Talent management assignment

AC 1.1
As competition in the labour market intensifies due to new entrants in the parcel delivery sector, ParcelCare must adopt a strategic approach to strengthen its position as an employer of choice. From a human resources perspective, this involves enhancing the organisation’s employer brand by promoting a positive workplace culture, development opportunities, and competitive benefits that appeal to today’s workforce (Taylor, 2025). Offering flexible working arrangements and investing in employee training and career progression can help attract and retain high-quality candidates (Taylor, 2025). Additionally, broadening recruitment efforts to include underrepresented or overlooked talent pools—such as returners to work or older workers—can help expand the candidate base. Utilising data-driven HR practices to monitor labour market trends and adapt recruitment strategies will also support more effective decision-making. By aligning these initiatives with a coherent talent strategy, ParcelCare can improve its competitive standing and secure a resilient, engaged workforce (Rees, 2023).
A key strategy ParcelCare could implement is a talent attraction and retention programme focused on employer value proposition and workforce flexibility (Taylor, 2025). This would involve defining what makes ParcelCare a unique and attractive place to work, such as clear career development paths, wellbeing support, and performance-based incentives (CIPD, 2024). To monitor the effectiveness of this strategy, HR can utilise practices such as workforce analytics, employee engagement surveys, and exit interviews to gather data on staff satisfaction, turnover trends, and reasons for leaving. Additionally, using applicant tracking systems (ATS) and recruitment metrics—such as time-to-hire, offer acceptance rates, and source effectiveness—can help assess how well the company is competing for talent (Indeed, 2025). Regular benchmarking against industry standards will also ensure ParcelCare remains competitive and responsive in a rapidly evolving labour market.
Another important step for ParcelCare is to look closely at what competitors in the parcel delivery market are doing to attract and keep staff. This means carrying out competitor analysis to see what pay, benefits, and working conditions other companies are offering. For example, if rivals are offering faster career progression or better work-life balance, ParcelCare needs to match or improve on that to stay attractive (Jones and Perkins, 2024). Checking reviews on job sites like Indeed or monitoring social media feedback can also help HR understand how other employers are viewed. This research can then feed into ParcelCare’s own employer branding. To truly become an employer of choice, the company needs to build a reputation as a place where people feel valued, supported, and proud to work (Taylor, 2025). That means promoting what makes it stand out — like strong team spirit, flexible hours, fair treatment, and a focus on wellbeing. Sharing real stories from staff and highlighting positive experiences on social media or during recruitment can help show what the culture is really like. Being seen as a top employer makes it more likely that the best candidates will choose ParcelCare over the competition.
AC 1.2
Changing labour market conditions have a significant impact on resourcing decisions at ParcelCare. The emergence of new competitors in the parcel delivery sector has increased demand for experienced delivery personnel, making it more difficult and costly to attract and retain talent (Bennett, Prior and Saundry, 2024). As a result, ParcelCare must reassess salary benchmarks and potentially increase wages or benefits to remain competitive. Additionally, a shortage of available workers may require the company to explore alternative resourcing options, such as part-time contracts, agency staff, or zero-hours contracts to maintain operational capacity (Perkins and Jones, 2020) .
The shift towards more flexible working expectations, particularly post-pandemic, also influences resourcing. ParcelCare may need to adapt its working patterns—such as offering flexible start times or remote administrative roles—to appeal to a broader talent pool (Dale, 2020). Furthermore, demographic changes, such as an ageing workforce or increased participation from diverse groups, will require more inclusive and accessible recruitment practices (Taylor, 2025). To respond to these changing conditions, HR must regularly analyse labour market data, review internal workforce planning forecasts, and align recruitment strategies accordingly. This may include upskilling existing staff, implementing talent pipelines through apprenticeships or partnerships, and investing in employer branding to improve attraction and retention in a more competitive environment (Daniels, 2022).
In addition to these strategies, ParcelCare must also focus on leveraging technology to enhance recruitment and retention efforts. Digital platforms and social media offer cost-effective channels to reach potential candidates, especially younger workers who are more likely to engage with online job adverts and employer branding content (Indeed, 2024). Furthermore, data analytics can help identify trends in candidate behaviour and predict future hiring needs, allowing HR to act proactively rather than reactively. ParcelCare could also consider implementing employee referral programmes, which often yield higher-quality hires and improve retention by encouraging current employees to bring in trusted contacts. Another key consideration is supporting workforce diversity and inclusion, which not only broadens the talent pool but also fosters innovation and better decision-making within the company (CIPD, 2024). By embracing these modern recruitment and retention tools alongside flexible working and competitive pay, ParcelCare will be better positioned to navigate the complexities of a changing labour market.
AC 2.1
Changing labour market conditions significantly impact resourcing decisions at ParcelCare. New competitors have increased demand for experienced delivery personnel, making it harder and more expensive to attract and retain talent (Bennett, Prior and Saundry, 2024). ParcelCare may need to increase wages or benefits to stay competitive. A shortage of workers could mean using part-time, agency, or zero-hours contracts to keep operations running (Perkins and Jones, 2020).
Flexible working expectations, especially post-pandemic, influence recruitment. ParcelCare might offer flexible hours or remote roles to attract a wider talent pool (Dale, 2020). Demographic shifts, like an ageing workforce and greater diversity, require inclusive recruitment practices (Taylor, 2025). HR must regularly review labour market data, workforce forecasts, and update recruitment strategies accordingly, including upskilling, apprenticeships, and investing in employer branding (Daniels, 2022). PESTLE can also be affective in decisions: political changes in employment law or immigration policies, economic pressures like inflation and recessions, social trends towards work-life balance and diversity, technological hiring tools, legal regulations around contracts and worker rights, and environmental concerns influencing company reputation and attraction.
A tight labour market means there are more job vacancies than workers, causing competition and higher wages. A loose labour market means more workers than jobs, giving employers more choice and often reducing wage pressures.
ParcelCare should also use digital platforms, data analytics, and employee referral programmes to improve recruitment and retention. Supporting workforce diversity not only broadens the talent pool but also fosters innovation and better decision-making (CIPD, 2024). Combining these strategies with flexible working and competitive pay will better position ParcelCare in a changing labour market.
Workforce planning is all about making sure the business has the right number of people, with the right skills, in the right roles at the right time. If ParcelCare does this well, it can help the company stay organised and ready for future challenges. For example, planning ahead means HR can spot skills gaps early and deal with them by offering training or hiring before it becomes a problem (Taylor and Woodhams, 2022). It can also reduce labour costs by avoiding overstaffing or having to hire in a rush. Good workforce planning helps ParcelCare stay flexible too – being able to adjust staffing levels during busy periods without overworking people. It also supports better decision-making because managers have a clear picture of what skills and resources are available. Overall, it means ParcelCare is less likely to face delays or disruption and more likely to keep staff happy, which can improve retention and save money in the long run (Marchington et al., 2021).


AC 2.2
To strengthen the case for introducing workforce planning at ParcelCare, several key techniques can be effectively utilised. Conducting a workforce supply and demand analysis allows HR to identify current staffing levels and compare them with future business needs, helping to highlight gaps in capacity or skills (CIPD, 2024). 
A skills gap analysis further supports this by pinpointing areas where training or recruitment is required to meet operational goals. Scenario planning enables the organisation to prepare for fluctuations in demand, such as peak delivery periods, by modelling different workforce outcomes (Nüsing, 2023). Turnover and attrition analysis can uncover patterns in employee departures, informing targeted retention strategies. 
Additionally, succession planning ensures continuity in key roles by identifying and developing internal talent (CIPD, 2024). These techniques are supported by workforce analytics and HR information systems, which provide real-time data to inform strategic decisions. Together, these approaches ensure that ParcelCare can proactively manage its workforce, maintain service standards, and adapt to changing business needs, ultimately improving operational efficiency and reducing costly staffing issues. Another important aspect of workforce planning at ParcelCare is employee engagement and well-being. Keeping staff motivated and satisfied can significantly reduce turnover rates, which in turn helps maintain a stable and skilled workforce (CIPD, 2022). Regular feedback sessions and opportunities for career development make employees feel valued and invested in the company’s success. This creates a positive workplace culture that supports retention and productivity. Furthermore, flexible working arrangements, such as part-time or remote options, can cater to diverse employee needs and improve work-life balance (ACAS, 2025). This is particularly important in logistics and delivery sectors, where shift patterns and physical demands can lead to burnout if not managed carefully. By integrating these human-centred approaches with traditional workforce planning techniques, ParcelCare can build a resilient workforce that is better prepared to meet future challenges and maintain high-quality service delivery.
AC 2.3
To broaden ParcelCare’s recruitment and selection methods beyond website advertising and manager-led interviews, two additional approaches can be evaluated for their potential benefits and limitations. Using job boards such as Indeed, social media or Totaljobs can significantly increase the reach of job adverts, attracting a diverse pool of candidates quickly and cost-effectively (ACAS, 2024). These platforms also allow for easy tracking of applications and performance analytics, helping HR teams understand what’s working. Social media platforms like LinkedIn or Facebook can target specific job roles and locations, which is ideal for a logistics company like ParcelCare needing drivers or warehouse staff in specific areas. However, this method can also lead to high volumes of unsuitable applicants, increasing the burden on HR for shortlisting. Filtering tools and automated CV screeners may help manage this, but there’s still a risk of overlooking potentially strong candidates due to automation limitations.
Employee referral schemes, by contrast, often result in better cultural fit and higher retention, but they may limit diversity and risk perceptions of bias if not managed carefully. To maximise effectiveness, ParcelCare could offer structured incentives and track referral outcomes to ensure fairness and performance. Schemes should also be clearly communicated and monitored to ensure they don’t unintentionally favour one group over another. In terms of selection, psychometric testing offers objective insight into a candidate’s abilities and traits, supporting more informed decisions, though these tests can be costly and may disadvantage those unfamiliar with the format (CIPD, 2023). To reduce this risk, ParcelCare could provide clear instructions and practice examples before the test, ensuring candidates are assessed on potential rather than test-taking experience.
Work sample tests or task-based assessments provide a practical way to evaluate job-specific skills and are highly predictive of on-the-job performance, but they can be time-intensive to develop and may not fully assess soft skills. For example, ParcelCare could ask delivery driver candidates to plan an efficient delivery route or respond to a simulated customer service query. While this shows how well they’d handle real situations, it might not reflect how well they work in a team or adapt to last-minute changes. Incorporating these methods alongside current practices would strengthen ParcelCare’s overall recruitment strategy, improving both efficiency and candidate quality (CIPD, 2023).
Another important aspect to consider in enhancing ParcelCare’s recruitment strategy is the role of employer branding and candidate experience. A strong employer brand can differentiate ParcelCare in a competitive job market, making it more attractive to high-calibre candidates (CIPD, 2023). This can be achieved through transparent communication of the organisation’s values, career development opportunities, and employee testimonials across digital platforms (Glassdoor, 2024). ParcelCare could also share behind-the-scenes content on social media, like a ‘day in the life’ of a driver or warehouse team member, giving candidates a real insight into the company culture and daily work life. Furthermore, creating a positive candidate experience—through timely feedback, clear communication, and a streamlined application process—can improve perceptions of the company and increase the likelihood of offer acceptance (ACAS, 2024). This is especially important for entry-level roles, where candidates may be applying to multiple companies at once. A smooth, respectful process can give ParcelCare the edge. Even candidates who are not selected may speak positively about the process if treated respectfully, contributing to a stronger reputation and a wider talent network. In turn, this can lead to higher application volumes and better long-term hiring outcomes. Investing in these softer elements of recruitment can yield long-term benefits by positioning ParcelCare as an employer of choice in its sector (CIPD, 2023). This not only supports immediate hiring needs but also builds a sustainable talent pipeline for future growth.
AC 3.1
On examining ParcelCare’s employee turnover rates, it is important to distinguish between avoidable and unavoidable turnover to identify areas where intervention may be effective. Avoidable turnover refers to resignations that could potentially be prevented through improved management practices, better working conditions, or career development opportunities—for example, employees leaving due to poor leadership, lack of progression, or uncompetitive pay. In contrast, unavoidable turnover includes departures due to retirement, relocation, or personal circumstances outside the employer’s control (Taylor, 2025). 
Additionally, understanding the difference between push and pull factors is essential. Push factors are internal issues within the organisation that drive employees to leave, such as a toxic work environment, lack of recognition, or excessive workload (Thomas, 2015). These are typically within HR’s ability to address. On the other hand, are external attractions, such as a higher salary, better benefits, or career advancement opportunities elsewhere. While harder to control, strong employee engagement, competitive reward packages, and clear development pathways can help reduce the impact of pull factors. Identifying and addressing the key push and avoidable factors at ParcelCare will be crucial in lowering turnover and improving retention (CIPD, 2024).
Beyond addressing turnover causes, it is important to analyse exit interview data systematically to uncover patterns and underlying issues leading to resignations. This data can highlight recurring themes such as dissatisfaction with management styles, lack of training, or work-life balance challenges (SHRM, 2023). By regularly reviewing and acting on these insights, ParcelCare can implement targeted interventions rather than generic policies, increasing their effectiveness (Ulrich et al., 2020).
Furthermore, creating a robust employee value proposition (EVP) can differentiate ParcelCare in a competitive labour market. An EVP communicates what the organisation offers employees beyond salary, including culture, career progression, work environment, and social responsibility initiatives (HBR, 2019). A compelling EVP not only attracts candidates but also fosters a sense of pride and belonging among current staff, reducing turnover risks (LinkedIn Talent Solutions, 2022).
Lastly, leveraging technology to enhance communication and feedback mechanisms can improve employee engagement. Platforms that facilitate real-time feedback, peer recognition, and transparent communication channels empower employees and managers to address concerns promptly (Gallup, 2021). When employees feel heard and valued, their commitment to the organisation strengthens, directly impacting retention rates. These innovative approaches position ParcelCare as a forward-thinking employer capable of adapting to evolving workforce expectations.
AC 3.2
To begin with realistic job previews, this is where employers explain the role honestly before someone starts. This helps reduce early turnover, but it mainly affects short-term retention. (Indeed, 2024)
In comparison, induction supports new staff in their first days or weeks, helping them feel welcome and confident. While both help early on, induction has a longer-lasting effect as it sets the tone for the employee’s experience. (CIPD, 2025)
Job enrichment, on the other hand, focuses more on long-term retention by making work more varied and interesting. Compared to the first two, it keeps people engaged over time rather than just helping them settle in. (Indeed, 2025)
Reward, such as fair pay and bonuses, is often the most direct way to improve retention. Unlike the others, it gives an immediate benefit and can attract and keep staff in a competitive job market. However, rewards alone may not keep people if the job is boring or poorly managed. (CIPD, 2024)
So, while realistic job previews and induction help early on, job enrichment and reward are more about keeping staff in the long run. Out of the four, reward might have the strongest short-term impact, but job enrichment could be more effective for motivation and satisfaction over time. In the end, each approach has strengths and weaknesses. The best results usually come from using them together – being honest from the start, welcoming people properly, keeping the work interesting, and rewarding effort fairly. This combined approach gives staff more reasons to stay, both in the short and long term.
Another important point is how this retention methods affect different types of employees. For example, younger workers might value job enrichment more because they’re looking to build their skills and careers. They want variety and challenges to keep them interested. Older workers might place more importance on realistic job previews and induction since knowing exactly what the job involves and feeling supported at the start can reduce anxiety and make them feel more confident (Rees and French, 2023). Rewards like bonuses or pensions might also matter more to them as they think about financial security (Jones and Perkins, 2024).
It’s also worth considering how the nature of the job impacts which retention methods work best. For physical jobs like parcel delivery, fair pay and rewards can be a big motivator because the work is demanding. But if the work is repetitive or stressful, job enrichment can make a big difference by breaking the routine and giving staff more control over how they work. In office roles, induction and ongoing development opportunities might matter more because the focus is on learning and collaboration (Kew and Stredwick, 2016).
Technology also plays a role in retention now. For example, using apps or online platforms for induction makes it easier to provide consistent information to new hires. It also allows companies to gather feedback on what’s working or not. Reward systems can be made more flexible through digital options, like letting employees choose from different perks or benefits (Jones and Perkins, 2024). These modern approaches can make the company feel more up-to-date and attractive to candidates.
Lastly, it’s important to measure how well these approaches are working. Surveys, exit interviews, and turnover data help HR understand which methods keep people longest and why. That way, ParcelCare can focus resources on the strategies that bring the best results rather than guessing (Waite et al., 2021).

AC 3.3
Dysfunctional employee turnover is when good, skilled, or experienced staff leave a business and it has a negative effect. This type of turnover can seriously harm a company’s performance, especially in places like warehouses where reliable staff are essential. One of the biggest impacts is the loss of knowledge and skills. When experienced workers leave, they take their knowledge with them, and it often takes time and money to train new people to the same level. This can lead to delays, more mistakes, and lower productivity (Taylor, 2025).
Another issue is the cost. Hiring and training new staff is expensive. Advertising the job, interviewing, onboarding, and training all take time and money. If turnover stays high, these costs keep adding up. It also puts extra pressure on the remaining team, who may have to work harder to cover shifts or train new starters. This can lead to stress, low morale, and even more people leaving, creating a cycle that’s hard to break (Rees, 2023).
Dysfunctional turnover also affects customer service. In many warehouse roles, speed and accuracy are important. If staff are constantly changing, it’s harder to maintain high standards. Mistakes and delays can damage the company’s reputation and lead to complaints or lost customers. (CIPD, 2024)
Finally, high turnover can make it harder to attract new staff. If people hear that others don’t stay long, they may not want to apply. This means the business could struggle to fill roles with the right people (Indeed, 2025). Overall, dysfunctional turnover causes lost skills, higher costs, lower team morale, and poor service – all of which can seriously damage a business. For these reasons, it’s important that the senior leadership team take it seriously and work to reduce it.



AC 4.1
Permanent, full-time contracts are a solid option for delivery drivers because they offer stability for both the employee and the business. Drivers on these contracts are more likely to be loyal, experienced, and reliable. They know the company’s systems and routes, which helps keep service levels high. It also helps with planning, as managers know who is available and when. However, permanent contracts can be less flexible when demand changes. During quiet periods, the business still has to pay full-time staff, even if there isn’t enough work for them (ACAS, 2025).
A second option is zero-hours contracts. These offer more flexibility for the employer, as staff are only called in when needed. This is useful during busy periods, like Christmas or sales seasons, when demand goes up. However, they can lead to problems with loyalty and reliability, as workers may not feel committed to the company. Some may leave if they get a more secure job elsewhere, and it can be harder to keep the same quality of service (ACAS, 2025).
A third type is fixed-term contracts, where staff are employed for a set period – for example, three or six months. These are useful when the business knows demand will be higher for a short time. It gives a clear end date, which can help with planning and budgeting. Fixed-term staff can also be trained properly, unlike some casual staff, so service remains professional. But again, there’s a risk of losing skilled workers once the contract ends. (GOV.UK, 2025)
In conclusion, permanent, full-time contracts are great for stability and quality, but not ideal for changing demand. Zero-hours and fixed-term contracts add flexibility, but they come with risks like lower loyalty and staff turnover. A mix of all three could work best for ParcelCare, depending on the time of year and demand levels.
AC 4.2
Effective onboarding brings several important benefits to a business and is worth investing in. First, it helps new employees feel welcome and supported from day one. When someone starts a new job, they often feel nervous or unsure. A proper onboarding process gives them the information, tools, and confidence they need to settle in quickly. This can lead to higher job satisfaction and makes it more likely they will stay with the company long term (HM Revenue & Customs, 2025). Onboarding helps new staff become productive faster. If they understand their role, know who to go to for help, and are trained properly from the start, they can begin contributing much sooner. This saves time for managers and reduces mistakes, which can improve the overall performance of the team.
Another benefit is that good onboarding helps build a strong connection between the employee and the company. When new starters learn about the company’s values, culture, and goals, they feel part of something bigger. This can increase motivation, teamwork, and loyalty. Staff who feel connected to the business are also more likely to go the extra mile in their work (ACAS, 2015)
Effective onboarding also improves consistency. When there’s a clear, organised process, every new employee gets the same important information, training, and support. This makes sure nothing is missed and helps maintain high standards, especially in areas like health and safety, customer service, and company policies (LinkedIn, 2025).
In contrast, a poor or rushed onboarding process can lead to confusion, low morale, early resignations, and wasted time and money. So while a good onboarding system may take a bit of time and money to set up, the long-term benefits for staff performance, engagement, and retention make it a smart investment. (Thomas, 2016)
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