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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) 

Firstly, employee experience is vital in understanding how employees feel in their roles and how they show up at work.  A staff survey will give workplace intelligence, where ParcelCare can address areas of development and explain their attitudes towards reward and culture. It will allow ParcelCare to record satisfaction levels and will support tracking progress over time, according to Taylor and Woodhams,2022. Not only will ParcelCare need to focus on retaining their workforce, they will also understand what makes them unique in working with their existing employees, which will support HR to attract new talent. By investing their time into listening to what their existing employees have to say, will support their long-term strategy, operating model and workforce, according to CIPD, 2023.

Secondly, ParcelCare can conduct a SWOT analysis, which will consider its strengths and weaknesses against its competitors according to Hans,2024. When looking at its strengths, it could focus on the aspect of its brand within the competitive markets, once understanding this, it can be then leveraged as a tool to attract new talent. It also provides the relationship arm for maintaining relationships with its existing stakeholders and customers.

A weakness could be associated with its staff benefits offer, or pay offer compared to other organisations, therefore by addressing what matters to prospective staff coming into the workforce would support improvements in job satisfaction and retention.

Some of its opportunities could be looking at the multigenerational aspects of the workforce and understanding what matters to new job seekers. We know that many studies have highlighted wellbeing and career development as a ‘pull’ into an organisation according to McCabe et al, 2024. Therefore a focus could be to highlight flexible working opportunities, this shows how ParcelCare is up to date with current industry trends. 

Potential threats could be that new recruits want to opt for home working according to Jeanes,2019. If many of the jobs are driving and office based, it’s important to ensure employee wellbeing is at the heart of the job description, giving options to work flexibly would appeal to staff with families, which would strengthen its employee value proposition. 

Finally, by working on its brand identity will support its attraction to new customers and will help maintain its existing staff by aligning its branding with its values and behaviours proposition, according to Ekhlassi et al, 2018. The positive impact will ensure stakeholders feel committed and are aligned to it’s ethics and organisational reputation, according to CIPD, 2023.


2. Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2) 
It’s important for ParcelCare to carefully consider the impact of the changing labour market on resourcing decisions. There are many labour focuses to consider including branding, how to recruit, legal and environmental aspects when thinking about long term planning and retention strategies according to Moore, 2024. This can be achieved by conducting a six stage strategy to plan for the workforce according to CIPD,2023. This will ensure ParcelCare are future proofing their organisation and are aware of emerging trends, to accommodate the labour market.

In tight labour markets Parcel Care must ensure there are strategies in place to entice new talent, ideas maybe to offer wages that are above the average for a particular role according to Williams, 2024. In the long term impact would be that employees feel valued and are likely to be retained, it’s also cheaper than finding agency staff which can be inflexible, cost more in training and constantly require new resource for sustainability of roles. Similarly in a loose labour market, ParcelCare are at a stronger advantage as they have a wider selection of employees to choose from, which means they can be competitive with salaries in competing organisations. Either way it’s important for ParcelCare to ensure they are up to date with labour market trends, according to CIPD, 2023.
Different factors can impact ParcelCare in many ways, such as the UK withdrawing from the EU can have huge implications on staffing and costing of workers from overseas. When economies fall, for example global war there could be an impact on the need of the customer which could mean a shift in staffing for organisation to have to reduce working hours or in some cases offer redundancies, according to CIPD, 2024. Keeping up to date with workplace trends for example hybrid working, means ParcelCare can leverage hybrid working to attract new talent and keep existing employees, according to Hogan,2022. 

Finally considering the impact of technology and how it is advancing, for example the use of artificial intelligence, means there could be less of a need for manual staff and more of a need for people with technical experience, Bhattacharyya 2024. Therefore, linking with local colleges would not only support attracting junior colleagues but with the bonus of learning from fresh intelligence. 
It’s apparent that ways to recruit must be in line with current market trends, where as retention procedures should have a strong emphasis on career growth and employee wellbeing. Long-term succession planning will ensure trends are adhered too and the workforce is robust enough should any global or local challenges occur such as wars and increases to fuel prices, according to PHW,2018.

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) 

Parcel Care can hugely benefit from workforce planning; firstly by ensuring that the people who are hired are equipped with the right skills to drive sustainable organisational performance; according to Woodhams, 2022. 
It involves following the employee lifecycle which is a model that is built on attracting the right staff according to Cattermole, 2019. It seeks to understand the recruitment and onboarding process, maintaining engagement with colleagues throughout their employee lifecycle,planning for the areas of development, seeking ways such as training, interviews, surveys to retain talent and finally, acknowledging that staff will move on and by listening in exit interviews will allow for feedback to be given and the experiences of others is fed back into the system though a continuous improvement lens, according to Fields,2023. By having a strategic plan will inevitably create a strong and agile workforce, which are aligned to ParcelCare’s vision according to Gibson, 2021. 

Planning for future roles and the respective responsibilities will ensure ParcelCare are working systematically to meet the economic, workforce and business needs of the organisation. An example would be to have clearly outlined roles and responsibilities when creating job adverts. In doing so, Parcel Care are working in an agile manor which will make them ahead of the market trends according to Gibson, 2021. 

Another approach would be to look at predicting the demand in the labour market. By looking at the workforce as a whole, will ensure Parcel Care are aware of existing trends and expertise and issues that are impacting and benefiting the organisation. By carrying out surveys, interviews, consultations around workforce will highlight the next steps Parcel Care can take to meet the needs of the current workforce and predict future skills, challenges for the future workforce. As a result they are likely to increase retention, reduce staff turnover and promote within the organisation according to the skills that existing talent has according to Berntson et al, 2006. 

Conducting a strategic workforce preparation activity will allow Parcel Care to understand the requirements of its organisations whilst adhering to the employee lifecycle, taking care of its existing staff as well as build on its existing operating model for future talent to enter it’s workforce, according to Cattermole, 2019. This way everyone in the workforce benefits and gains a sense of belonging, purpose and allegiance towards ParcelCare. 

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 focuses on making sure the business hires people who align with its values and culture, along with the capabilities to align with its goals and purpose, according to Hayden (2024). There are many techniques like Succession Planning and Gap Analysis that can be used to ensure the workforce planning process is carried out successfully.
Succession Planning recognises and grows existing staff to fulfill existing important jobs, it entails future-proofing the business.so it’s equipped with effective leadership and talent for it to thrive. As Al Hajri et al, 2024 notes, one of its strengths is that it supports the recruitment process to ensure the right talent is attracted and retained within the organisation.  This then provides the workforce planning team with tools to support HR with job roles and descriptions for recruitment.
A weakness with Succession Planning can be a volatile process as it seeks to be reliant on predicting future trends. The unpredictable nature of Succession Planning can have a negative outcome for the organisation and could be detrimental to the HR function in providing consistency and security within the workforce.

Gap Analysis studies the similarities and differences between existing talent, skills and future requirements within the organisation. It works by understanding the current needs of staff and seeks to plug the gap to ensure the organisation is thriving in the future.

One of its strengths according to Gibson (2021) is that it adopts a more economical approach, as new recruits are hired according to the business strategy, therefore, time can be best spent focusing on skills training and staff development.
A weakness with the Gap Analysis technique can be that it’s a very laborious process. This can have a disruptive effect on larger organisations, causing long-term sickness by raising stress and anxiety amongst the workforce. Due to this laborious process, will mean extra finances will be spent on HR resources, as there will be an increased need to help with workplace adjustments and support staff returning to work after staff absences.
There’s also the consideration of focusing on predicting a variety of future enablers such as monitoring how many times career progression occurs over an annual period according to Sokol et al, 2024. This process supports internal movement and can also support workforce vacancies for the future. In doing so the organisation can have the employee lifecycle as a mental model and predict staff entering and exiting the organisation and plan accordingly.
By evaluating a variety of techniques, Parcel Care will gain personalised perspective and can predict future trends, address any gaps that are currently occurring such as employee turnover and the reasons why, which are all contributors to their future workforce plan. This process will ensure Parcel Care provides a robust approach that protects them and their workforce, giving them a strong chance of success in competing labour markets.

According to Hayden ,2024, workforce planning focuses on the people strategy, the needs of the organisation and plans to make changes according to the business’ priorities. Techniques that can be used to support the process of workforce planning include, looking at budgets and counting backwards according to Skelton, 2023. Looking at existing budgets and their restrictions can provide companies with a predicted number of people needed to remain within the company and according to its budget, which gives the workforce a sense of reassurance. 
It’s important not to make this process very simplified with a focus on the monetary aspects over the required expertise, which could imply workforce staffing due to low numbers. This approach must consider the labour marking and the require competencies that are needed for the roles, according to Skelton, 2023.
Focusing on employee movement internally and externally according to Finley et al, 2019, can be in the form of conducting induction and exit interviews, allows the organisation to provide stability to existing staff. It also acts as an opportunity to bridge any gaps that have risen from recurring themes based on employee voice.
There’s also the consideration of focusing on predicting a variety of future enablers such as monitoring how many times career progression occurs over an annual period according to Sokol et al, 2024. This process supports internal movement and can also support workforce vacancies for the future. In doing so the organisation can have the employee lifecycle as a mental model and predict staff entering and exiting the organisation and plan accordingly. 
Factors affecting external supply could be looking at shifts in the labour market based on the skills required. This could be in the form of engaging with universities to understand the level of supply required to fulfil future roles. It’s important to note that the data must be credible and looked at in a timely manner to ensure trends are looked at in real-time and not based on older sources, according to CIPD, 2023.
By evaluating a variety of techniques, ParcelCare will gain personalised perspective and can predict future trends, address any gaps that are currently occurring such as employee turnover and the reasons why, which are all contributors to their future workforce plan

A ‘Gap Analysis’ is one technique that can be used to support workforce planning and helps shape business objectives. Gibson,2021 states there are many threats and opportunities that take place in the future. A strength in this process means there’s a more economical approach, as new recruits are hired according to the business strategy, therefore time can be best spent focusing on skills training and staff development. 
One of the weaknesses of using a gap analysis will mean it’s a timely process and depending on the size of the workorce, causes staff absence and stress due to the change and longevity of it. This in turn costs the organisation money whislt HR and management process leavers return to work.
Comparatively, ‘Succession Planning’ is another technique that can be used to support the process of workforce planning. As Al Hajri et al,. 2024 notes, one of its strengths is that it supports the recruitment process to ensure the right talent is attracted and retained within the organisation.  This then provides the workforce planning team with tools to support HR with job roles and descriptions for recruitment. A weakness in this technique is that this process seeks to be reliant on future trends, it can be volatile in its approach as there is no guarantee of certainty, which could have an impact on the HR function.

There’s also the consideration of focusing on predicting a variety of future enablers such as monitoring how many times career progression occurs over an annual period according to Sokol et al, 2024. This process supports internal movement and can also support workforce vacancies for the future. In doing so the organisation can have the employee lifecycle as a mental model and predict staff entering and exiting the organisation and plan accordingly.
The similarities between the two techniques including prioritising future trends that the workforce and marketplace require. Whereas a difference could be that the ‘Gap Analysis’ approach compares present and future trends, whereas the ‘Succession Planning’ technique looks at the present talent pool and plans for the appropriate positions that are required to lead the business.
By evaluating a variety of techniques, ParcelCare will gain personalised perspective and can predict future trends, address any gaps that are currently occurring such as employee turnover and the reasons why, which are all contributors to their future workforce plan.

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) 

When looking at recruitment methods social media is a huge contender to consider according to Ladkin et al, 2016. Social media attracts a global audience and is provides a positive step to ensure ensuring the right talent is targeted, an added bonus for ParcelCare using this method,means organisations that they are ensuring they can be inclusive and diverse in attracting talent on a global stage. 

Another advantage of advertising jobs on social media platforms not only boosts ParcelCare’s credibility, but also is cost effective as it can pay for targeted ads to run. 
A weakness to advertising on social media is, not everyone uses social media, and considering we have a multigenerational workforce according to McCabe et al, 2024.  It’s important to cover all mediums of advertising rather than marginalising a group of individuals who could be excellent candidates, but ParcelCare are not exposing them to their roles, e.g via newspapers.
Job fairs are another avenue ParcelCare could consider, especially when thinking of attracting freshly qualified talent, this is a great opportunity to meet potential workforce colleagues in a relaxed and informal way according to Donaldson, 2016. This shows great brand recognition for ParcelCare and gives entry level candidates with the opportunity to ask questions and to understand the company culture in a short space of time.
The weakness around this is that typically mainly entry level jobs tend to be advertised at job fairs, and for people who are seeking more senior positions, may require them to be active on social media , meaning a proportion of the workforce may not be recognised, leading to lack of inclusivity and diversity according to Andersen, 2021.
A method in the selection process could be asking for employee references. By having a character references from a previous colleague could provide vital information about the make up of the candidate applying for the role and would allow Parcel Care to make the experience as welcoming as possible for the candidate.
However, a weakness could be the referee may not be on good terms with the candidate and could show negative biases towards the candidate, making it unfair for the candidate before starting their position. Another weakness could be that the candidate has not informed the employer of their leaving date due to poor company culture, and requiring a reference before being appointed could cause problems for the candidate in their existing substantive post, according to CIPD,2022a.

Assessment centres will provide Parcel Care with an understanding of the skills and competencies that the talent pool will offer. With the range of activities will ensure ParcelCare hires the right person based on the personal specificiations of the job description A weakness to this process requires a lot of existing employees to attend and assess the candidates, costing time, money and productivity to Parcel Care’s workforce, owing to the amount of administation required for the assessment centre. 
Selection interviews are a method that can be used in the selection process. In terms of reliability, a strength using this method is that the interviews are created with the same questions that are succinct, with a set measure making this process fair and without bias, according to CIPD, 2024.
 A weakness, with interview questions not being structured, means that candidates are not provided with the same structure as one another, leading to a lack of consistency. Confirmation bias can be an enabler in the selection process, which can diminish the validity of the process, especially because they are so subjective, according to Kappes et al, 2020

Psychometric testing is another selection method, its strength means that assessors can compare profiles, and values with the personal specification, which shows how the candidate will align with the wider organisation. With advanced technology using AI and psychometric testing offers more efficiency as it enables organisations to administer the tests to a wider audience at the same time as well as AI enhancing the accuracy and results too, according to Herbert, 2024.

 A weakness in its reliability, could be that these tests are costly and require funding and a facilitator to administer, therefore requiring an additional resource, as well as making sure the process is consistent during every interview process. If the tests are the same test from the same provider, means that there’s less chance of bias and more chance of increasing diversity within the organisation.

Overall by having a variety of activities and assessments during the recruitment and selection process, ParelCare is ensuring it captures the right talent across a breadth of audiences. This not only builds their credibility and reputation but shows they are able to work with agility to find the right candidate. As Picardi, 2020 states, all (recruitment) techniques are to be fair and consistent amongst all job candidates. 

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)
There are many reasons and considerations as to why staff leave or remain in an organisation. These include cultural expectations, leadership styles to how often they are recognised according to MCB University press et al, 1979.

It's important to look at the reasons why ParcelCares employee turnover rates are higher than they should be. One of the main two factors could be firstly, looking at avoidable and unavoidable retention rates, for example not progressing staff with career and development opportunities would be considered as avoidable turnover, according to Woodhams et al,2022. Where as people choosing to retire or move to a different city/ country are unavoidable reasons why people would leave.

Secondly, it’s equally as imperative to look at the push and pull factors into employee behaviours when choosing to leave Parcel Care. Push factor look at what is happening and the culture within a company that’s making employees leave, for example these reasons could include, but not be subject to, poor leadership and micromanagement. Where as the pull factors look outside of the organisation, and consider career growth opportunities or competitive salaries for similiar similar roles, according to CIPD, 2023j.

By understanding what contributes to employee movements within a company it’s important that ParcelCare invest in understanding their current company culture and how employees are showing up to work. Actively seeking methods and activities to understand what would keep employees and address any gaps that would make employees grow and remain within ParcelCare, will support the organisation long term.



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) 446

‘Realistic Job Previews’ (RJP) allows prospective new employees understand their role and responsibilities in its entirety, this will include any issues that may occur along the way. Retention is restored When by approaching people in a clear and pragmatic manner. It allows the company to develop trust and build a strong rapport from the first point of contact, according to CIPD, 2022a. 

An example of RJP is job shadowing, in this instance a personnel from Parcel Care could observe a day with the parcel sorting team.

The benefits of adopting Adopting this approach for ParcelCare, are less likely to have employees leave and can manage expectations along the way leading to stronger employee retention. RJPs despite demanding resource time from HR, as it’s up to HR to design and delivery this approach productively and timely, in the long term will save time and staff turnover for new starters.

Corporate induction sessions offer a guiding hand to new employees, it makes making them feel welcome and integrated into the company. An example of this would be for new starters to attend an organised day at the office to learn about the organisation.

It’s also an opportunity to meet other colleagues within the organisation as well as gain an understanding of company culture according to Woodhams et al, 2022. As an organisation this leaves a very long-lasting first impression and has connotations of longevity with employee retention. 

Typically, induction programmes are designed for new starters, however it’s important that organisations’ invest in informing existing colleagues of their roles and responsibilities as well as the organisation’s expectations, to retain them, Woodhams et al, 2022. 

Job enrichment allows for a positive experience for both new and exisiting existing employees as it allows for employees to feel respected and trusted in their current roles.and as As a result employees are more invested and fueled fuelled to continue with their role and remain loyal within the organisation, according to CIPD,2024b. It’s important to note that job enrichment may require a variety of resource to ensure the role is current and aligned with current labour market roles and trends. 

For example giving the option of hybrid working in a traditionally office-based role, is to maximise retention rates. It's important that this model is always analysed and monitored by people professionals, according to CIPD, 2023p. 

Finally, reward systems are highly linked to an individuals intrinsic motivation, which we know has greater benefits over extrinsic motivations according to Agyei, 2022. By creating meaningful relationships and rewarding employees, often with no financial impact on the organisation, can have profound effects on an employee’s longevity in their existing role. The impact means they benefit new and existing employees as they provide constructive and positive feedback which gives a person a sense of pride and belonging to an organisation.


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 will lead to ramifications, when key or high-performing individuals decide to leave an organisation. It becomes very unsettling for teams and the organisation as a whole, according to Gong et al,2019. Not only are their there cost implications but also other workers are dependent on their absence resulting in an unfavourable impact on employee experience related to workforce motivation, people and productivity, according to CIPD, 2024.

There are factors that occur when this happens, these include direct costs to the organisation such as creating new job adverts for new roles. This implicates existing resources, as they need to create the job adverts to recruit for the new roles, assess the applicated and carry out job interviews. 

This also add to the People team’s existing workload as they must carry out exit interviews, ensure the recruitment and onboarding process is timely and effective, as well as ensuring the appropriate training sessions are conducted, adding additional costs to the organisation. If there is consistently high turnover this process can create low morale to staff and impact their productivity, as well as company culture and brand reputation, according to König et all, 2022.

There are also indirect costs that take place when it comes to the people who work within the organisation. Taking the example of an experienced member of staff leaving, they take their skills, expertise and reputation with them. This can impact external relationships with the organisation as well as employee morale. It's important that organisations support the employees who are impacted. If not supported, it can lead to further employees leaving too, according to Negruti, 2015.

When an organisation hires an employee there is an expectation for them to remain for a certain amount of time before moving on. Organisations make huge investments in job adverts, recruiting, training and retaining staff. However, when it becomes dysfunctional it’s important for senior leaders to act quickly and effectively and work very closely with the people teams to mitigate any further risks. 

9.ParcelCare employs the majority of employees on permanent, full-time contracts. You feel these contracts have their place, but it is time to consider whether other types of contractual arrangements could be beneficial to the organisation, especially when demand for delivery services increases and decreases. Assess the suitability of permanent, full-time contracts for delivery drivers as well as two other types of contracts. (AC 4.1) 


The Employment Rights Act 1996 sets out the right of all employees and workers to receive a written statement of initial employment particulars, as Daniels, 2022 writes.

Parcel Care has a duty of care to its delivery drivers. Permanent, full-time contracts are permanent posts where employees are contracted to work a set numbers of hours per week/month. Having permanent employees will give stability and consistency to the drivers, meaning the drivers can plan their days around their working hours, and as a result, are privy to company benefits. which This approach is suitable and means Parcel Care have strong and reliable people working for them. The benefits mean, drivers will have regular wages, employee rights such as annual leave and sick pay, according to Ayling et al, 2023. Providing permanency for an employee, allowing the employee to plan as well as the organisation to retain its staff, causes less strain on HR resources. Legally, according to Daniels, 2022 it means that employees have rights for many issues such a family leave, dismissals and redundancies. 

Employing drivers on zero-hour contracts would benefit Parcel Care as it means as an organisation, it can respond to market trends such as hiring more staff during busy periods, without having major cost implications for the organisation. As the title for drivers working on zero hour contracts are ‘workers’, it means they do not have the same rights or benefits as permanent employees, according to Ayling et al, 2023. 

The title for drivers working on zero hour contracts are ‘workers’, it means they do not have the same rights or benefits as permanent employees, according to Ayling et al, 2023. This means in cases of unfair dismissal, they will not have the same rights as permanent employees, this could result in a poor reputation associated with the organisation if many workers face any challenges with their contracts.
Zero hour contract hours/shifts are given to employees according to the business needs. They benefit the ‘gig economy’ as freelancers can work for a period without having to commit to a company’s ethos, they simply complete the job and leave according to Ravalier et al, 2019. 

The disadvantage to this is that there is no consistency to the work and people are prone to human error.  In terms of employee motivation and productivity it maybe lower than those on permanent contracts owing to the instability and lack of belonging to a workplace and role. It would be up to ParcelCare to ensure that there are enough staff available to cover all shift patterns depending on business demand,to enable continuity of the service, according to CIPD, 2021c.

Taking the example of tTemporary and fixed term contracts, can be an advantage to both employees, workers and Parcel Care. This can be most effective in the lead up to very busy periods such as Christmas in the UK, according to CIPD,2022f . By offering staff a set number of hours over a short-term basis can mean Parcel Care can meet their business demands without having to commit to long-term contracts. 

Under the Employment Rights Act 1996, temporary staff can be classed as employees or workers, which can pose a grey area as their rights will be impacted according to their status in their contract, according to Daniels, 2022.

One of the benefits to staff is that they have a schedule and a working pattern to support their own working lives. They work intensely over a short period of time and know how much they can expect. The downside leads to low morale and low retention rates,resulting in high recruitment costs to the organisation, CIPD, 2024. could be the same as the zero hour contract workers where morale and productivity could be impacted owing to no long term stability. 


To conclude, offering permanent contracts gives staff the security of payment, setting schedules means staff can plan between work and life and can build relationships with their team members which can add to positive productivity and strong performing teams. It’s important for Parcel Care to weigh up the pros and cons and could offer zero-hour contracts to the same people to ensure there is some familiarity, which could save on costs with training and additional admin on HR, according to CIPD 2022f.


10. At present, an ad hoc approach is taken to onboarding and typically involves the line manager ensuring new starter forms are completed and health and safety training provided.  You identify that onboarding can be improved but first need to convince others that investment in this area is worthwhile.  Explain the benefits of effective onboarding. (AC 4.2)

Providing planned and considered onboarding will benefit ParcelCare in the short and long term in terms of employee retention, engagement and productivity according to CIPD 2023.Woodhams at el, 2022 recognises that a benefit of a successful onboarding process means ParcelCare mitigate the risk of ‘induction crisis’, allowing for a calmer and more supported workforce. 

Woodhams et al 2022 understand that, when new staff are aware of Parcel Care’s mission, purpose and values it gives room for staff to feel part of the organisation. This process gives clarity to one another roles and responsibilities, and allows for questions to be asked in a safe space to limit any mistakes in the future, that could be costly to ParcelCare.

A key benefit of effective employee onboarding means employees remain within the organisation as they are truly welcomed and onboarded by key stakeholders, this means any questions can be answered there and then and reassurances given. This promotes psychological safety and employee wellbeing, meaning employees are more likely to stay long term as they understand the company culture and ways of working, according to Negruti, 2015. 
By investing in a structured onboarding process ensures employees gain a sense of belonging to the organisation, which means staff are likely to stay and invest in themselves and ParcelCare’s long term vision. Another benefit contributes to staff well-being, as we know that happy staff do not occur additional costs of HR in terms of re-advertising posts, interviewing new starters and high turnover, this is particularly apparent in Gen Z’s in the workforce according to Chillakuri, 2020. In not doing so correctly, not only is it damaging to company culture and staff morale, but creates a bad reputation and brand identity in the job market.
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