Daniel Jenkins – CIPD Level 5 – Talent Management & Workforce Planning


Labour Market Strategies (AC1.1)
Due to the increase in competition within the labour market within the parcel industry, ParcelCare will need to consider their approach when it comes to how ParcelCare can attract new employees. Their approach can be multifaced depending on the options available to Parcel Force.

Improved Branding and Competitor Analysis
The CIPD (2024) states that employers can benefit from effective employer branding when it comes to all aspects of the employee lifecycle. CIPD (2024) outlines that an employer brand is how an employer is seen as a place of work and drives employee loyalty and helps a business compete within their respective labour markets. The recommendation is that an employer brand should be visible across all aspects of a business from induction to leaving employees. ParcelCare can undertake some investigations within their workforce to help them identify a new employer brand which can work alongside their organisational values but not reiterate them.
When approaching a change in branding, ParcelCare can conduct a competitor analysis to help identify gaps within their strategy and to compare it with their competitors. Fisher et al. (2020) outlines the function of competitor analysis is to give an organisation a complete picture of the competitive landscape through a systematic process via identifying current and potential competitors, identifying an organisations strengths and weaknesses, identify and compare competitor strategies and future plans. To aid with this competitor analysis, Parcel Force can use a SWOT analysis to identify their strengths, weaknesses, opportunities and threats. Externally, Parcel Force can conduct a PESTLE analysis which will give an outline of the external factors to their strategies such as those which are political, environmental, social, technological, legal and economical. This will also inform Parcel Force of the benefits provided to employees by other firms and allow them to compete through the creation of an effective benefits package and by allowing them to compete on pay. By conducting these types of analysis, ParcelCare can then effectively plan.

Employer Value Proposition (EVP)
The Employer Value Proposition according to CIPD (2024) outlines the set of standards expected by an employer along with the conditions of the ‘psychological contract’ which the CIPD (2025) considers is the relationship between employer and employee and is based on fairness and trust. A breach of the psychological contract can adversely affect employee morale, performance, commitment and employee satisfaction, which can increase turnover.

Workforce Planning
Implementing a workforce plan within parcel force will aid the organisation with identifying peak recruitment activity. Cambridge University (2025) explains workforce planning as analysing the current workforce, planning workforce needs and identifying the gap between the present and future workforce while strategizing towards your organisational goals. This view is shared with the CIPD (2025), which outlines that workforce planning is the gathering of information to inform future demand. ParcelCare can future proof by identifying their peaks and troughs or by analysing seasonal demand for their service, ParcelCare can strategize recruitment activity around these key areas.
In recommendation, ParcelCare could utilize the above tools to effectively strategize and future proof to compete with their respective competitors by making more informed decisions.

Current Market position
The CIPD (2025) market outlook highlights that within the private sector of which ParcelCare is part of, recruitment rates have risen overall in the autumn 2025 however the number of organisations decreasing staff levels have increased from 16% to 17%, however this does not seem to be the case within the retail sector which is projected to have a staff increase by 21% on average. Recruitment activities within the private sector are projected to increase slightly, which will have an impact on the labour market by having more vacancies available, however the market also projects that more workers will also be available to fill these vacancies. Within ParcelCare, this may mean that some staffing levels may drop, however these vacancies may be easy to fill.

Changing Labour Markets and their Impact (AC 1.2)
Loose and Tight Markets
According to Andolfatto D, Birinci S (2022), a tight labour market can be explained as a market where there are a high number of available vacancies, with a low number of available workers. Contrast to this, a loose market is where there are a high number of available workers and a low number of vacancies to be filled. In Spring 2025, within the private sector, of which ParcelCare will be a part of, the CIPD (2025) have projected a fall in the number of organisations recruiting and the Office of National Statistics (2025) outlines that unemployment has risen. These factors may create a loose labour market within the private sector which will mean that organisations such as parcel care may experience high demand on any vacancies they advertise due to the rise in available workers within the United Kingdom.

Political Pressures
Following the general election which resulted in a change in government, businesses and workers within the UK are experiencing changes in employment law and policy for example, the rise in national insurance contributions by employers which increased by 1.2% from 13.8% to 15% on salaries above £9100 per annum (Campbell. J, 2025). This rise may be a concern for some employers such as ParcelCare as the effect may limit their funds when it comes to recruiting and maintaining current staffing levels. The economic implications of this could be less vacancies available to the respective workforce, creating a looser market.

Technological Advancements 
Advances in technology will influence how ParcelCare competes in the labour market. AI can optimise courier routes, predict delivery times, reduce fuel consumption, and monitor driver performance to assign jobs efficiently (CEO Monthly, 2025). Smart devices enable real-time updates, making roles more adaptable. These improvements may reduce staffing needs and free funds through fuel savings. However, challenges include potential skills gaps, the need for AI specialists, and resistance from drivers without smart devices.
To Summarise, these additions within the labour market may require ParcelCare to evaluate their Employer Value Proposition (EVP) and adjust effectively tap into their labour market.

Effective Workforce Planning (AC 2.1)
Workforce Planning
CIPD (2025) lists that workforce planning can reduce labour costs, identify and respond to changing customer needs, identify potential strategies to develop current workforce, identify and target inefficiencies, improve employee retention and offer career pathways or allow succession planning, increase productivity and aid in the development of reward and recognition strategies.

Hard and Soft Workforce Planning
The CIPD factsheet identifies two types of workforce planning: hard and soft. Hard planning focuses on numbers, predicting staffing needs and required skill sets. Soft planning is more strategic, using workforce data to improve efficiency, identify development opportunities and plan upskilling. It also sets workloads and KPIs to track performance against organisational goals.

6 Stages of Workforce Planning
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The stages of workforce planning, CIPD 2025
These steps provided by the CIPD (2025) are key aspects of workforce planning. For an organisation to effectively workforce plan, they will first need to understand the whole organisation and where it fits within their markets. By understanding their organisation, individuals can then effectively analyse and compare their current workforce against competitors and plan during peak times to increase their workforce when required. The next step highlights the importance of an organisations future workforce needs which will assist an organisation with staying competitive within their labour market and aid with the advancements of technology. By future planning, an organisation can then identify gaps within their workforce and address these proactively to ensure that services are not disrupted. The last step for an organisation to monitor and evaluate their actions and adjust as necessary. These steps will help an organisation create an effective workforce plan and assist with keeping recruitment costs at a minimum while retaining current staff. 

Assessing Effectiveness of Workforce Planning
While implementing a workforce plan is important, evaluating its effectiveness is essential. During implementation, organisations should review staffing levels, required roles, and skill needs, then project intake for peak periods. Success can be measured against KPIs set during planning, such as time and cost to fill vacancies, retention rates, and employee performance (HSBC, 2025).
If ParcelCare were to implement an effective workforce plan, the organisation could benefit from increased retention, a more skilled and motivated workforce, and more focused recruitment activities during peak demand for their service. If a plan is not implemented, ParcelCare may have retention issues due to not properly forecasting demand and planning recruitment activities during peak times which will negatively impact on customer satisfaction and ultimately lose custom for ParcelCare.

Workforce Planning Strategies (AC 2.2)
The CIPD (2025) offer a framework to aid in the implementation of a workforce plan. The Seven Rights model sees each aspect of a workforce plan working together in harmony to ensure the process is the ‘right’ fit for the whole of an organisation.
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The Seven Rights Model, CIPD 2025


The Seven Rights model (CIPD, 2025) assesses whether an organisation has the right capability, size, shape, location, time, cost, and risk. It prompts businesses to review skills gaps, workforce size, organisational structure, geographic alignment, time allocation, cost efficiency, and retention risks to ensure strategic fit.

Limitations of The Seven Rights within ParcelCare
A limitation of the Seven Rights Model in relation to PacelCare is that the model can be considered quite complex and ensuring that all aspects of an organisation are ‘right’ can be difficult if all of the required information is not available. Alternatively, gathering all of this information will be time consuming in the initial instance, however ParcelCare can benefit from creating a baseline from the data gathered.

The Six Stages of Workforce Planning
The Seven Rights can be complemented by CIPD’s Six Stages of Workforce Planning (2025), which provide a structured approach to implementation. Stage one involves establishing a baseline through tools such as SWOT or PESTLE to align workforce planning with organisational strategy. Stage two focuses on managing supply by identifying internal talent and forecasting recruitment needs, while stage three addresses recognising demand through historical data analysis. Stage four conducts a gap analysis to compare supply and demand, followed by stage five, which creates an action plan with measurable KPIs. Finally, stage six delivers the right workforce by collaborating with stakeholders to ensure successful execution.

Limitations of The Six Stages of Workforce Planning within ParcelCare
ParcelCare may find some aspects of the Six Stages difficult to manage such as managing workforce suppl and recognising demand unless ParcelCare offer the correct type of contacts when employed and by scheduling employment exercises during predicted busy periods. It could also be difficult to introduce KPI’s without the investment of new technology that can track delivered parcels and schedule efficient routes. This approach may see ParcelCare investing too much or not enough.
In recommendation to ParcelCare, I recommend using the Seven Rights as an initial base for the creation of a effective workforce plan and approach using the Six Steps of Workforce Planning to monitor and adjust the overall plan to identify gaps within the workforce and undertake recruitment exercises where required.

Recruitment & Selection Methods (AC 2.3) 
Even though ParcelCare’s recruitment strategy has proven effective in the short term, further strategies could be employed to broaden the talent pool that the organisation is tapping into. Below are some recruitment and selection methods that could benefit ParcelCare highlighted through Randstad (n.d.) and CIPD (2025).

Recruitment Methods
Online Job Boards
Posting vacancies on certain websites can increase engagement on job advertisements and can be a way to catch individuals who do not regularly visit the ParcelCare website. Randstad (n.d.) highlights that this type of advertisement can be cost effective due to the potential increase in applications through a platform and that most websites can filter applications for the employer to give them the best possible candidates. The potential disadvantages of using an online board are the possibility of receiving lots of applications that would not suit the role and can discriminate against those who are computer illiterate. The CIPD (2025) states that this could be a detriment to an organisation due to all recruitment activity needing to be as fair as possible.

Recruitment Agencies
An alternative to online boards is the use of recruitment agencies. Agencies are paid by an organisation to collect and screen applications to then pass onto the business for further processing and interview. Agencies can also provide temporary staff to fill vacancies during peak times. The disadvantage of using an agency is mainly the cost as they are expensive overall when compared to hiring and paying full-time employees.

Selection Methods
Psychometric Testing
The National Careers Service (n.d.) outlines the purpose of psychometric testing during recruitment is to identify the best people who fit within organisational culture and to screen applicants without the need for interview. The benefit of this is you can mostly ensure that successful candidates will fit in with the organisation while being able to undertake their duties. Reality HR highlights disadvantages of psychometric testing can be that the test itself may not be accurate and may put certain candidates at a disadvantage because of their result.

Assessment Centers
Assessment Centers can be a great way for an organisation to assess candidates by asking them to complete a variety of tasks which relate to the job description of a role and can then be scored by panel members in relation to team working ability, cognitive ability and personality assessment (CIPD 2025). The disadvantage of using an assessment centre can be that some candidates may be ‘put off’ during the day due to bigger characters and that also these centres can take a vast amount of time to plan and implement effectively.

Recommendations
In recommendation, ParcelCare should start to advertise their vacancies across online job boards to broaden their reach whilst keeping an agency in mind for any short term, hard to fill vacancies. It can also be recommended that during peak recruitment periods, that an assessment center is created to assess a high volume of candidates and gauge their viability for employment within ParcelCare.
 
Avoidable & Unavoidable Turnover (AC 3.1)
Turnover described by CIPD (2025) is the proportion of employees leaving an organisation both voluntarily and involuntarily. For ParcelCare, Turnover is higher than average and above its own internal targets which may be impacted by the organisations push and pull factors.

Avoidable and Unavoidable Turnover
Avoidable turnover refers to employees leaving an organisation due to preventable reasons, for example, poor management, no career development or opportunities and a work environment that is considered toxic. Unavoidable turnover refers to when employees leave due to circumstances beyond the organisation's control such as retirement or ill health (This vs That, n.d.).

Measuring Turnover
The CIPD (2025) states that an organisation can easily measure turnover by utilising the following equation:

This figure will give an organisation an image of total turnover, however to outline the value of unavoidable turnover, an organisation can conduct an exit interview or survey for those leaving to try an gather the reason why an individual has left. Information gathered during these events should be anonymous which will aid in employee trust and give employees the opportunity to give their honest opinion about the organisation.

Push and Pull Factors
The CIPD (2025) describes pull factors as the individual aspects that attract or pull external candidates to work for an organisation. Alternatively to this, push factors are the internal reasons employees leave an organisation. Identifying push factors is critical for addressing retention issues and can be investigated through the use of exit interviews or questionnaires and can be facilitated by a third party for further anonymity. The CIPD’ Good Work Index highlights the 3 main reasons for employees leaving were better pay, better work-life balance and unhappy with leadership.

Retention Approaches (AC 3.2)
Retention of warehouse staff is essential in a labour market with many competitors. There are four main retention approaches that can be used and are outlined below.

Realistic Job Previews
The Institute of employment studies (n.d.) outline realistic job previews as giving potential candidates live examples of expected job opportunities and information of the less glamourous side of the role. Within ParcelCare, providing a live job preview can help manage expectations and therefore reduce early turnover. The disadvantage of this strategy is that some applicants may be put off by the role itself and it requires a trained professional to give their time and effort to be a part of the recruitment process. Another risk to this is that it could be interpreted as an induction which would be a more formal process on welcoming employees. While realistic job previews reduce early turnover, reward strategies may have a stronger long-term impact in a competitive labour market.

Induction
The Employment Law Solicitors outline that an effective induction programme serves as a bridge between the recruitment process and the full integration of a new employee and provides new starters with the essential information about the organisation (policies, procedures, important people, etc), their role and how their work benefits an organisation. By having an informative induction programme can benefit the retention of new employees to an organisation. The disadvantage of an induction process can be that new employees are overloaded with information and burnout by the end of day one. ParcelCare can benefit from an effective induction by giving employees all of the essential information and compliance to undertake their role. On comparison with a realistic job preview, an induction would be more formal and provide the correct knowledge to the relevant candidates.

Job Enrichment
Mindtools describes job enrichment as the enhancing individual jobs to make them more rewarding and inspiring. Hackman J, Oldham G identified the five factors of job design that contribute to an individuals enjoyment. These are skill variety, task identity, task significance, autonomy and feedback. A disadvantage of job enrichment is that if too much variety or significance is added to the task, this can lead to burnout by employees and risks them leaving the organisation. ParcelCare may benefit from reviewing the tasks undertaken by their warehouse employees to see if any enrichment can be added to these tasks. However, providing employees with a benefits package would be an alternate way to adequately reward employees.

Reward
The CIPD (2025) highlights reward as both an employees pay and a wider benefits package which if offered correctly can influence an employees decision to stay within an organisation. The CIPD (2025) highlights that a mix of financial and non-financial benefits can meet an employees needs. Within ParcelCare, the recommendation would be to compare pay structures against their competitors and review benefit packages to provide an offering to employees other than just pay and can be a better solution to job enrichment.

Functional & Dysfunctional Turnover (AC 3.3)
Taylor S, Woodhams C (2016, p.68 – p.69) note that not all turnover is bad for business. Functional turnover is usually good for an organisation and can be best exampled via the removal of bad performers which would save on wages or allow a business to recruit an individual better suited to a role. By allowing for functional turnover, an organisation would benefit from more cohesive working relationships, more motivated staff and reduced costs due better working productivity.
On the contrary is dysfunctional turnover, which is the number of leavers due to company hygiene issues, such as having the wrong procedures, policies or culture which is bad for an organisation. Understanding and monitoring each type of turnover is essential for an organisation such as ParcelCare so any dysfunctional turnover can be avoided. Due to the increase in turnover within the warehouse department for ParcelCare, an exercise to determine what the issues are may be warranted. A staff survey or staff interviews may aid the organisation in determining what the issues are.

Measuring Dysfunctional Turnover
Taylor S, Woodhams C (2016, p.68 – p.69) list some methods an organisation could use to measure the quantitative value of turnover within an organisation. The methods highlighted include a crude turnover rate calculation to create a percentage of the workforce to have left by the end of the year, stability rate calculation to determine how long people intend to be part of the workforce and a cohort analysis to determine the stability of a part of the workforce. Taylor, S. Woodhams, C. explain that it is important for an organisation to benchmark and compare these levels against others within the business and against competitors.
For ParcelCare to create an accurate image and differentiate between functional and dysfunctional turnover, exit interviews or an exit survey would set a benchmark and provide ParcelCare with essential data to make an informed, evidence-based decision on how to resolve any issues found as a result of the survey.

Contract Types (AC 4.1)

ParcelCare primarily use full-time contracts during recruitment exercises which is a good way to pull candidates in because of the stability this type of contacts can provide. However, following identified peaks and troughs in the demand for ParcelCare’s service, different types of contacts may be useful to the organisation.

Zero Hour and Casual Contracts 
The CIPD (2025) defines zero-hour contracts as agreements with no guaranteed minimum hours, typically used when workloads fluctuate. They offer flexibility for both employers and workers, allowing work on an “as and when” basis. ACAS (2024) states that individuals on zero-hour contracts are entitled to holiday pay and, after two years of service, can claim unfair dismissal. Employment rights depend on whether the individual is classed as an employee or worker, and breaks in service of up to 26 weeks may still maintain continuity.

Fixed-Term Contracts
The CIPD (2025) defines fixed-term contracts as agreements where an employee is hired for a specific period. These contracts typically end on the agreed date but remain valid if notice is not served. Clauses can allow early termination if work decreases, and some contracts automatically renew (“evergreen”) unless ended. ACAS (2025) confirms that employees on fixed-term contracts are entitled to full employment rights.

Recommendations
ParcelCare can benefit from utilising both zero hour and fixed-term contracts to limit their employment pool during peak and trough times. Zero hour contracts are recommended, however the disadvantage of utilising this form of contract is that employees do not have to accept work and may cause further disruption during these times. Fixed-term contracts on the contrary can aid ParcelCare during busy periods, however recruitment activity will need to be planned in advance and contract length should be restricted to these busy seasons.

The Benefits of Effective Onboarding (AC 4.2)
Onboarding is a structured process that effectively welcomes and aids with the integration of new employees and offers a wealth of benefits.

Improved Retention Through Effective Induction
As part of the onboarding process, the CIPD (2025) states that an effective induction process can benefit both employees and employers. The benefits highlighted include reduced turnover and absenteeism and an increase in employee morale. The Society for Human Resource management (n.d.) conducted research and found that organisations which incorporated a robust onboarding programme were 82% more likely to retain a new hire when compared to organisations who do not. Due to this rise, CIPD (2024) found that 32% of organisations have improved their induction process to enhance retention.
Part of the induction process should cover all compliance, policies and procedures that are important to the organisation however the CIPD (2025) guidance state that too much information too soon should be avoided as to not overwhelm a new starter.

Better productivity and Motivation
By Onboarding new employees effectively, an organisation can increase employee confidence by providing clear role expectations, training, and resources. By giving employees a better understanding of how an organisation works will mean that they can contribute to the organisations success faster (Taylor, 2025, p 240 – p242), and feel more motivated to work within the organisations values. 

Evaluate
The CIPD (2025) also highlights the importance of evaluating any onboarding activity as it is essential for an organisation to determine if the onboarding process is fit for purpose. All activity should be reviewed regularly and adjusted and updated to maintain relevance.

Recommendations
As part of the onboarding process for ParcelCare, the recommendation would be to create a comprehensive package for new starters in the form of a day one training session to ensure all relevant forms are signed, policies and procedures are covered and to ensure that all relevant health and safety training has been undertaken. By implementing this training package, ParcelCare can benefit from increased motivation and retention of new starters especially in impacted areas such as the warehouse department.
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