow the successful candidate to immerse themselves in not only their new role, but the organisation’s culture and values. Being well organised and consistent is key here and LSE (2025) gives clearly defined steps taking the new employee from pre-arrival to month six. The most important parts here being day one, setting the tone and week one, giving the new staff member a flying start. In having a thorough process in place, organisations such as ParcelCare can manage expectations and be set for success even before day one. 
Ensuring job enrichment could prove difficult for ParcelCare’s warehouse employees due to the repetitive nature of the role. Wilkinson (2022, p. 241) states that during job design, five key areas may be addressed in terms of what may be seen as a ‘good job’. Skill variety, task identity, task significance, autonomy and performance feedback are cited as elements of this and by investing in one or all of these, where appropriate, there may be an increase in satisfaction overall. 
Assessing reward as a whole it is important that ParcelCare firstly benchmark themselves against competitors. As previously stated, these push and pull factors may address high turnover among warehouse employees. Smith and Mitchell (2022, p.102) outline that alongside benchmarking, flexible benefits that suit the needs of many whilst also giving attention to more intrinsic reward such as such as development opportunities may also affect retention rates positively. 
Comparing these strategies, ParcelCare can benefit from investing in their people even before day one. These processes from realistic job previews at the selection stage, onward to continuous investment in their people may help drive down turnover and increase retention. 



Dysfunctional employee turnover. (AC 3.3)
Dysfunctional employee turnover occurs when organisations lose high performing, high potential, or strategically valuable employees. Unlike functional turnover, which may remove poor performers, dysfunctional turnover undermines capability, culture, and long-term success.
The departure of key individuals damages succession planning and wastes investment, both time and financial, in their development (Smith & Mitchell, 2022, p.99). It also removes the potential for these employees to mentor others, weakening organisational learning and if this talent is lost to competitors, they may gain market advantage through enhanced skills and client relationships.
Replacing high value employees can prove costly and CIPD (2024b) estimates recruitment costs at £1,500 for operational staff and up to £2,000 for senior managers. These costs escalate when turnover is high and must be factored into strategic analyses such as SWOT or PESTLE. In addition, HR teams may face increased workload, while productivity and service quality decline during transition periods.
Furthermore, Cholteeva (2022) highlights that poor retention destabilises organisational culture, creating a vicious cycle where disengagement sees further resignations. Remaining employees may feel demoralised, weakening trust in leadership and psychological safety. Alongside this, persistent loss of valued employees harms the organisation’s reputation. ParcelCare’s position as an employer of choice is weakened, making it harder to attract and retain future talent. Negative perceptions can spread externally, discouraging high-calibre candidates from applying (CIPD, 2024a).
Ultimately, when the best people leave, the organisation loses not only skills but also innovation, credibility, and potential future leaders. Dysfunctional turnover therefore represents a strategic risk, undermining performance, culture, and reputation. By addressing dysfunctional turnover proactively, ParcelCare can protect its competitive advantage, strengthen succession pipelines, and build a workplace where talent thrives. 

Contract adjustments. (AC 4.1)
Whilst permanent contracts are the norm within ParcelCare, due to the nature of the organisation they might not be the appropriate fit for all roles. Whilst non-delivery staff may benefit from this type of work, the demands of the business could benefit from more flexibility in contract type. That being said, there are positives to having pool of full-time permanent drivers. PeopleHR (2024) explains that by having this type of contract, ParcelCare may benefit from greater consistency and reliability, better team integration and an overall greater sense of loyalty from employees. This would help to strengthen employer brand and lower turnover rates. However, this could lead to a reduction in flexibility as restrict ParcelCare’s ability to react to changing demands within a VUCA environment. 
By looking once again at a SWOT or PESTLE analysis, the introduction of different contract types could help ParcelCare to adapt more effectively in times of higher service demand. One such way would be the use of zero-hour contracts. This more casual type of employment means that ParcelCare can employ drivers to be on call for work when demand is higher. However, they do not have to accept this work and are also entitled to seek employment elsewhere even if the contractual terms state they cannot (GOV UK, 2025a). It is also important to note that this type of employment is still entitled to statutory annual leave, national minimum wage and the health and safety of staff remains the ParcelCare’s responsibility. 
Alternatively, fixed-term contracts could also be appropriate in times of higher demand such as the holiday period when deliveries may increase. This will be addressed once again through SWOT and PESTLE analyses. The nature of fixed-term dictates that employment dates are set in advance and only last for a pre-determined period of time. This again would be beneficial in times of increasing demand and can be applied to employment up to a length of six months (GOV UK, 2025b). ParcelCare must not treat these employees less favourably than permanent employees and they would be entitled to the same pay and conditions, same or equivalent benefits package and protection against redundancy or dismissal.
Overall, by offering flexibility in the type of contracts that ParcelCare offers, they can strategically place staff in roles in times of increased demand while ensuring there is not a large bank of unused staff in slower periods. 

Effective onboarding. (AC 4.2)
Welcoming new staff into the organisation in an effective way sets the tone for the employment life cycle. When it is done well it will ensure good professional relationships and that the employee feels competent and set up for success. Getting it right is important as Smith and Mitchell (2022) state that many organisations see a loss of new starters within the first six months when it is not effective, ultimately costing the organisation time and money. 
While ParcelCare currently runs its onboarding procedures through the immediate line manager, there are opportunities for this process to be evolved to include other parts of the business for efficiency. ACAS (2024) guidance on an effective induction states that the process starts before the first official day of employment and they highlight the appointment of a workplace mentor.  This could prove beneficial for ParcelCare as by delegating some of the initial training to an experienced member of staff would allow the line manager to step away from the operational processes. Additionally, the investment and trust of more experienced members of staff could be an intrinsic motivator for reward. 
Important factors on day one such as compliance documentation and health and safety training form part of a statutory requirement but this process again could be handled by support staff within the HR function. Smith (2025) writes that by having a structure in place that utilises Learning & Development functions and also an e-learning platform, these process can become more streamlined. This could extend to pre-arrival such as completing health and safety training before arriving or even modules around the ParcelCare’s culture and values so that new starters have context before there first day. She goes on to say that with HR functions taking on a more direct input in onboarding they are able to bring their broader view of the organisation whilst also maintaining a personal connection. 
Ultimately, it is important that ParcelCare invests into its onboarding procedures as they set the tone for the lifecycle of employment. By getting it right from day one, they can ensure that new starters are welcomed into the organisation efficiently and in a more person-centred way. This investment not only in the person but also the employer brand can assist in strengthening employer brand, lowering turnover rate and increasing retention while continuing to show ParcelCare as an employer of choice. 
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