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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) 


The CIPD (2024f) highlights that understanding labour market trends, demographics, and employment patterns is essential for effective people strategies. A key step in strategic positioning is competitor analysis, focusing on areas such as employee experience, rewards, and culture (CIPD, 2025a). This involves evaluating the strengths and weaknesses of other employers in the market, particularly in terms of their employee experience, reward strategies, and workplace culture (CIPD, 2025a). For instance, if competitors excel in flexible working but lack robust career development pathways, an organisation might position itself by prioritising learning and progression as a distinctive advantage (Peters, 2023).

To achieve strategic positioning, ParcelCare must ensure that its human resource management (HRM) practices are closely aligned with its overarching business objectives (Marchington et al., 2020). As Taylor and Woodhams (2022, pp. 53–56) emphasise, strategic HRM entails the integration of workforce planning, organisational design, and an informed understanding of external labour market dynamics to effectively support the organisation’s long-term goals. This alignment is essential for developing employee value proposition which is central to effective employer branding (Marchington et al. 2020) ParcelCare should aim to become an employer of choice, one that attracts and retains talent through a consistent and compelling employee experience (Baker, 2014). This involves offering meaningful work, supportive leadership, growth opportunities, and a positive, inclusive culture (Baker, 2014). A clear and authentic brand helps attract candidates who align with the organisation’s values, which is especially important in competitive labour markets (CIPD, 2025a). 

Strategic positioning involves aligning reward strategies and organisational culture with employee expectations (CIPD, 2025a). While competitive pay remains a key component of attracting and retaining talent, non-financial rewards such as recognition, autonomy, and work-life balance are equally important (Maharvi and Ahmad, 2022). The CIPD (2025a) highlights that a total reward approach, encompassing both tangible benefits and intangible elements like meaningful work, supportive culture, and personal development can significantly enhance employee engagement and organisational performance. Furthermore, evidence shows that non-financial rewards such as recognition, have a measurable impact on motivation and performance, reinforcing the strategic value in reward design (CIPD, 2025a). To summarise by analysing competitors, building a strong employer brand, and aligning reward and culture with employee expectations, organisations can differentiate themselves and attract the talent they need to thrive (CIPD, 2024g). The CIPD (2025a) emphasises, success in recruitment and retention increasingly depends on how well organisations understand and respond to the evolving needs of the workforce.




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

The UK labour market has experienced significant shifts, influencing how organisations like ParcelCare approach resourcing (VQ Solutions, no date.). Employers now operate in a complex environment shaped by persistent skills shortages, evolving employee expectations, and economic uncertainty (CIPD, 2024a; Wilton, 2022). These factors are influencing recruitment, retention, and workforce planning strategies across various sectors, including logistics and delivery services (Wilton, 2022).  According to the CIPD (2025g), a tight labour market where demand exceeds supply leads to low unemployment and high vacancies, in contrast, a loose labour market is characterised by an oversupply of labour, leading to higher unemployment and fewer job opportunities. To navigate these dynamics, organisations can use PESTLE analysis to assess external factors Political, Economic, Social, Technological, Legal, and Environmental and inform strategic HR planning (CIPD, 2025i).

One of the most pressing challenges highlighted by the CIPD (2024a) is the tightness of the labour market, with many employers continuing to report difficulties in filling vacancies. For ParcelCare, which relies heavily on operational staff such as drivers and warehouse operatives, this means that traditional recruitment methods may no longer be sufficient. The company may need to broaden its talent pool by offering flexible working arrangements, investing in training for underqualified applicants, or targeting previously untapped labour segments, such as older workers or career returners (Rose, 2022). The CIPD (2024a) highlights wage growth as a defining feature of the current labour market, driven by inflation and heightened competition for talent. For ParcelCare, this creates upward pressure on pay, particularly for frontline roles. To remain competitive, the company may need to reassess its compensation strategy, incorporating non-financial benefits such as career development, wellbeing support, and job security factors increasingly valued by job seekers (Perkins & Jones, 2020). Rose (2022) emphasises that effective reward strategies should align with organisational objectives, support workforce diversity, and remain responsive to evolving labour market conditions.

Another critical factor is the shift in employee expectations post-pandemic (CIPD, 2025b). Workers are placing greater emphasis on work-life balance, job purpose, and employer values (CIPD, 2025b). ParcelCare must therefore align its employer brand with these expectations to attract and retain talent, this could involve enhancing its onboarding experience, promoting internal mobility, and fostering an inclusive workplace culture (Armstrong and Brown, 2019). Finally, the ongoing economic uncertainty including concerns about productivity, inflation, and geopolitical instability requires ParcelCare to adopt a more agile approach to workforce planning. Scenario planning, skills audits, and data-driven decision-making will be essential to ensure the business can respond quickly to changes in demand and labour availability (Wilton, 2022).




3) You are aware that workforce planning has not been carried out in the past and decide to persuade the senior leadership team that this activity is worth doing.  Analyse the impact of effective workforce planning, making clear how ParcelCare could benefit from this activity. (AC 2.1) 

Effective workforce planning is a strategic process that helps organisations align their people strategy with current and future business needs (Taylor and Woodhams, 2022, pp. 53–56). For a logistics company like ParcelCare, operating in a fast-paced and demand-driven environment, effective workforce planning can be a critical driver of operational efficiency, cost management, and long-term sustainability (CIPD, 2024b). According to the CIPD (2024b) workforce planning involves analysing the current workforce, forecasting future needs, identifying gaps, and implementing strategies to bridge those gaps. 

For ParcelCare, adopting a proactive approach to workforce planning can positively impact strategic and operational advantages (Wilton, 2022). For example, anticipating peaks in delivery demand and preparing for seasonal fluctuations enables the organisation to align its workforce with business needs effectively (CIPD, 2023a). This foresight enhances operational efficiency by ensuring the optimal number of drivers and warehouse staff are available at critical times, thereby reducing the need for costly last-minute recruitment. Moreover, it supports cost control, promotes a consistent and reliable customer experience, mitigates employee burnout, and enhances the organisation’s agility in responding to market changes (CIPD, 2024b). The CIPD (2024b) states one of the key benefits of workforce planning is cost efficiency. By understanding future staffing needs, ParcelCare can reduce over-reliance on expensive agency staff or last-minute recruitment, which often leads to higher turnover and inconsistent service quality (CIPD, 2025c). It also allows the business to invest in targeted training and development, ensuring employees are equipped with the right skills to meet evolving customer expectations and technological changes in logistics (CIPD, 2024h). 

Moreover, workforce planning supports talent retention and succession planning (Wilton, 2022). According to Adamsen (2018) when planning for future trends organisations should understand internal and external supply of talent. This can help identify current skills within the workforce to help shape future planning strategies but also identify skills gap where there may be a need to acquire external demand (Adamsen, 2018). ParcelCare can identify critical roles and potential skill shortages early, allowing for internal development and career progression opportunities this not only improves employee engagement but also reduces recruitment costs and the risk of operational disruption (Wilton, 2022). For ParcelCare, this could mean integrating workforce data with delivery forecasts, customer trends, and regional expansion plans. By doing so, the company can make informed decisions about where to recruit, which roles to automate, and how to structure teams for maximum impact (CIPD, 2023a).


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) 

In today’s volatile and rapidly evolving labour market, workforce planning is a strategic necessity for organisations aiming to remain agile and competitive (CIPD, 2023a). Introducing workforce planning is not merely a tactical HR initiative it is a strategic enabler of organisational resilience and growth (Sparkman, 2018). Techniques such as data collection, scenario planning, skills forecasting, and strategic alignment provide a robust framework for anticipating future workforce needs and responding proactively (Sparkman, 2018). 

For ParcelCare, operating in dynamic sectors like logistics, it supports proactive decisions on staffing, skills development, and organisational design. A core technique in this process is the structured collection and analysis of workforce data (Billot, 2025), encompassing both quantitative metrics such as headcount, turnover, and skills inventories and qualitative insights from employee feedback and performance reviews. According to the CIPD (2024b), effective planning begins with a clear understanding of the current workforce and identifying gaps between existing capabilities and future needs. This evidence-based approach informs recruitment, training, and succession strategies. However, without structured data, organisations often fail to identify skills shortages; only 46% of employers use data to assess current gaps, and just 31% forecast future needs (CIPD, 2024b), thus this could lead to less productivity and innovation in the future.  

Scenario planning is another essential technique in strategic workforce planning. According to Sparkman (2018), it involves anticipating various future contexts—such as economic shifts, technological change, or regulatory developments—and evaluating their potential impact on workforce needs. The CIPD (2019a) state scenario planning enables organisations to align workforce strategies with long-term business goals and prepare for uncertainty. For instance, ParcelCare might explore scenarios involving increased automation or regional expansion, and plan for the corresponding skills and roles required. However, the absence of scenario planning poses a critical risk, leaving organisations unprepared for future challenges and opportunities (Hirsh et al. 2017). This can lead to misaligned workforce capabilities, skills shortages, inefficient recruitment, and reduced agility ultimately compromising competitiveness and resilience in a rapidly changing environment (Hirsh et al. 2017). 

Workforce planning must also address the implications of these scenarios for skills development. The CIPD (2019a) highlights a growing “double skills gap”: shortages in both technical and essential soft skills like communication, problem-solving, and adaptability. This challenge is particularly acute in the post-Brexit context, where access to skilled labour has been disrupted. As Billot (2025) notes, organisations must invest in upskilling and reskilling to build internal capability and reduce reliance on external hiring. Overlooking future skills needs can lead to poor recruitment decisions. Therefore, it is vital to prioritise these skills in job specifications, ensure interviewers assess them effectively, and support new hires with tailored development plans (Billot, 2025).



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)

Skills-based selection methods are increasingly recognised for their potential to improve fairness and accuracy in recruitment processes (Ekdahl, 2025). These approaches assess candidates’ ability to perform job-relevant tasks through practical tools such as work samples, simulations, and situational judgement tests (Ekdahl, 2025). According to the CIPD (2024e), such assessments offer a more objective and realistic evaluation of candidate potential by replicating actual job tasks, rather than relying solely on interviews or academic qualifications. By focusing on demonstrable skills, these methods help mitigate unconscious bias and promote more equitable hiring decisions (CIPD, 2024c). Furthermore, structured and objective assessments are associated with attracting a more diverse applicant pool (CIPD, 2024c). However, the development and implementation of effective skills-based assessments can be resource-intensive, requiring careful planning to ensure validity, reliability, and alignment with role-specific competencies (CIPD, 2024e).

Personality testing, often delivered through psychometric assessments, is a common selection method used to evaluate behavioural traits and workplace preferences (CIPD, 2024e). This can lead to improved performance and job satisfaction (CIPD, 2024e). Unlike interviews, which can be influenced by unconscious bias, personality tests offer a structured and consistent way to assess candidates, supporting fairer and more inclusive hiring decisions (CIPD, 2024e). However, the CIPD (2021a) states personality tests may be culturally biased or not validated across diverse populations, which can disadvantage certain groups and undermine fairness in recruitment. The CIPD (2021a) further states psychometric tests should be used ethically and as part of a broader assessment strategy to ensure fairness and validity, this means relying on them too heavily could lead to poor hiring decisions.

Employee referral schemes offer significant efficiency gains by reducing advertising and screening costs, thereby accelerating recruitment, and improving retention (Gautier & Munasinghe, 2020; Hogarth & McCartney, 2024). Referred candidates often demonstrate stronger cultural fit, enhancing team cohesion and lowering turnover. Additionally, involving employees in recruitment can boost engagement and reinforce their value within the organisation (CIPD, 2025c). However, the CIPD (2024d) cautions that such schemes may unintentionally limit workforce diversity, as referrals often reflect existing employee demographics.

Recruitment agencies offer key advantages, including specialised expertise and operational efficiency (Levine, 2024). With access to broad candidate networks and industry insight, they can quickly fill specialist roles and reduce the administrative load on HR teams by handling early recruitment stages (CIPD, 2024). Levine (2024) notes, agencies reduce the administrative burden on HR departments by managing early recruitment stages, including job advertising, CV screening, and initial interviews. This allows internal teams to focus on strategic decision-making and final selection.  Agencies also engage passive candidates, expanding the talent pool (Hogarth & McCartney, 2024). However, these benefits must be weighed against high costs, reduced control, and potential impacts on diversity. As the CIPD (2024) advises, agencies should complement not replace robust internal recruitment practices.




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

Avoidable turnover refers to employee departures that could reasonably be prevented through organisational improvements (Adams, 2023). Such turnover is often driven by internal issues including inadequate compensation, limited opportunities for career progression, ineffective management, or a lack of recognition and reward (Marchington et al., 2020). When employees feel undervalued or perceive limited opportunities for growth and development, their engagement may decline, prompting them to consider alternative employment options (Allen, 2008). These scenarios exemplify push factors such as internal organisational shortcomings which can lead to voluntary turnover. The CIPD (2025c) state a lack of career development and poor management practices are among the most frequently cited reasons for voluntary turnover. Because these factors are within the employer’s control, they represent key areas for targeted intervention. Enhancing reward systems, investing in staff development, and fostering a supportive and inclusive workplace culture are all strategies that can help mitigate avoidable turnover and improve retention outcomes (CIPD, 2025d).

Unavoidable turnover refers to employee departures driven by circumstances largely beyond the organisation’s control, such as relocation, health issues, or caregiving responsibilities (Marchington et al. 2020). While flexible working arrangements may help retain some employees in these situations, they are not always sufficient (CIPD, 2024j). For instance, an employee relocating abroad for family reasons may still need to resign despite remote work options. Such cases are often influenced by external pull factors compelling personal or professional opportunities, like a partner’s job move or further education—that draw employees away. As the CIPD (2025c) notes, while some turnover stems from internal dissatisfaction, others result from life events and external commitments that employers cannot always mitigate, even with supportive policies.

Understanding the distinction between push and pull factors is essential for diagnosing the underlying causes of employee turnover. Push factors are internal to the organisation and typically negative, encompassing issues such as poor leadership, lack of engagement, and toxic workplace culture. These factors often erode employee satisfaction and organisational commitment, prompting individuals to seek alternatives (Mano-Negrin and Kirschenbaum, 1999). In contrast, pull factors are external and generally positive, including opportunities such as higher-paying jobs, geographic relocation, or significant life changes that attract employees away from their current roles (Peoplexcd, 2024). Effective retention strategies prioritise minimising push factors by enhancing the internal employee experience through leadership development, fostering inclusive cultures, and promoting engagement while also acknowledging that some pull factors are inevitable (Marchington et al. 2020). Organisations should therefore approach these external influences with empathy and support, recognising that not all turnover is preventable but much of it can be mitigated through proactive internal improvements (Mano-Negrin and Kirschenbaum, 1999; Peoplexcd, 2024).


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)

Realistic job previews (RJPs) provide candidates with a balanced view of both the positive and challenging aspects of a role (The HR Observer, 2024). By aligning expectations with actual job conditions, RJPs enhance job satisfaction and reduce early turnover (Bilal & Bashir, 2016). In warehouse settings, where tasks can be physically demanding and repetitive, RJPs help ensure that only well-informed candidates proceed, improving retention through self-selection (Landis, Earnest & Allen, 2013). A structured induction process is essential for integrating new employees into the organisational culture and operational routines (Ejaz & Akbar, 2019). Armstrong and Taylor (2023) emphasise that effective onboarding enhances early retention and performance. For warehouse staff, induction should address not only safety protocols but also team dynamics, expectations, and support systems. According to the CIPD (2025d), well-designed induction fosters engagement and belonging, while early socialisation reduces anxiety and helps new hires feel competent and valued.
Job enrichment involves redesigning roles to include more meaningful tasks, increased autonomy, and opportunities for development. Armstrong and Taylor (2023) associate job enrichment with enhanced employee engagement and reduced turnover. While warehouse roles are often standardised, enrichment is still possible through cross-training, involvement in problem-solving, and participation in continuous improvement initiatives. These practices can make routine tasks more engaging and foster a sense of ownership. The CIPD (2025d) highlights that job enrichment positively influences motivation and satisfaction key predictors of retention. For example, rotating tasks or involving staff in workflow decisions can reduce monotony and improve morale. Empirical studies by Bilal and Bashir (2016) and Ejaz and Akbar (2019) further support the link between enriched roles and lower turnover, particularly in operational settings where repetitive work can diminish motivation thus developing HR practices, including job enrichment, are essential for retaining employees in operational environments (Armstrong & Taylor, 2023).

In contrast, reward strategies primarily target extrinsic motivation (Taylor and Alla 2018). These include both monetary rewards such as competitive pay, bonuses, and benefits and non-monetary rewards, like recognition, career development, and supportive supervision (Taylor and Alla 2018).  In a competitive labour market, especially for warehouse roles that may not offer long-term career appeal, financial incentives are crucial for attracting and retaining talent (CIPD, 2025e). However, as the CIPD (2025f) notes, non-financial rewards also play a vital role in fostering loyalty and engagement. According to the iHire 2024 Talent Retention Report, 68.1% of employees identified job security and access to benefits such as health insurance and retirement plans as key factors influencing their decision to remain with an employer. A well-balanced reward system that combines extrinsic incentives with intrinsic motivators like training and job enrichment can significantly enhance employee retention (Taylor and Alla 2018).  


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)

Employee turnover is a natural component of organisational life; however, it becomes dysfunctional when high-performing or strategically essential employees leave unexpectedly (Pilbeam and Corbridge 2010). Such departures can significantly impair organisational performance, disrupt operational continuity, and diminish workplace culture (The Health Foundation, no date). Dysfunctional turnover refers specifically to the loss of key talent whose exit adversely affects morale and overall effectiveness (Armstrong & Taylor, 2023). For senior leadership, acknowledging and proactively addressing the root causes and implications of dysfunctional turnover is not an operational concern but a critical strategic priority (Van Linden et al. 2021).

One of the most immediate and measurable impacts of dysfunctional turnover is the financial burden it places on the organisation. According to the CIPD (2023b) high turnover rates can lead to substantial costs related to recruitment, onboarding, and training. These costs are compounded when experienced or high-performing employees leave, as their replacements often require time to reach full productivity. SHRM (2024) estimates that the cost of replacing an employee can range from 50% to 250% of their annual salary, depending on the role and level of expertise. Dysfunctional turnover leads to the erosion of institutional knowledge, this loss can disrupt workflows, delay projects, and reduce service quality (Pilbeam and Corbridge 2010). The SHRM (2024) state the departure of employees with hard-to-replace skills can significantly hinder organisational performance. Sucher and Westner (2022) state layoffs and turnover often result in weakened engagement and lower innovation due to the loss of critical knowledge. Furthermore, poor knowledge management can pose a financial burden for organisations with employees spending significant time searching for or recreating lost information (Elzinga and Lavoie, 2024). 

High turnover, particularly among respected or long-serving employees, can significantly demoralise teams, increase workloads, and contribute to burnout, ultimately diminishing organisational capacity (SHRM, 2024). This process can undermine trust in leadership and disrupt long-term strategic initiatives, leading to strategic drift and reduced innovation (Elzinga & Lavoie, 2024; Sucher & Westner, 2022). The departure of high-potential or strategically critical employees further exacerbates these challenges, weakening employee engagement and organisational focus. Un-checked turnover also inflates costs and damages employer reputation (CIPD, 2023c). By proactively managing retention through effective engagement, development opportunities, and succession planning, organisations can safeguard their institutional knowledge, maintain strategic alignment, and strengthen their employer brand (Armstrong & Taylor, 2022).




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) 



Choosing the right employment contract is key to balancing efficiency, legal compliance, and employee satisfaction (GOV.UK, no date). Full-time contracts offer job security, fixed hours, and full employment rights, making them ideal for organisations like ParcelCare with consistent delivery demands. They support workforce stability, route planning, and customer service, while also fostering loyalty and reducing turnover (Daniels, 2022). However, their rigidity can strain smaller firms during quieter periods, as wages must still be paid despite reduced workload (Daniels, 2022).

Permanent contracts, grounded in UK employment law, offer the highest job security, including benefits such as sick pay, holiday entitlement, and protection from unfair dismissal (HM Government, no date.). Unlike fixed-term contracts, they provide ongoing employment, enhancing retention and morale (SHRM, 2024). They offer more stability than full-time contracts (FTC) as they provide continuous employment without a specified end date, offer a range of strategic advantages for organisations which can lead to better employee retention (SHRM, 2024). Job security fosters motivation and commitment, particularly among drivers (Castellacci & Vinas-Bardolet, 2021). While advantageous for delivery firms, their suitability depends on the organisation’s size, model, and operational needs (SHRM, 2024).


Fixed-term contracts (FTCs) are time-bound agreements used to cover specific tasks or periods, such as seasonal peaks or temporary absences (GOV.UK, no date.; CIPD, 2021). Under the Fixed-term Employees Regulations 2002, employers must treat FTC workers no less favourably than permanent staff. Daniels (2022) notes that FTC’s offer clarity on job duration and expectations, reducing disputes while ensuring legal protections like holiday pay and anti-discrimination rights for contracts over one month. These contracts balance operational flexibility with legal safeguards, making them well-suited to project-based roles in sectors like delivery. However, overreliance on FTC’s can lead to job insecurity and low morale, especially when prospects for permanent roles are limited. This insecurity may discourage absenteeism, as workers seek to secure future employment. Employers must also be mindful of legal provisions, such as the right to permanent status after four years of continuous service (Acas, no date).

Zero-hours contracts offer employers flexibility, making them common in start-ups, gig platforms, and sectors with fluctuating demand, such as delivery services (Acas, no date). For workers, they can provide adaptable schedules, but also raise concerns about income insecurity and limited employment rights. While such workers are entitled to minimum wage, holiday pay, and protection from discrimination, they may lack access to redundancy pay or unfair dismissal protection unless classified as employees (GOV.UK, no date.; Acas, no date). Daniels (2022) warns that without ethical management, these arrangements risk exploitation. Legal reforms, including the ban on exclusivity clauses under the Employment Rights Act 1996 and proposed measures in the Employment Rights Bill (2024), aim to improve protections by requiring fairer contracts and notice periods. Given the lack of detailed written terms in many cases, implied terms such as the right to a safe workplace and fair pay remain crucial (HM Government, no date).


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)


Armstrong and Taylor (2023) emphasise that onboarding plays a critical role in helping new employees understand their roles, assimilate into the organisational culture, and recognise how their contributions align with broader business objectives. According to the CIPD (2025g), effective onboarding expedites the integration process by equipping new hires with essential tools and clearly defined expectations, enabling them to achieve productivity more rapidly. 

A well-structured onboarding process is particularly valuable for improving employee retention. Sibisi and Kappers (2022) report that organisations with robust onboarding practices experience 50% higher new hire retention and 62% greater productivity. Conversely, ineffective onboarding can lead to early attrition, with People Management (2024) noting that 43% of new hires leave within the first 100 days. The CIPD (2023b) highlights that when new employees feel welcomed, supported, and aligned with organisational goals, they are less likely to resign prematurely an important consideration given the high costs associated with recruitment and training. This is further supported by Armstrong & Taylor (2022) which state effective onboarding enhances engagement, boosts performance, and significantly reduces early turnover.

However, Howlett (2020) warns that during the pre-onboarding phase, organisations may overwhelm new hires with excessive information, meetings, and event invitations to accelerate productivity. This can lead to stress and disengagement before the employee has officially started, undermining the intended benefits of onboarding. HRZone (no date) argues that onboarding should extend beyond administrative tasks to include cultural integration, personal connection, and meaningful engagement. People Management (2024) supports this view, noting the growing use of pre-start check-in calls, especially in virtual or hybrid onboarding contexts. Nevertheless, Howlett (2020) reiterates that overloading new hires during this phase can be counterproductive.

Armstrong and Taylor (2023) state onboarding plays a pivotal role in shaping organisational culture and a critical phase in the employee lifecycle, positioned between recruitment and development. Armstrong and Taylor (2023) assert that it provides an early opportunity to communicate core values, expected behaviours, and performance standards, fostering a sense of belonging and alignment with the organisation’s mission. People Management (2024) adds that effective onboarding helps new employees feel part of the team from the outset, boosting morale, commitment, and employee engagement. The CIPD (2025g) further notes that well-executed onboarding can significantly reduce attrition within the first year. It also accelerates time to productivity by equipping employees with the knowledge, tools, and relationships needed to perform effectively, an approach aligned with the CIPD Profession Map’s emphasis on enabling people to add value quickly and confidently. Additionally, the CIPD (no date) highlights onboarding’s role in supporting compliance and managing risk by ensuring employees understand organisational policies, health and safety procedures, and legal responsibilities.

Image 1: CIPD profession Map
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