Explain how ParcelCare can position itself in a competitive labour market.
To remain competitive, ParcelCare must enhance internal practices and external perception by assessing its position and adopting modern employment strategies to attract and retain top talent (CIPD, 2024).
ParcelCare must conduct a thorough analysis of key competitors, including new delivery startups, app-based gig platforms, and established logistics firms. Competitors often attract talent through flexible working, technology-enabled workflows, competitive or performance-based pay structures, and fast hiring processes (Porter, 1998). 
These competitors typically stand out by offering flexibility and autonomy, this is especially visible in gig economy models (Ness, 2023). They offer digital tools for communication, incentive and referral programs, and streamlined onboarding which puts them at an advantage (Guo, 2017). 
However, they also face notable weaknesses, such as a lack of job safety, inadequate benefits or career development opportunities and ethical concerns regarding working conditions and pay (Gross, 2018).  By analysing these strengths and weaknesses, ParcelCare can benchmark its own employee experience and identify areas for improvement and strategic differentiation.
To contend well, ParcelCare must locate itself as an employer of choice by offering clear pathways for career progression, a supportive work atmosphere, initiatives that promote well-being and work-life balance, and opportunities for internal mobility (Hooley, 2012). ParcelCare’s established presence offers job stability, structure, and development and gig-based competitors often lack these advantages. ParcelCare should therefore highlight these in internal and external communications (Albayrak, 2015). 
ParcelCare must prioritise branding to shape market perception. A strong employer brand will assist candidates with choosing ParcelCare over competitors by appealing to their emotions (CIPD, 2024). PC’s employer branding should tell a compelling story through social media platforms and highlight their commitment to staff development and wellbeing. They should also build a positive public image by engaging in communities and demonstrate ethical practices with values-driven leadership (Heide, 2024). 
Ethical practices and reputation are increasingly important to today’s workforce, particularly younger generations. ParcelCare should ensure fair wages, reasonable hours, safe working conditions, promote D&I, and announce its environmental and social initiatives. A strong ethical reputation builds trust, boosts retention, and attracts purpose-driven talent (Brennan, 2021). 
ParcelCare should modernise its total reward approach by offering competitive pay, performance bonuses, and meaningful non-financial benefits, like recognition or development. Equally, fostering a inclusive, and purpose-driven culture can set ParcelCare apart, helping it attract and retain talent (Shields, 2007). 
To stay competitive, ParcelCare must analyse rivals, enhance its employee offers, modernise rewards and culture, promote its brand, and uphold strong ethics. Aligning with market expectations will attract talent, cut turnover, and build a resilient workforce.

Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare.
As ParcelCare navigates a changing employment landscape, shifting labour market conditions are reshaping how it sources, recruits, and retains talent. Understanding these trends is crucial to aligning its people strategy with the wider context (CIPD, 2024).
The UK labour market, like many others around the world, has shifted increasingly towards a tight labour market, in which demand for labour outpaces supply (CIPD, 2025 & Henkens, 2005). This makes it challenging for employers like ParcelCare to find suitable candidates. With low unemployment and skilled workers having multiple job options, competition for talent has increased (Überblick, 2022). 
This differs significantly from a loose labour market scenario, where jobseekers outnumber available roles, making recruitment easier and typically lowering labour costs (Rogers, 2001). 
For ParcelCare, a tight labour market means greater pressure to stand out as a company of choice, offering compelling reasons for people to join and stay (Jorgensen, 2024). Recruitment processes take longer and cost more due to the heightened competition. It also increases the importance of investing in upskilling and developing internal talent, as relying on external hiring becomes less reliable and more expensive (Fossati, 2018 & Brigden, 2003)
Several trends are shaping labour demand and supply for PC. Labour demand at ParcelCare is rising due to e-commerce growth and the need for logistics, customer service, and tech skills to support automation (Lee, 2023). On the supply side, an aging workforce, early retirements, and post-Brexit immigration limits are reducing available labour (Hedge, 2012), while fewer young people are pursuing physically demanding logistics roles (Lampe, 2022).
A PESTLE analysis reveals key external pressures shaping ParcelCare’s resourcing strategy. Post-Brexit immigration rules have limited access to international labour, while inflation is driving up wage expectations. There’s rising demand for flexible working, even in logistics. Automation and AI call for a more tech-savvy, continuously trained workforce. Changing laws on gig work and minimum wages affect costs, and growing sustainability demands may require green logistics reskilling (Marmol, 2015; CIPD, 2025).
Given current labour market pressures, ParcelCare must take a strategic, flexible approach to resourcing. This includes strengthening its employer brand, using data-driven recruitment, and building partnerships to access wider talent pools (Greene, 2024). Retention should focus on competitive pay, clear development paths, and wellbeing support. Investing in upskilling and internal talent will reduce reliance on external hires, while flexible workforce models can boost agility. With strong workforce planning and awareness of external trends, ParcelCare can stay competitive and position itself as an employer of choice (Pilbeam, 2010). 

Analyse the impact of effective workforce planning.
Workforce planning is the strategic procedure of forecasting and aligning a businesses’ recruitment needs to ensure the correct individuals are in the accurate roles at the correct time (CIPD, 2024). 
ParcelCare has not formerly used workforce planning, which probably contributed to challenges in attracting, recruiting, and retaining staff. Implementing it will support more informed, proactive, and long-term staffing decisions, reduce disruptions and improve service delivery (Harper, 2013). 
Workforce planning allows ParcelCare to forecast future staffing requirements by analysing projected workloads, seasonal variations, business development, technological advancements, and evolving customer expectations (Gibson, 2021). This proactive approach helps the company maintain optimal staffing levels, avoiding the pitfalls of understaffing, such as delivery delays, reduced customer fulfilment, and employee fatigue. This can be done while also preventing the excess costs associated with overstaffing (Picardi, 2020). By anticipating peak periods like holidays, ParcelCare can ensure that sufficient resources are in place to meet demand (Emmerichs, 2003). Additionally, effective workforce planning supports strategic initiatives, such as launching new services or entering new markets, by positioning labour capacity with the company’s development objectives (CIPD, 2018). 
Recognising and investigating gaps between supply and demand will also help ParcelCare spot where there aren’t enough staff, the right kind of skills, or people in the right locations. It shows where there’s a shortage of trained workers like drivers or planners, and where it’s tough to keep certain roles filled (Ke, Yang, 2019). It also points out when the company is relying too much on temporary staff, which might not work long-term. On top of that, it helps flag future gaps in leadership or specialist roles early on. With this information, ParcelCare can focus its efforts where they’ll make the biggest difference, making sure the team is set up to meet customer needs and keep services running smoothly (CIPD, 2024 & Carbonneau, 2008). 
ParcelCare should review its internal talent pipeline and the external labour market to gauge its ability to meet future staffing needs (Bidwell, 2014). Internal insights can highlight chances for promotions, reskilling, and role shifts, reducing hiring costs and boosting morale. Monitoring the external market helps prepare for competitive recruitment, especially in high-demand areas (Schmidt, 2018). Understanding trends like flexible work and benefits allows ParcelCare to better tailor its employer offerings (Lee, 2015). 
In conclusion, effective workforce planning enables ParcelCare to use labour more efficiently, lower staffing costs, and improve service quality through better staffing alignment. It also boosts employee engagement, reduces turnover, increases agility, and strengthens the company’s ability to achieve long-term goals (Greene, 2020). 

Evaluate the techniques used to support the process of workforce planning.
Effective workforce planning is vital for ParcelCare to address difficulties in attracting, recruiting, and keeping staff by ensuring the correct individuals with the correct skills fill the correct jobs at the correct time. Various methods can aid this process, each with strengths and limitations dependent on the setting (CIPD, 2023).
Managerial judgement uses the experience of line managers and leaders to forecast staffing needs. At ParcelCare, regional managers provide valuable insights into seasonal trends and local issues, revealing factors data might miss, like policy changes or expansions (Zekan, 2021; Crawford, 2024; Long, 2011).
However, this subjective approach risks bias and inaccurate forecasts, especially without data support, in fast-changing environments or with less experienced managers (Muir, 2022; Bansal, 2016).
For a large and decentralised organisation like ParcelCare, managerial judgement is most effective when combined with data-driven methods to balance local insight with objective analysis (Raff, 2017).
Systemic approaches like scenario planning and HR analytics use data-driven techniques such as trend analysis and forecasting to project future workforce needs (Dima, 2015). They offer strategic insight and are well-suited to ParcelCare’s need to prepare for disruptions like automation, fuel price changes, and shifts in e-commerce delivery (Syedain, 2010).
However, these methods require advanced data capabilities that ParcelCare may still be developing, and their implementation can be complex and resource-intensive (Ashton, 2005).
With the right investment in HR technology and analytics, systemic approaches could significantly enhance ParcelCare’s long-term workforce planning (CIPD, 2023). 
Working back from costs estimates staffing needs based on budgets and productivity, fitting ParcelCare’s low-margin, high-volume model (Harper, 2013; CIPD, 2024). However, it risks ignoring service quality, morale, and skill gaps by treating staff as costs (Theodoulou, 2018). While useful for financial limits, it must also address employee experience and growth to support retention and attraction.
Tracking promotion and demotion rates reveals how well ParcelCare develops and retains talent. High promotions lower recruitment costs and boost morale, while demotions signal hiring or performance issues. Low promotions may drive turnover. These metrics aid talent pipelines when linked to a wider development strategy (Fields, 2016 & Hennekam, 2021)
External factors like unemployment, skill shortages, transport, and competitors influence workforce supply. Understanding these helps ParcelCare tailor recruitment but requires ongoing monitoring, as they change rapidly and are beyond the company’s control. This is crucial in competitive hiring areas (Safarishahrbijari,2018 & Safaei, 2012). 
ParcelCare should blend managerial judgement and cost-based methods with data-driven forecasting for strategic, flexible workforce planning. On the supply side, improving visibility into turnover trends, and external labour dynamics is crucial.

Evaluate the strengths and weaknesses of two different recruitment methods and two different selection methods
ParcelCare’s reliance on its website and manager interviews limits recruitment, hindering staff attraction and retention. Expanding methods can improve hiring, diversity, and effectiveness (CIPD, 2023).
Social media recruitment, an informal external method, allows ParcelCare to reach a wider and more diverse audience through platforms like LinkedIn, Facebook, and Instagram. It is especially effective for attracting younger candidates who may not visit the company’s website (Ladkin, 2016). This cost-effective approach also strengthens employer branding by highlighting company culture, employee stories, and values (Brown, 2012 & King, 2014). However, it poses challenges: poorly targeted posts can attract unqualified applicants, algorithm-driven reach may limit diversity (Demir, 2023), and handling large volumes of responses can strain hiring managers (Emanuela, 2018 & Carrillat, 2014).
Using employment agencies as a formal external recruitment method offers ParcelCare several advantages. Agencies provide pre-screened candidates who meet specific qualifications, helping to streamline the hiring process (Pilbeam, 2010). Their industry knowledge, particularly in logistics and delivery, allows for efficient matching with the company’s needs, making this approach especially valuable during periods of high demand or when vacancies need to be filled quickly. However, there are some downsides. Agency services can be costly, particularly for urgent or large-scale hiring (Vardaman, 2024). ParcelCare also sacrifices some control over candidate selection, relying on the agency’s judgment, and candidates may not fully engage with the company’s culture or values when recruited through a third party (Phan, 2020 & Skiba, 2020)
Assessment centres offer a structured way to evaluate key skills like teamwork, communication, and problem-solving through exercises such as role plays and simulations (CIPD, 2024). By using standardised tasks and multiple assessors, they promote fairness and are effective for customer-facing roles like parcel delivery (Nikolaou, 2015 & Schaller, 2020). However, they are time-consuming, costly, and may be excessive for high-volume or entry-level recruitment. The high-pressure environment can also cause capable candidates to underperform (Kodden, 2020 & Prochazka, 2023). 
Work sample testing uses practical tasks to directly assess candidates’ ability to perform the job, promoting fairness and supporting inclusive hiring. It also helps reduce post-hire dissatisfaction by clarifying job expectations (Nikolaou, 2015) However, it can be resource-intensive to set up, may not evaluate soft skills or long-term suitability, and requires accommodations for disabled applicants (Tolonen, 2015 & Chamorro-Premuzic, 2010). 
ParcelCare should expand recruitment to social media and agencies for greater diversity and fit, use work sample tests for frontline and assessment centres for leadership roles, and regularly evaluate all methods for fairness, cost, and effectiveness.

Discuss factors that influence why people choose to leave or remain in organisations.

To address ParcelCare’s recruitment and retention challenges, it’s essential to understand employee turnover, which currently exceeds targets and risks business continuity, morale, and service quality. This requires analysing turnover types, push and pull factors, and retention strategies (CIPD, 2024–2025).

Turnover at ParcelCare falls into four categories: voluntary, involuntary, avoidable, and unavoidable. Voluntary turnover transpires when employees choose to leave, often as a result of new opportunities, dissatisfaction, or relocation (Rubenstein, 2019; Shaw, 1998). Involuntary turnover is introduced by the company, typically due to redundancies, inefficiency issues, or organisational changes (Parker, 2016; An, 2019). Within voluntary turnover, avoidable departures result from factors the company can influence, such as poor management, limited advancement, low recognition, or high stress. Unavoidable turnover includes reasons beyond the company’s control, like retirement, illness, or family commitments (Abelson, 1987). Understanding and reducing avoidable turnover is essential for strengthening retention and workforce stability (Stumpf, 1981).

Employee retention and turnover at ParcelCare are influenced by ethical, cultural, motivational, managerial, and structural factors. Employees increasingly seek employers committed to environmental responsibility, diversity, fairness, and social impact. Cultural shifts, especially among younger generations, emphasise flexibility, inclusion, and meaningful work (Welch 2021; Arnaiz, 2014). Disengagement often stems from a lack of intrinsic motivation or value misalignment. Leadership style is crucial, with autocratic or inconsistent management reducing morale and increasing turnover. Job satisfaction relies on well-designed roles offering variety, autonomy, and purpose (Rosen, 2011; Young, 2021), while consistent recognition fosters a sense of value. Additionally, compliance with evolving laws on flexible work, wages, and safety is essential to protect ParcelCare’s reputation (Adams, 2024).
Turnover at ParcelCare is driven by internal push factors and external pull factors. Push factors include lack of recognition, poor management, limited career growth, stressful conditions, and unclear or rigid roles (Nikou, 2024) Pull factors involve better pay, flexible work, stronger employer brands, advancement opportunities, and improved work-life balance elsewhere. To retain talent, ParcelCare must reduce internal issues while staying competitive with external offerings (Mutanga, 2021). 
To manage turnover, ParcelCare should use HR metrics like the Stability Index, which tracks retention of employees with one year of service, and cohort analysis, which monitors turnover trends by tenure, role, or location. These tools help identify high-turnover areas and early exits (Teague, 2018 & CIPD, 2024). 
ParcelCare can improve retention by conducting exit and stay interviews, strengthening onboarding, and training managers in empathy and communication (Heubeck, 2023) Reviewing rewards, supporting career growth, offering flexible work, and promoting ethical, inclusive practices will also help retain employees (Dunning, 2015). 

Compare different approaches to developing and retaining people.
ParcelCare, a national delivery service, faces major challenges in attracting, recruiting, and retaining staff. Talent is defined as individuals whose skills and performance are critical to organisational success and this includes Warehouse staff as they are a key talent essential to ParcelCare’s success. Retention focuses on keeping valuable employees engaged and reducing turnover. For ParcelCare, holding on to warehouse staff is vital amid strong labour market competition (CIPD, 2024; Taylor, 2022).
Retention strategies combine efforts to support employee development, satisfaction, and well-being. These include appraisal and feedback systems, training, lateral moves to broaden experience, and flexible work to support work-life balance. Fair rewards, realistic job previews, structured inductions, job enrichment, career breaks, and a positive workplace culture, environment, and leadership are also key to keeping talent engaged and committed (Allen, 2012 & Crail, 2024). 
Realistic Job Previews (RJPs) give applicants a clear view of a role’s demands and rewards before starting, helping align expectations and reduce early turnover (Baur, 2014). They enable self-selection, saving recruitment costs while fostering transparency and trust to boost engagement (Earnest, 2011). For ParcelCare, RJPs can lower turnover by ensuring new warehouse staff understand the physical demands, shift patterns, and fast pace of the job before accepting (Richardson, 2008; O’Brien, 2015).
Job enrichment redesigns roles to add meaningful tasks, autonomy, and skill development, boosting motivation and retention. For ParcelCare, adding duties like team leadership or quality checks can make repetitive warehouse work more engaging and increase commitment (Thomas, 2024 & Kalliath,2019). 
Inductions onboard new employees, helping them adapt to the culture, processes, and role. It boosts confidence, builds social connections, and clarifies expectations, supporting early retention. For ParcelCare, a strong induction can reduce anxiety and improve retention among new warehouse staff (Jeske, 2022). 
Reward includes financial and non-financial compensation that boosts retention by offering competitive pay and recognition, improving morale and motivation. For ParcelCare, competitive wages, bonuses, incentives, and recognition programs can help retain warehouse staff. For ParcelCare, offering competitive wages, attendance bonuses, performance incentives, and recognition programs can enhance its appeal and help retain warehouse staff (Shahbaz, 2025 & Branch, 2011). 
Retaining warehouse staff is a major challenge for ParcelCare amid strong labour market competition. No single solution will suffice; a blended approach works best. Realistic job previews set clear expectations, induction aids quick integration, job enrichment boosts motivation, and fair rewards attract and keep staff (Whitaker, 2010). Combined with flexible working, development, and recognition, these strategies can reduce turnover, improve morale, and enhance operational efficiency (Victor, 2021 & Hains, 2018). 

Explain the impact associated with dysfunctional employee turnover
To persuade ParcelCare’s senior management to act on employee turnover, it’s vital to emphasise the influence of losing high performers or hard-to-fill roles. Dysfunctional turnover has serious financial and operational consequences that directly affect performance, customer satisfaction, and long-term sustainability (CIPD, 2025).
High employee turnover, especially in key roles, imposes significant costs on organisations. These include recruitment expenses such as advertising, agency fees, interviews, background checks, onboarding (Wallace, 2012), as well as time spent managing departures, updating records, and reallocating tasks (Kryscynski, 2021). New hires also require training and time to reach full productivity (Cholteeva, 2022; Hall, 2019). Frequent turnover, like replacing delivery drivers or depot managers, can cost thousands per role due to repeated advertising, screening, interviewing, and training (Tatum, 2023).
Dysfunctional turnover creates significant indirect costs that are often overlooked. Productivity declines as employees exit and new hires take time to adjust. The loss of experienced staff also means losing valuable knowledge about routes, customers, and systems, which can reduce service quality (Redding, 2019). High turnover impacts morale, increasing stress and burnout among remaining staff. It also wastes investment in training when employees leave before contributing long-term value (Hoeve, 2020; Sushila, 2007). For example, if ParcelCare spends six months training a route planner who leaves within a year, that investment is effectively lost (CIPD, 2024).
To manage employee turnover effectively, organisations measure it in several ways. This includes tracking the overall turnover rate within a set period and distinguishing between voluntary resignations and involuntary terminations. It’s also important to differentiate functional turnover, where underperformers leave, from dysfunctional turnover involving key talent (Benson, 1978 & Ryan, 2021). Analysing turnover by department, role, or location helps pinpoint problem areas. Additionally, exit interviews and employee surveys provide insights into why employees leave and how to improve retention (Heap, 2005 & Signoretto, (2016). 
For ParcelCare, maintaining stable staffing is vital to ensuring timely deliveries, satisfying customers, and adhering to health and safety standards. High levels of dysfunctional turnover put all of these at risk. Without action to curb rising turnover, the company may face more frequent service pauses, lower customer approval, and a weakened brand reputation along with reduced employee support. Moreover, recruitment expenses will continue to grow if the root issues are not resolved (Baker, 2014 & Taylor, 2022). 
Dysfunctional turnover is a strategic issue that threatens ParcelCare’s profitability and growth. Investing in retention through better onboarding, career paths, competitive pay, and an improved culture can reduce costs and strengthen workforce engagement (Walker, 2024).
Assess suitable types of contractual arrangements dependent on specific workforce need.
ParcelCare is encountering difficulties in attracting, recruiting, and retaining staff. A key priority is aligning contract types with operational needs, particularly for delivery drivers. While most employees are on permanent, full-time contracts that offer stability, they may lack the flexibility to meet changing demand. This assessment examines the suitability of permanent, zero-hours, and self-employed (gig economy) contracts for ParcelCare (Daniels, 2022; Ayling, 2024).
Zero-hours contracts offer flexibility by allowing workers to be scheduled based on demand, making them useful for managing peak periods at ParcelCare. They can help control labour costs and appeal to individuals seeking flexible work, such as students or semi-retired people (CIPD, 2021 & Koumenta, 2019) However, the unpredictability of hours may lead to staffing gaps and lower employee commitment. There is also some reputational risk if the approach is seen as unfair. Used thoughtfully and with clear communication, zero-hours contracts could be a helpful part of a balanced workforce strategy (Fabrellas, 2019 & Reljanović, 2019). 
On the contrast, permanent full-time contracts provide ParcelCare with a stable, reliable workforce entitled to benefits like sick pay and holiday leave (Patel, 2022). This model supports employee loyalty, consistent scheduling, and easier performance management. However, it can be inflexible, leading to overstaffing during slow periods and higher costs due to fixed salaries and benefits (Zafarino, 2019 & Daniels, 2022). While ideal for maintaining core staff and service quality, permanent contracts may be less efficient when demand varies (Conway, 2002 & Silkin, 2022). 
Self-employed contractors work independently, managing their own taxes and benefits without employee rights like holiday or sick pay. For ParcelCare, this model offers flexibility to quickly meet variable demand and reduces overhead costs, as there are no employer contributions (Bryant, 2020 & Nye, 2018). Contractors are often available for extended hours, including weekends. However, this limits control over service standards and poses legal and reputational risks related to employment status. They may also lack loyalty and consistency, impacting long-term service quality. While useful for scaling during peak times, self-employed contractors should not be the core workforce (Farrand, 2017 & Ovaska-Few, 2019). 
To stay competitive, ParcelCare could adopt a hybrid workforce model, combining permanent staff for stability, flexible workers for moderate demand shifts, and contractors for peak periods (Grady, 2017). This approach supports cost control, service quality, and adaptability while attracting a broader talent pool. Key next steps include reviewing staffing data, piloting the model, strengthening onboarding, staying informed on legal changes, and engaging all worker types to support retention and performance (Cameron, 2012 & Ito, 2005). 
Explain the benefits of effective onboarding.

ParcelCare faces ongoing challenges in attracting, recruiting, and especially retaining staff, making onboarding improvement a priority. The existing informal approach poses a risk of disengaging new employees during a pivotal stage of their integration. Implementing a structured and thoughtfully designed onboarding programme would help improve employee engagement, boost productivity, and strengthen retention both in the short term and the long term (Keswin, 2022 & CIPD, 2024). 
An effective onboarding package at ParcelCare should include several essential elements to ensure a smooth and engaging transition for new employees. Before their first day, sharing important information such as contract terms, benefits, start date, work schedule, and what to expect upon arrival helps new hires feel prepared and reassured (Fonner, 2008 & Hosain, 2021).  Introducing them to ParcelCare’s values, mission, and culture delivers a clear sense of determination and helps establish alignment with the organisation’s overall direction. Departmental overviews also play a key role by helping new team members understand how their position fits within the wider business and contributes to its success (Laudon, 2013 & Foot, 2011). Clearly explaining job responsibilities, performance expectations, and measures of success helps to prevent uncertainty and creates a strong foundation for achievement. Encouraging early social connections through introductions to colleagues and informal meetings promotes relationship-building and a sense of belonging (Bahl, 2022 & Pinco, 2024). In addition, outlining available training, development opportunities, and mentoring shows that new employees are supported and have clear pathways for growth (Vokic, 2024 & Binyamin, 2020). 
Onboarding at ParcelCare serves as a critical foundation for helping new employees’ transition smoothly into their roles, teams, and the broader organisation. A well-structured process minimises the risk of early disengagement or resignation by providing clarity and direction from the start (Ibrahim, 2022 &  Jeske, 2022). It also plays an important role in introducing new hires to ParcelCare’s core values and organisational culture, helping them feel connected and aligned with the company’s purpose (Diaz-Munzo, 2024). When employees receive the right support and information early on, they become confident and capable more quickly, leading to increased productivity and a shorter adjustment period. Moreover, effective onboarding contributes to long-term employee retention (Quirk, 2021). By creating a positive and informed start, ParcelCare not only strengthens staff commitment but also reduces hiring costs, preserves institutional knowledge, and promotes a more stable workforce (Ladwig, 2020 & Mosquera, 2025)
In summary, effective onboarding is a strategic investment that improves retention and positions ParcelCare as an employer of choice. Prioritising a structured onboarding programme is key to enhancing employee experience and driving organisational success (Zuiker, 2024).
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