
AC 1.1 

A labour market refers to a place where workers and employees interact with each other and serves as an indicator of economic health (The Economic Times, 2024). To minimise the threat of new entrants to the market, ParcelCare must achieve competitive advantage, which can be aided using multiple tools to generate ideas and help make decisions.

ParcelCare could use a SWOT analysis to ensure strategic placement in competitive labour markets. SWOT analysis can be defined as a ‘planning tool which seeks to identify the Strengths, Weaknesses, Opportunities and Threats involved in a project or organisation’ (Haan, 2024). This tool would help ParcelCare assess their competitive position within the market. SWOT analysis is generally simple to carry out due to the four-box framework it uses, and it encourages the development of strategic thinking. If this is utilised to assess the internal and external factors it can help to build a clear picture of what areas may need more focus or any opportunities that can be seized (Haan, 2024).

As well as this, the organisation could also then use a PESTLE analysis. A PESTLE analysis is 
broad fact-finding activity around the external factors that could affect an organisation’s decisions, helping it to maximise opportunities and minimise threats. It has 6 categories that asses different impacting factors: Political, Economic, Sociological, Technological, Legal and Environmental. Helping decipher anything that may pose risk to an organisation and its industry to enable a more informed decision to be made (Battista, 2024).

These tools are likely to suggest approaches that help ParcelCare mitigate the threat of new entrants and ensure they are strategically positioned such as developing a strong and established employer brand that has credibility with potential candidates (Aaker, 2023). ParcelCare may also want to enhance their Employee Value Proposition by focusing on intrinsic motivators like career progression and training, as this is important when attracting employees who looking for stability in a volatile gig economy (Armstrong & Taylor, 2020). As well as this there will be clear threats and weaknesses highlighted such as rapid advancements in technology such as AI and same day delivery options that may mean competitors can often offer a cheaper and faster service than ParcelCare may be able to, leading to challenges relating to managing costs whilst remaining competitive (Office for National Statistics, 2023).

If ParcelCare doesn’t utilise these methods, there is a risk that the business will be misinformed and unaware of both external and internal factors that could impact it. This could potentially lead to a loss of strategic position and a risk of malformed decisions costing ParcelCare greatly.

AC 1.2 

There are two main different types of labour market conditions. These are tight and loose labour market conditions, tight labour market conditions refer to when ‘vacant jobs are plentiful and available workers are scarce’ (Office for National Statistics, 2022). Meaning organisations will find it harder to attract and retain candidates and be actively competing with what other organisations are doing to hire candidates.  

This may mean ParcelCare have to offer a more competitive salary or enhanced benefits package to attract new and retain existing talent. This can include both intrinsic and extrinsic benefits such as offering private health care to employees or implementing career development pathways for employees. Another response to this market condition could be to increase automation within depots/delivery centres to reduce the need for ParcelCare to have to recruit human labour. These adaptions should help ParcelCare maintain a stable workforce in this environment (Wanrooy et al., 2013)

In comparison to this, loose labour market conditions refer to when there are few vacancies and lots of jobseekers (Boys, 2024). This means that organisations have more flexibility when hiring as the job seeker pool will be large and competitive with fewer employees likely to resign from their roles.  

In situations like this, ParcelCare may be able to attract top tier talent at a lower cost than if the labour market was tight. As unemployment is generally high in these situations, recruiting in this market can mean an organisation finds it hard to find a candidate that matches the exact criteria of the role, so it may be more useful to train/upskill and develop internal staff who already possess these qualities (Rees & Smith, 2017), as this will reduce recruitment costs and improve productivity.


AC 2.1

Workforce planning (WFP) can be defined a way to helps you identify business problems and workforce implications and translate them into tailored solutions (CIPD, 2023), the process is usually monitored continual to maximise the positive outputs this process can bring. When carried out effectively, WFP can have multiple impacts on organisations, such as:

Skills development: As WFP activities involve identifying future skill gaps and current workforce needs, this would enable ParcelCare to be proactive in mitigating any problems related to this by giving them the time and information needed to upskill and develop their employees to overcome any challenges. This also aids in facilitating succession planning within the organisation (Organ, 2024). 

Reduce costs: By carrying out effective planning, ParcelCare may be able to reduce their recruitment, training and operating costs. As a result of this, they may be able to increase the number of benefits they offer employees (CIPD, 2023).

Increase retention: If you can provide training, development and internal mobility to the existing employees, rather than recruiting new employees, you are more likely to retain these employees as they feel united and motivated (Organ, 2024).

Operational efficiency: If ParcelCare can effectively predict workforce trends, they will be able to plan ahead to meet increased/decreased demand by adjusting the staffing level to minimise any issues associated with this (People Management, 2022). 

Providing data to support HR decision making:  Workforce planning elevates the need to make impulsive decisions by providing data and statistics to help HR professionals and within ParcelCare make informed practical decisions that will likely present less business risk (Organ, 2024).

In conclusion, there are many benefits ParcelCare can reap by implementing effective workforce planning, although it can take time to put into place, it is often crucial in ensuring organisational success and efficiency (Organ, 2024).


AC 2.2

There are a wide array of techniques that can be used to support the process of workforce planning, however, this answer focuses on succession planning and reward and recognition.

Succession planning is ‘identifying and growing talent to fill leadership and business-critical positions in the future’ (George, 2024). The advantages to ParcelCare include retention being boosted as talented employees are aware of progression and development opportunities within the organisation. As well as this, when the time comes for employees to progress up into higher level roles, the transition is eased by previous preparations that occur during the succession planning (George, 2024).This means there are less likely to be extended periods of time where certain roles are unfilled, which will increase efficiency and lead to a greater sense of stability amongst stakeholders (Ritchie, 2019).

Linking closely to this, another advantage is that succession planning will allow ParcelCare to be proactive instead of reactive (Ritchie, 2019). In turn, this enables ParcelCare to mould their employees over the period of progression to possess the exact skills and characteristics the organisation needs to be successful.

Despite this, there are various drawbacks to carrying out succession planning is that the process is extremely resource-intensive in terms of time, money, data and staff (Dennison, 2024), so it is vital ParcelCare have these resources available in abundance to ensure the success of the succession planning process. Following on from this, in order to ensure the process works effectively at ParcelCare, it will need the buy in of the senior leadership team. Without this, 70% of succession plans fail within 2 years. (Dennison, 2024).

The next technique is using a cost-benefit analysis. A cost-benefit analysis involves a comparison of projected costs and benefits associated with an organisational decision and whether it is viable from a business perspective (Stobierski, 2019).

It may be advantageous for ParcelCare to utilise this method to help the organisation make an informed decision that is based off data, limiting any room for bias. This method shows an evidence-based evaluation of all the options, which can help ParcelCare choose the correct projects and act faster on implementing those (Patel, 2024). 

As well as making the decision-making process easier and fairer, this method can also help uncover any hidden costs and benefits to each project as the method forces you to outline every cost whether it be potential or actual as well as indirect costs such as utilities or insurance, allowing the organisation to be more aware and cost efficient. These indirect costs are likely to increase at busier periods such as Christmas, especially if ParcelCare hire more staff then (Stobierski, 2019).

Despite this, there are drawbacks to cost-benefit analysis such as that incorrect data can lead to incorrect results. This means if any costs are wrong and that option is chosen, it could mean ParcelCare take a decision that is not as effective, meaning that the time and resources put into the analysis were wasted (Hayes, 2024).

Linking to this, a cost-benefit analysis can be very resource intensive and is usually not viable for long-term projects. This is due to the fact that there is more room for the results to become skewed as it is harder to predict the future the further into it you go, meaning if anything changes in the time frame for ParcelCare, they would have to start again to ensure they decision make is most efficient (Stobierski, 2019).

AC 2.3 

The main difference between recruitment and selection is that recruitment can be defined as the process of actively seeking, finding and hiring candidates for a specific position or role (Sage, 2023). Selection forms part of the recruitment process and refers to the selection of a candidate who is best suited to the role.

There are multiple different recruitment and selection methods ParcelCare could utilise, however this answer will focus on:

Recruitment Methods

Refer a friend: Refer-a-friend schemes encourage employees to recommend candidates for job vacancies. This method accelerates the recruitment process and provides access to trusted talent with similar skills and mindsets, potentially addressing turnover issues (Pieper, 2015). It is also cost-effective compared to external methods like recruitment agencies, enabling savings to be redirected to areas such as training and development (Efti, 2021).

However, over-reliance on this method may harm workplace diversity, as referrals often bring in individuals with similar backgrounds. Additionally, it can introduce bias, favouring referrals from valued employees, and may cause ParcelCare to overlook better-suited candidates from other sources (Fernandez & Weinberg, 1997; Peccei & Lee, 2005).

Recruitment agencies: Recruitment agencies are a method of external recruitment that hired by companies and organisations to find suitable employees (TotalJobs, 2024).

The advantages of utilising a recruitment agency to conduct your recruitment include that it would provide ParcelCare with access to a larger talentpool than that of their own. Many recruitment agencies have both passive and active client lists in multiple specialist industries who they can approach to apply for the role (Van den Brink, Fruytier & Thunnissen, 2013). As well as this, using recruitment agencies can result in time saving regarding sourcing candidates and sifting through CVs and shortlisting candidates (Global Hires LLC, 2024).

Despite this, the drawbacks of using recruitment agencies include the lack of control ParcelCare would have over this part of the recruitment process as this would be outsourced. This could potentially lead to a candidate who isn’t the best fit being shortlisted or selected, as ParcelCare only see a few of the applicants that are deemed suitable (Breaugh, 2013). Another drawback is the high cost of recruitment agencies, who often charge a fee and a percentage of the candidates starting salary, making this option costly when relied on heavily. It may be better to use recruitment agencies for pinnacle specialist positions within an organisation, rather than for positions that may be easily filled via in house recruitment (Compton, Morrissey & Nankervis, 2014).

Selection Methods:

Psychometric testing: Psychometric tests are a standard and scientific method used to measure individuals' mental capabilities and behavioural style (Institute of Psychometric Coaching, 2024). They also assess a candidate’s suitability for a job vacancy.

The benefits of using psychometric tests include that they provide a way to carry out an objective assessment of a candidate’s behaviours and abilities whilst removing the bias from the situation. As well as this, these tests are usually standardised, asking similar questions to candidates, making the result comparison and selection process easier and more consistent (Svendsen, 2023).

Despite this, the drawbacks to psychometric testing include is that they can sometimes create a false sense of certainty and can take away from natural human judgement when recruiting candidates (Svendsen, 2023). This can mean that psychometric testing should be used alongside other selection methods to try and prevent this. Following on from this, psychometric testing is also expensive to implement, especially if used alongside other costly method, so ParcelCare may opt for a cheaper method that can be used alone (Bartram, 2005).
	
Assessment centres: Assessment centres are a place where people are tested and interviewed for a job with a range of tasks/activities relevant to the job role being recruited for (Cambridge Dictionary, 2024).

There are multiple advantages of using assessment centres, that include that they give an employer an in-person insight into a candidate’s skills and behaviours, which can also aid knowledge of whether the candidate would be a good fit for the company culture (The Open University, 2024). Coinciding with this, assessment centres can be a great tool for appointing leadership roles, as they test a wide range of skills such as teamwork, management and delegation as well as many others compared to that of psychometric testing that is more limited (University of Oxford, 2024).

However, assessment centres can be extremely stressful for candidates (Archer, 2015), which hinders their performance, limiting the effectiveness of the assessment centres and the appointment made. Assessment centres can also be very resource heavy, as they require a lot of time, money and organisation to execute effectively (Gandhi, 2023), which may mean this is not a viable option for ParcelCare unless they are recruiting for high level positions in large groups.


AC 3.1 

There are two types of turnover within an organisation, these are avoidable and unavoidable turnover. Avoidable turnover refers to turnover that could’ve been prevented, for example, an employee leaving because of bad management practices or no career progression. 
Whereas unavoidable turnover refers to turnover that couldn’t be prevented such as retirement (Peters, 2024).

Linking closely to this, there will be push and pull factors that influence employees to leave ParcelCare. Push factors are the negative aspects that ‘push’ an employee to leave a company like ParcelCare such as job dissatisfaction or a toxic workplace culture. However, pull factors are positive external attractants that ‘pull’ employees away from their current roles such as higher wages or a better benefit package (Bevan, 2023).

It may be of use for ParcelCare to identify resignation reasons and categorise them in order to have a better insight over whether their turnover is avoidable or unavoidable, what the push and pull factors are for employees and whether any of this can be mitigated to lower the rate in line with internal targets. A way to do this is to carry out exit interview with employees who have resigned and ask them questions that help provide these details (CIPD, 2021).

As I do not know what the internal target is for ParcelCare, I am unable to advise whether this is achievable for the industry/business ParcelCare is in, but it may be worth noting that the target may need to be brought into line with industry standard to ensure it is more accurate.

AC 3.2 

Retention can be defined as the number of employees retained by an organisation (Peters, 2024). If retention of warehouse staff is an issue for ParcelCare, they may want to consider the following approaches to retention:

Realistic Job Previews: 

These provide candidates with an honest and clear picture of the job role and what it entails/demands. This enables candidates to have an accurate expectation of the role itself, and if they do not think it is suitable for them, they can walk away before being hired as an employee.

This approach is suited to repetitive, physical roles. So, it would be useful for ParcelCare to utilise for their warehouse roles to prevent and reduce turnover levels. It is more likely that candidates who choose to go forward for the hiring process after carrying out a preview are more likely to have higher levels of job satisfaction and therefore not leave their role as quickly (Vulpen, 2023).

However, it is important to note that sometimes RJPs can emphasise the negative aspects of a role which unintentionally deters candidates who may feel these override the positives of the job role (Indeed, 2024).

Induction Programmes: 

Induction programmes can aid in helping employees feel connected and engaged as these structured programmes help employees settle in and learn the ways of the role/ organisation. For ParcelCare, this can be combined with other retention methods to further reduce turnover (McCarteny, 2023).

Despite this, induction programmes can lead to detachment from daily operations if induction sessions are lengthy and heavily informative, so this would be something for ParcelCare to bear in mind when considering this method (SThree, 2024). As well as this, regular training is needed after the induction period ends in order to maintain the benefits of this method.

Job Enrichment:

Job enrichment can be defined as the process of enhancing an employees role to include a wider range of tasks and responsibilities, usually with increased complexity (Deel, 2024).

This method can be utilised alongside induction programmes to ensure that staff are engaged. In warehouse roles such as at ParcelCare, job enrichment can be crucial to ensure that job roles are rewarding and the employees are engaged. This would be a cheaper way for ParcelCare to engage its workforce.

However, job enrichment methods can often be costly and take time to display the positive effects. Linking to this, adding increased responsibility to employee’s roles can lead to an increase in employee stress if not managed correctly, which could negatively impact ParcelCare’s retention (Indeed, 2024).

Reward and Recognition:

Reward usually refers to financial provisions made to employees, whereas recognition usually refers to seeing, hearing and acknowledging efforts made by employees (Cotton, 2024).

Ensuring that you reward and recognise employees can mean that ParcelCare can begin addressing the competitive market pressures such as tight labour market conditions. It will also begin to foster an engaged workforce where employees feel appreciated and valued (Rodriguez, 2024). 

On the contrary to this, reward and recognition methods can be extremely costly to implement and they mut be accompanied by other retention methods, such as job enrichment, in order to make sure that there is intrinsic motivation amongst staff instead of just extrinsic (Christopher et al., 2023).


AC 3.3 

Turnover is the proportion of employees who leave an organisation over a period of time (Peters, 2024). There are times when turnover can be beneficial for an organisation, for example, it can enable an organisation to relieve themselves of quiet quitters and welcome new employees with drive and fresh perspectives (Sullivan, 2023).

However, when skills are scarce, roles are hard to fill and turnover is high, this can be problematic for organisations (Peters, 2024). This can be referred to as dysfunctional turnover can impact an organisation in many ways such as increased costs due to constant recruiting, hiring and training of new employees (Cholteeva, 2022). This can then in turn negatively impact organisational reputation making it harder to attract top talent as they are likely to be deterred from an organisation that is repeatedly hiring for a role, as this signifies, they cannot retain anyone to fill it (Tatum, 2023).

As well as this, it can also lead to a breakdown in company culture causing a misalignment with organisational mission statements and values. This has a cyclical effect on turnover, which is also likely to increase turnover level as employees are more likely to leave due to this (Cholteeva, 2022). Therefore, it is inherently important to address turnover levels at ParcelCare in order to mitigate any of these impacts and try and find a resolution to any high turnover levels.

Dysfunction turnover can be defined as a type of voluntary turnover where high performers or top talent leave the organisation, which in turn can negatively affect organisational performance (Cosentino, 2023).

If left unaddressed, dysfunctional turnover can lead to gaps in organisational skills and knowledge. This can lead to decreased work quality whilst increasing workplace errors, for ParcelCare, this could dramatically hinder the overall productivity of the company and customer satisfaction (Wessels, 2024).

As well as this, dysfunctional turnover can also damage a company’s reputation making it harder to retain and attract talent to fill any gaps/roles. For ParcelCare, this could mean the problem of retaining and attracting talent is being made more difficult and costly as candidates are likely to be deterred from an organisation that is repeatedly hiring for a role, as this signifies, they cannot retain anyone to fill it (Tatum, 2023). 

Linking closely to this, it is also likely that the company culture will be damaged by this as morale decreases when remaining employees are landed with extra responsibilities left behind by those who have left (Cholteeva, 2022). In turn, this can lead to burnout and decreased job satisfaction, so it is paramount that ParcelCare address turnover level to mitigate any potential impact it may bring.



AC 4.1

There is a variety of contract types that organisations can use to employee staff, including permenant, full time contracts that ParcelCare are mostly using for their delivery drivers. Permanent, fulltime contracts are a written agreement between an employer and an employee with no set end date for the full duration of an organisations working hours (Morris, 2024).

Although this information has not been provided, I am going to assume that the volume of work is high enough for permanent employees to carryout year-round. To assess the suitability in more depth, I would need to see how many drivers and deliveries there are on average.
 
The contracts can be suitable in that they will provide ParcelCare with financial stability as they can budget salaries effectively, as opposed to with fixed term contracts, where this is harder to do (Morris, 2024). As well as this, permanent contracts can help build trust, offer security and foster a stronger psychological contract with the employee which will likely mean they have increased loyalty and engagement with ParcelCare (TotalJobs, 2024). This is especially important as many delivery drivers work alone, without regular visits to an office space, so maintaining motivation levels is crucial for ParcelCare.

However, there are drawbacks to permanent fulltime contracts, which include that they are a big commitment. If there are ever periods where workload dips, ParcelCare will still have to pay the employee each month regardless of if there is work there for them or not (Toovey, 2023). Linking to this, permanent contracts can be inflexible in situations where there is not enough workload as ParcelCare will not be able to legally terminate the employment contract quickly or without paying a notice period/settlement agreement (Ongori, 2007).

Fixed term contracts can be defined as an employment contract with a specific end date (GOV.UK, 2016). Utilising fixed term contracts could benefit ParcelCare as they offer the flexibility that permanent contracts don’t. This means that ParcelCare could use these contracts to scale up their workforce of delivery drivers at busier periods, such as Christmas and scale it down in quieter periods such as summer. As well as this, fixed term contracts can also be extended, so if ParcelCare need to keep drivers on for longer, they can do this up to the point of 4 years, where then the employee must become permanent. This can be useful when covering long term sickness periods of other employees as the duration can be variable (Morris, 2022).

Despite the benefits, there are also drawbacks to fixed term contracts. Such as, that it can be harder to recruit for and fill fixed term positions as many candidates are looking for job security (Morris, 2022). When employees are employed on FTCs, there morale may differ to those who are on permanent contracts due to this.

As previously mentioned, another drawback of FTCs is that after a continuous 4 years, employees are automatically considered permanent, which then reduces the flexibility ParcelCare once had dramatically (GOV.UK, 2016).

Lastly, ParcelCare may use employment agencies, which hire staff on behalf of the organisation. This approach offers flexibility to adjust workforce levels according to workload demands, as employees are contracted by the agency, not ParcelCare. Additionally, it saves time, money, and effort, as the agency handles the recruitment process (PagePersonnel, 2023).

Despite these benefits, it is important to consider that the use of agencies and agency workers is extremely costly, and relying on this method of employment/recruitment of staff too heavily is not advised due to this (Crown Commercial Service, 2020). Following on from this, using agencies can mean ParcelCare have less control over the recruitment process and what employees are working for them. This presents its own issues such as attitude differences, work ethic differences and training differences between these staff compared to the permanent staff (RE Recruitment, 2023).





AC 4.2

Onboarding can be defined as the process of introducing a newly hired employee into an organisation (Workable, 2024). Improving the onboarding process at ParcelCare from the current ad hoc approach can bring a range of benefits to the organisation.

One of the main benefits is that an effective onboarding process can result in an improved workplace culture (Patel & Mohanty, 2023). This is due to fact that an effective onboarding process will introduce new starters to the company norms, values and expected behaviours which helps foster a sense of unity and belonging (Bravely, 2022). 
In turn this directly positively impacts retention, increasing the likelihood of employees staying with the organisation for long time periods (Bell, 2021). If employees are effectively onboarded, they are likely to have enhanced job satisfaction. This is because the onboarding experience will provide tools, resources and information needed for the employee to feel competent and understand the breadth of their role fully. (Efectio, 2023) An example of this could be job shadowing, which is carried out as part of the onboarding process to allow employees to observe their role being performed.

Lastly, an effective onboarding process will make the integration of new employees much more efficient that is currently is at ParcelCare (Kalantre, 2024). If employees are intergrated efficiently, they will likely need less supervision and training to carry out their role effectively, this in turn can mean management and other staff can focus more on their critical tasks (HiveLearning, 2024), leaving less room for a decrease in productivity (Travers, 2024).
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