Talent Management and Workforce planning assignment 
1. New entrants to the parcel delivery market and other labour market competitors have adversely affected ParcelCare’s ability to compete in labour markets. Explain how ParcelCare can strategically position themselves in competitive labour markets. (AC 1.1)
ParcelCare can regain competitive advantage by conducting a competitor analysis, this will help to identify the strengths and weaknesses of the other companies, and its own which can give the company a deeper understanding as to why other companies are more attractive and what they can do to attract talent. (Taylor and Woodhams, 2022) 
There are some useful frameworks to conduct a competitor analysis, a PESTLE could be used to look at how external drivers impact organisations, given that ParcelCare are finding it hard to compete in the market a PESTLE might identify factors such as upcoming legal changes which could impact workers, for example implementing further scheduled breaks to their TACO’s, due to a change in law around breaks or how advancements in technology could help improve routes for the driver. A PESTLE can be a useful tool in strategic decision making, it can identify gaps and areas to improve for ParcelCare, (CIPD, 2024a) and when combined with a SWOT can further enhance the analysis, thorough observable and measurable data. Rees and French, (2023) This can allow ParcelCare to position themselves well, against other competitors. Disadvantages with a PESTLE can present bias with who is completing the analysis, it is important to have a varied group with different perspectives to ensure its efficacy, furthermore, caution to not use too much data. (CIPD, 2024d) 
A competitor analysis that focuses on employee experience can reveal how competitors are attracting people to their organisation and allows ParcelCare to strategically analyse their own. Workplace culture, what career development there is, how flexible the companies are and what work-life balance looks like, are all factors that contribute to what makes an employer more attractive (CIPD,2023b) this improves competitive advantage. ParcelCare could implement different contracts to keep up with the changing demand of the business, for example, it could recruit employees on a short-term basis to assist with the increase in demand at Christmas, this also helps certain groups of people who are just looking for short-term work who might otherwise not get any. 
Another aspect of competitor analysis is examining how competitors position themselves in the market relative to employee value proposition (EVP). Such positioning involves how a company is perceived in terms of its brand, leadership and overall reputation. New entrants could be focusing on being more flexible, offering a variety of contracts, what their diversity and inclusion is like or their corporate social responsibility (CSR) (Huselid, 2020)
Conducting a thorough competitor analysis, focusing on the strengths and weaknesses of employee experience and organisation positioning, can provide invaluable insights for ParcelCare looking to regain its competitive advantage. Identifying what others are doing well and where they may be falling short, and using methods of benchmarking and data analytics can hep them develop a strategy for attracting and retaining employees. In doing so the company can thrive in the competitive labour markets. 

2. Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2)

Conditions in the labour market can have a significant impact on the resourcing decisions made by management in ParcelCare, these decisions can fluctuate based on several factors, firstly they can be impacted based on whether the market is tight or loose, Armstrong and Taylor (2023). A tight labour market occurs when demand for workers exceeds supply, this can make it challenging to find qualified employees. As an example, being able to fill roles during the holidays, as a result, ParcelCare may want to enhance their employee branding to attract potential employees by offering competitive wages and improving working conditions. (CIPD, 2023c) 
ParcelCare could also promote themselves as a socially responsible employer by offering perks such as health benefits and flexible working. The importance of flexible working has excelled since the pandemic due to the demand for it by employees, more companies are positioning flexibility high in their employer branding, French and Rees (2023) have further explained the link between flexibility and an increase in employee retention. 
Labour market trends can significantly impact ParcelCare for example with demand for their labour during periods of high economic growth. Looking specifically at the rise of e-commerce, this has caused an increase in recent years (Taylor and Woodhams, 2023) in demand for delivery drivers and warehouse workers. However, the supply of workers with specific skills, such as the ability to navigate certain routes or use digital tracking systems could be limited (Harvey, 2021) and might contribute to skill shortages for ParcelCare. 
Other factors that can contribute to the supply of labour can be demographic changes, such as an aging workforce, this can reduce the number of available workers, while migration policies may limit the availability of foreign labour, which traditionally has supported sectors like logistics. Furthermore, the use of temporary contracts could put people off from wating to work in ParcelCare. 
In both tight and loose markets, retention is crucial. During tight conditions ParcelCare might focus on improving working conditions, offering career development opportunities (although, this does depend on what variety of job positions can be offered at a parcel delivery company) and creating a positive workplace culture. In a looser market, retention strategies could be more focused on cost-efficiency, such as limiting wage increases but offering perks like additional time off. (Forde and Stuart, 2021) 







3. You are aware that workforce planning has not been carried out in the past and decide to persuade the senior leadership team that this activity is worth doing.  Analyse the impact of effective workforce planning, making clear how ParcelCare could benefit from this activity. (AC 2.1)
Effective workforce planning (WFP) is the process of aligning an organisations human resource, with its business objectives to ensure that the right people with the right skills are available at the right time, Taylor and Woodhams, (2022) This is particularly important for industries with fluctuating demand, such as ParcelCare. Optimising workforce levels means that you can improve efficiencies, reduce costs and enhance service delivery, making workforce planning a strategic function in managing your business.
Workforce planning can help your company identify skill gaps and potential surpluses, ensuring that employees are effectively deployed where they are most needed, this can also allow for succession planning, which can be an important factor in your future growth plans for the business. HR can help gather this information, or managers through performance reviews and appraisals (CIPD, 2023e) You can score your employees using a 9-box grid model, this allows for an effective assessment of employee’s potential and who is underperforming. Bratton and Gold, (2017) 
However, caution should be applied when using a 9-box grid, it would be useful to get as many people as possible to assess the current performance and future potential of employees to limit bias from occurring, Taylor and Armstrong, (2022) Furthermore, applying the 9-box grid means that you may miss external recruitment for your leadership model, although as Taylor and Woodhams (2022) note that a lot of companies do prefer to promote the leadership team from within as they will likely know the culture of the company better.
In the event of those underperforming you can look to manage them via the performance management route by implementing development plans and exit those from the business who are unable to achieve the required standard. Daniels, (2022) This can help ensure you have a skilled and lean workforce in ParcelCare and reduce costs, as well as increased engagement as productivity is up and even amongst all.  
Identifying skills gaps also helps with focusing on the short-term workforce planning and ensures that resources are optimised during peak seasons for example at Christmas when the demand for deliveries increases. Workforce planning can also help your organisation with its ability to be adaptable to change. The ability to anticipate workforce needs will allow Parcelcare to be more flexible in adapting to market changes, such as the growth of e-commerce or technological advancements in automation (Harvey, 2021). Meaning you can adjust your workforce to meet new challenges. 







4.To strengthen your argument to introduce workforce planning, evaluate techniques that can be used to support the process of workforce planning. (AC 2.2)
Workforce planning is crucial to ParcelCare to align staffing with operational demands and ensure efficient delivery services. Techniques such as demand forecasting, scenario planning, and skills audits can be used to support this process as outlined in Armstrong and Taylor, (2022). 
Demand forecasting is essential for predicting the number of employees needed to handle varying workloads, particularly in a company reliant on changing demand due to seasonal peaks. Methods that can be adopted such as trend analysis or statistical forecasting, which analyse historical data and market trends can be used to project future demand for services and the size needed of ParcelCare’s workforce. Armstrong, (2020) For example, if the company faces high demand during the holiday seasons, accurate forecasting will help prevent understaffing or overstaffing. While useful, the accuracy of demand forecasting relies heavily on the quality of the data, and external factors like market shifts or unforeseen disruptions can limit its effectiveness (Cascio, 2018). 
Scenario planning is another technique that could help prepare ParcelCare for uncertainties by developing different staffing strategies for a range of possible futures. Wright et al (2021) This is relevant for ParcelCare because the company may face unpredictable external factors, regulatory changes or advancements in technology, for example the increasing use of drones. Modelling potential future scenarios, such as a surge in e-commerce or economic downturn, you can develop flexible workforce plans to adapt quickly. However, scenario planning can be resource-intensive and requires a high level of commitment, which may not be feasible for example, during busy periods. Krausert, (2022) 
Skills audits are essential to understanding the current workforce’s capabilities and identifying gaps in skills that are crucial for future growth. (Beardwell and Thompson, 2017) Technology is rapidly changing so having the workforce of ParcelCare proficient in using advance software or handling automated delivery systems will be important. Regular skills audits will help you make decisions on investing in training programmes for logistics software, which in turn can help you align your workforce competencies with your strategic goals. However, skills audits can sometimes overlook soft skills or emerging trends in required capabilities, potentially leading to skills mismatch in the longer term. (Cappelli, 2015). 
While the techniques mentioned above each have different benefits in supporting workforce planning at ParcelCare, they also come with limitations, particularly related to resource requirements, data quality and adaptability. A combination of these techniques tailored to ParcelCare specific needs can offer a lot of support. 




5. Currently, vacancies are advertised on ParcelCare’s website. Line managers then interview shortlisted applicants. You feel that these are suitable recruitment and selection methods to use but want to broaden the methods used. Evaluate the strengths and weaknesses of two different recruitment methods and two different selection methods. (AC 2.3)
The current approach, which relies on website job postings and face-to-face interviews, may be limiting in terms of reaching candidates and efficiency. Firstly, advertising solely on the company website can restrict the pool of applicants. The company may miss potential candidates if they do not broaden the ways in which people can apply or if people do not visit their website. (Bach, 2005) Furthermore, face-to-face interviews, while valuable for assessing interpersonal skills and company fit, can be time consuming and resource intensive. The interviewing process may also introduce bias, because interviews are often influenced by subjective opinions. Taylor and Woodhams, (2022) 
Alternative recruitment methods can include using social media, platforms such as LinkedIn, Indeed or Facebook jobs because you can expand reach by tapping into a broader and more diverse candidate pool. Social media recruitment is particularly beneficial for reaching younger and digitally savvy demographics, who are often active job seekers on these platforms (Sivertzen, Nilsen & Olafsen, 2013). However, social media recruiting can be limited by potential bias, algorithms may reinforce similarity by promoting comparable profiles of people which can reduce diversity. (Dastin, 2018) 
ParcelCare can partner with recruitment agencies as another method of recruiting talent to the business, they can also assist with specialised or high-volume hires, this might be useful during the peak times for ParcelCare such as Christmas. Agencies have databases of pre-vetted candidates, which can speed up the recruitment cycle and improve the quality of hires. However, the limitations of this recruitment method can be costly and may lack a personalised understanding of the company culture. (Armstrong and Taylor, 2020) 
Alternative selection methods could be tests or online assessments for operational roles or more technical roles in the company, they could test time management and competencies to carry out the role in question. The tests can provide data on the candidate’s capabilities to do the job which makes its easier to short list. (Taylor and Woodhams, 2022) However, if the recruitment was specifically for delivery drivers, tests may not be applicable seen as the drivers would use technology to navigate the routes and would require a clean driving licence, therefore assessment tests could be more costly and not applicable to the driving role. 
Another option for selection could be video interviews, particularly for initial screening, it can be an efficient and cost-effective way of recruiting. The video interviews could save time and resources associated with planning and travel, which allows recruiters to assess a larger number of candidates quickly. They can also offer greater flexibility for candidates who may currently be employed or who live further away from ParcelCare’s offices.  (Chapman & Webster, 2003) 



6. On examining employee turnover rates, you feel the rate is higher than it should be, and higher than internal targets. To try to understand this further, discuss differences between avoidable and unavoidable turnover and differences between push and pull factors. (AC 3.1)

Avoidable turnover occurs when employees leave due to reasons that ParcelCare might have prevented. This type of turnover is often linked to factors such as job roles, poor management, inadequate compensation or lack of career advancement opportunities. (Hom et al, 2012). If an employee leaves because they feel underappreciated or inadequately compensated, this is typically avoidable as management could implement policies to address the issues (Allen et al, 2010). Furthermore, as outlined in Taylor and Woodhams, (2022) people are more inclined to leave because of their manager not the organisation. 
Unavoidable turnover occurs due to factors that ParcelCare has little to no control over, examples include, relocation, health issues, retirement or family responsibilities. These reasons are beyond the control of the organisation and its not feasible for the company to prevent them. (Allen, et al, 2010) I.E If an employee resigns to care for a sick family member, you are limited on your ability to intervene.
The importance of a retention strategy can help you to manage your turnover and enable better planning. A more modern take on a retention strategy is to influence who leaves and when, (Taylor and Woodham, 2022) having a strategy on who is a flight risk, knowing who can step up to senior roles and assessing the cost of leavers and recruitment should enable costs to be kept at a minimum and highlight why people are leaving. Armstrong (2023)
Turnover is also influenced by push and pull factors which represent the underlying motivations for employees to leave. Push factors are aspects within the organisation that ‘’push’’ employees to consider leaving. These can include an unappealing organisational culture or a lack of opportunities as an example. (Lee and Mitchell, 1994). More often or not, these push factors can be managed by the organsation so if a lack of career development was a reason for leaving, the organisation could place an emphasis on a clearer path of development to retain talent. In contrast pull factors are what is seen to ‘’Pull’’ an employee away from their current role to another one, for example an employee leaving for a similar role offering higher pay. Its typically harder for the organisation to control pull factors as they reflect attractive alternatives outside of the organisation. 
It would also be worth conducting regular surveys on employee wellbeing so that any uncertainty by employees is picked up and stops the employee from leaving, exit interviews are another way of establishing reasons for leaving and can help reduce avoidable turnover. (Taylor and Woodhams, 2022) 




7. Retention of warehouse staff is an issue, as there are many labour market competitors. Compare the following retention approaches: realistic job previews; induction; job enrichment; and reward. (AC 3.2)

The four retention approaches highlighted above are widely used methods to improve employee satisfaction, engagement and retention. Realistic job previews are important because they ensure an accurate description of the role is given so the candidate has clarity, this can help reduce turnover and increase job satisfaction. (Breaugh, 2013). 
Whether the method is written in the job description or shadowing the current warehouse staff it can reduce the likelihood of any ‘’reality shock’’ when employees discover the true nature of the work, this can lead to higher levels of job satisfaction and organisational commitment. (Earnest et al, 2011) Some organisations may not want to show the challenging aspects of the role as it could be seen to deter candidates, however, not being realistic with the role is one of the reasons cited by Taylor and Woodhams (2022) as a breach of the psychological contract, which forces people to leave for competitors. 
Induction processes are structured processes that introduce new employees to the organisation, its culture, values, policies and their specific job responsibilities. Benefits of inductions can include a better adaptation and alignment with ParcelCare’s culture and values which can enhance job satisfaction and reduce turnover. (Armstrong, 2022) However, poorly designed induction programs can be overwhelming or lack sufficient depth, this might reduce its effectiveness. Additionally, lengthy or unengaging induction sessions can lead to disengagement. (Breaugh, 2013) 
Job enrichment focuses on redesigning roles to make them more satisfying by increasing autonomy, skill variety and the significance of the tasks. The method aims to enhance intrinsic motivation by aligning job tasks with employees’ skills and interests. CIPD, (2021f) Job enrichment has been linked to increased job satisfaction, higher productivity and reduced absenteeism and turnover (Armstrong, 2022) Enriched work can be more fulfilling which can boost morale and commitment to ParcelCare. 
The limitations to job enrichment are that it’s not universally effective and can lead to stress if not implemented correctly (Taylor and Woodhams, 2022). For example, increasing autonomy and task complexities could overwhelm some employees, especially if they lack the skills or support.
Reward systems, including financial and non-financial rewards, are a well-established method for motivating and retaining employees. Financial rewards include salary, bonuses, and incentives, while non-financial rewards can include recognition, career development and workplace flexibility. (Taylor and Woodhams, 2022) Furthermore, performance management plays an important factor in supporting some decisions regarding reward systems, for example informing performance or contributions to salary (Armstrong and Taylor, 2023). The benefits of this are that rewards align employee efforts with organisational goals and provide incentives for high performance. On the contrary, this reliance can sometimes undermine intrinsic motivation, leading employees to focus on monetary benefits rather than job satisfaction. (Braton and Gold, 2017) 

8. To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover. (AC 3.3)
Dysfunctional employee turnover is when high performing or valuable employees leave an organisation, it can have a detrimental effect on the performance of the organisation as well as impacting the culture and increasing costs. (Taylor and Armstrong, 2023). It’s important to understand why it’s happening and what impact it has on the business as well as formulating a retention strategy to mitigate the risk to the business. 
The departure of skilled employees who contribute significant knowledge and experience, can create a knowledge gap when they leave which can harm productivity and efficiency. (Hausknecht and Trevor, 2011) Replacing this expertise requires time and training, which can be expensive and slow down production. Furthermore, the remaining staff can become disengaged, and burnout could occur leading to an increase in complaints and potential tribunal claims for stress if not handled correctly. (Daniels, 2022) 
Another impact of dysfunctional turnover is increased operational costs, high turnover leads to considerable costs in recruiting, hiring and training new employees. Allen, et al (2010) suggest that these costs are not only direct but include indirect losses from reduced productivity during the vacancy and periods where you might be training up new employees. These costs may not be spotted initially and could amount to a lot over time. 
Another impact to consider with dysfunctional turnover is the negative effect it has on morale and engagement when top performers leave. Remaining employees may feel demotivated or concerned about the organisation’s stability, this could create a chain reaction, and other employees may leave. (Braton and Gold, 2017) This would increase production costs as well as recruitment to back fill those positions. Furthermore, dysfunctional turnover can disrupt team dynamics and cause morale and engagement to drop. Employees might be worried about the increased workload and the effectiveness of the organisation. (Hom et al, 2012) This can create a negative environment for those having to pick up the work.
Finally, dysfunctional turnover can compromise strategic goals, particularly when organisations lose individuals with unique knowledge crucial for innovation and competitive advantage. When turnover affects these key players, competitors may exploit these gaps, reducing the organisations position in the market. (Hausknecht and Trevor, 2011)
Addressing these impacts can create an environment where valuable employees feel valued and engaged, which supports the organisations long-term goals and financial health. The company will be more likely to retain employees and reduce the costs associated above with dysfunctional turnover. 
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