1.1 Explain how ParcelCare can strategically position themselves in competitive labour markets. 
ParcelCare faces increased competition in labour markets due to the competition for talent being high, the offering of flexible working being more prevalent across organisations and difficulties in attracting and recruiting talent (CIPD, 2024). 
In order to position themselves strategically within the current competitive labour market, ParcelCare needs to present itself in a positive way to potential candidates, promoting its values and the idea of working for the business as being more beneficial than working for competitors (Taylor and Woodhams). ParcelCare needs to stand out as a good employer and show how they differentiate from other employers to help compete with attracting and retaining talent (CIPD, 2024). Whilst acting as a marketing technique, ParcelCare does need to ensure the branding truly does reflect working for the organisation, otherwise it risks new recruits leaving sooner after they start. ParcelCare should consider the views of current staff members for feedback on what they perceive as positive and different to other employees and can then develop branding specially outlining what makes them different. A 
ParcelCare should ensure the existing workforce are trained and have developed opportunities to enable internal mobility which in turn will have a positive impact on productivity (CIPD, 2022). Training and improving the skills of the existing workforce will help employers with ‘hard to fill’ vacancies, having a positive impact on recruitment costs and outcomes. Ensuring the organisation has employees with the right level of skill, knowledge and experience to move into roles at the next level puts the organisation in a strong position in competitive labour markets (Taylor and Woodhams). Understanding the skills and aspirations of employees helps put in place development pathways and activities such as mentoring schemes and professional training courses to ensure they are ready for the next step in their career. 	
Another strategy ParcelCare can use to position themselves well in the labour market is by reviewing and promoting flexible working arrangements. CIPD research in 2024 shows that increasing flexible working opportunities was a frequently used approach by organisations to improve their employer brand (CIPD, 2024). CIPD research in 2024 also reported that 80% of surveyed respondents said  their flexible working arrangement had a positive impact on their quality of life (CIPD, 2024). 
If ParcelCare maintains a strong position within the labour market for an extended period, they can achieve an ‘employer of choice’ status. This status means organisations are thought of highly as employers and this can often result in a high number of applications when roles are advertised (Taylor and Woodhams). 

1.2 Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare.  
Changing labour market conditions could impact decisions ParcelCare make regarding resourcing and retaining staff and therefore it’s vital the organisation understands economic conditions. The labour market can be described as ‘loose’ or ‘tight’. A tight labour market is when the number of available vacancies exceeds the number of people looking for work, therefore it’s harder for organisations to fill these positions (Taylor and Woodhams). Alternatively, a loose labour market is when the number of people looking for work exceeds the number of available roles resulting in great competition amongst job-seekers (Taylor and Woodhams).  If the market is tight, ParcelCare will need to consider its recruitment strategy; looking at their employer branding and retention strategies. 
Demand for goods and services, and the resources required to produce them determines the price the goods and services are valued at in the market (CIPD, 2025). Demand for goods and services can be measured by looking at employment figures, how many hours employees work and the number of unfilled vacancies. Supply is measured by the number of people in work and the number of unemployed people. 
ParcelCare should consider using analytical models such as PESTLE to explore external factors such as political changes, the economy, technological advances and changes in the law. For example, a change in the law determining maximum working hours can result in more demand for employees. Improved technology and organisations starting to implement AI could result in the need for certain roles changing and becoming redundant or recruiting for new skillset.
A SWOT analysis can also help in the decision regarding resource planning at ParcelCare. A SWOT analysis can help identify strengths, weaknesses, opportunities and threats (CIPD, 2025). Understanding what PacrcelCare currently does well can help attract staff; for example, strong employer brand or competitive pay. Being aware of ParcelCare’s weaknesses can help the organisation understand what needs to be better in order to attract and retain staff, especially if the labour market is currently tight. Understanding the opportunities that could be positive for ParcelCare, such as flexible working, could help the organisation access a bigger pool of candidates for harder to fill roles. Being mindful of potential threats such as increases in the living wage or increased competition for roles could affect resourcing levels and so ParcelCare would need to be aware of these to ensure the right decisions are made regarding resourcing. 
It is vital ParcelCare understand these trends so that the right decisions regarding resourcing are made. 

2.1 - Analyse the impact of effective workforce planning, making clear how ParcelCare could benefit from this activity. 
Workforce planning is essential for organisations to ensure they have the right skills and employees in preparation for future demand (Taylor and Woodhams). Organisations undertake a review in stages by analysing the current workforce, forecasting future workforce needs, identifying talent gaps and succession planning to address any gaps (CIPD, 2025). Workforce planning is essential for any organisation and the impact of this on ParcelCare’s operations would be positive. 
Workforce planning can help ParcelCare review current resource to assess what is needed to plan for future demand. Planning can help assess the skills and associate cost of the existing workforce and estimate how many current employees are likely to be employed for predicted future demand (Taylor and Woodhams). Reviewing HR information such as retention and turnover rates will help the organisation plan effectively for the future, ensuring the right people are in the right roles to enhance productivity and business profitability.
There are a number of benefits of workforce planning for ParcelCare. Workforce planning can help ParcelCare understand customer needs and respond to this accordingly. Demand forecasting can help manage peak delivery times more efficiently, such as Christmas and Black Friday delivery demand, something Amazon understands well. Demand for service can be high and it can be challenging to manage without the right resource resulting in delays (Amazon, 2024). Reviewing historical trends and data to predict future needs can help ParcelCare understand what skills are required and recruit accordingly to meet customer demand and provide good service which builds trust and can reduce customer complaints (Taylor and Woodhams). 
Workforce planning can also help ParcelCare with succession planning. If ParcelCare understands the needs for the futur, employee development strategies can be created to ensure there is talent within the organisation for specific roles, eliminating the risk and costs involved with hiring externally, such as candidates not understanding the business and its culture (Taylor and Woodhams). Understanding current employees’ aspirations and creating development plans and training specific to the skills required for the next step in their career will help the organisation recruit organically ensuring continuity in leadership roles. Having development opportunities available for existing employees also helps with increased employee retention, creating ‘meaningful work’ and opportunities to grow and succeed (CIPD, 2024). 
	
2.2 - To strengthen your argument to introduce workforce planning, evaluate techniques that can be used to support the process of workforce planning.
Workforce planning can help organisations plan by assessing their current workforce to identify future staffing requirements needed for future demand (BBC Bitesize, 2025). This is significant for an organisation like ParcelCare to ensure it’s staffed effectively and to ensure the organisation is run efficiently. 
One technique ParcelCare can use to support the process of workforce planning is a SWOT analysis. A SWOT analysis can be used to identify ParcelCare’s strengths and weaknesses, and external opportunities and threats (CIPD, 2025). Understanding where the business is performing well can help the company build on this, but also understanding where the business could be improved and addressing this could help with things like turnover, employee retention and market competition. Understanding opportunities, such as advances in technology like parcel delivery updates, is vital for ParcelForce to compete with other businesses in the market. Understanding risks such as increases in the price of fuel, can ensure the business prepares itself appropriately. 
A GAP assessment measures a company’s current and ideal position, understanding the differences between both. This assessment can be used by ParcelCare to understand the gaps within the organisation and can help create a strategy to fill these gaps (HBR, 2024). This is important to ensure recruitment is prioritised in areas where roles could be harder to, which could increase the risk of poor business outcomes (People Management, 2022). A GAP assessment could also help identify areas of training required by reviewing employees’ skillsets and areas lacking required/ specific skills.  
Workforce analytics is another technique that can be used by ParcelCare to help support workforce planning. Collecting and understanding the data around customer demand can help the organisation make evidence-based decisions around resourcing requirements and future planning to ensure organizational success (CIPD, 2025). 
There are benefits and disadvantages to these techniques for ParcelCare. A SWOT analysis is straight forward and easy to understand however workforce analytics may offer more precise predictions as this is based on prior data. These methods can support effective workforce planning at ParcelCare, enabling the organisation to better predict and address staffing requirements.  


2.3 - Evaluate the strengths and weaknesses of two different recruitment methods and two different selection methods. 
The recruitment and selection methods ParcelCare currently use have some benefits for selecting the best candidates. A 2020 CIPD report confirmed 77% of organisations advertise on their own website (Waite et al) and a 2021 CIPD report confirmed over 50% of surveyed organisations found this was the most effective recruitment method (Taylor and Woodhams). Interviewing shortlisted candidates is also effective in allowing the organisation to get a feel for the applicant (Waite et al). 
An alternative recruitment method for ParcelCare to consider is social media recruiting through platforms like ‘LinkedIn’. ‘LinkedIn’ can provide a wide range of applicants or opportunities for those not actively seeking a new role, but open to opportunities (CIPD, 2024). Searches for potential candidates can be narrowed down by using ‘job titles’ and other key words (Armstrong, 2023). This method of recruitment does have some drawbacks. There could potentially be lots of qualified candidates or applications for one role which could be overwhelming for the organisation, and it is also recommended to be selective about the number of posts/ roles advertised, not to clutter inboxes (Armstrong, 2023). 
Another recruitment method to consider is employee referral programmes. This is a free method of recruitment (unless there is a referral compensation scheme). Employees discuss potential roles with friends and family, encouraging them to apply if their skills suit. If successful, these candidates are likely to fit in with the organisations culture (LinkedIn, 2025). Recruitment lead times can also be faster using this method as candidates come recommended. There are some limitations to consider such as the risk of having a less diverse workforce and therefore if used, it is recommended for harder to fill roles (CIPD, 2024).  
A selection method for ParcelCare to consider is using assessment centres. Potential candidates collaborate and ParcelCare can assess the skills they offer and compare them to other candidates. CIPD argue assessment centres predict an individual’s performance well (CIPD, 2025) however should be led by ‘experienced selectors’ to ensure fairness and consistency (CIPD, 2024). There are some limitations to using assessment centres, as this method may not being able to accurately measure future performance (LinkedIn, 2025). Lack of consistency is another risk to consider, which could result in unfair disadvantages for candidates (CIPD, 2024). Assessment centres can be time-consuming and costly as they can sometimes last a few hours. 
Ability testing is another selection method to consider. Assessing candidates’ skills can be good predictors of performance (CIPD, 2024) and help the organisation understand candidates’ abilities (Waite et al). There are some potential limitations to using ability testing. It is not recommended to use these tests in isolation and to use this information alongside other selection information, such as performance in an assessment centre (Taylor and Woodhams). Assessments should also be designed well to avoid gender bias and therefore could take a little longer to ensure fair opportunities for all (CIPD, 2024). 
ParcelCare could consider social media recruitment alongside using assessment centres to ensure a good quality candidate is selected. 

3.1 - 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.
Employee turnover is important for ParcelCare as it measures the number of employees leaving an organisation and as this figure is higher than internal targets, it’s vital for ParcelCare to put practices in place to try to reduce this as the cost can be considerable (CIPD, 2025).

ParcelCare need to be aware of avoidable turnover as this is where the organisation could have attempted to retain the employee as their reasons for leaving are due to dissatisfaction (Taylor and Woodhams). It is important to understand the reasons for leaving so ParcelCare can use this for feedback and put policies in place to improve employee experience, such as better management practices or improved working conditions. 

In contrast, ParcelCare are likely to have unavoidable turnover, where employees leave the organisation due to reasons out of the company’s control. Some examples of this include retirement, ill-health or moving house. Exit interviews can help the organisation understand the reasons for leaving (Taylor and Woodhams, 2022). 

Push factors are employees’ negative experiences which cause them to leave the organisation. Some examples for ParcelCare to be aware of given the high rate of turnover could be lack of career progression, lack of engagement or poor leadership (People Profession 2023). It is vital for ParcelCare to ensure managers are trained to effectively performance manage and put development plans in place to ensure positive employee experience. Push factors are often associated with avoidable turnover and internal improvements could reduce turnover (Taylor and Woodhams, 2022). 

Pull factors are attractive elements of other organisations that encourage employees to leave. Some examples of this are alternative roles with higher pay, better benefits or better opportunities for career growth. 
To mitigate the risk of both push and pull factors, ParcelCare should understand the different types of turnover and their underlying factors to help combat turnover rates effectively. By understanding if turnover is avoidable or driven by push factors, ParcelCare can implement strategies to improve employee retention and employee satisfaction. Some examples of this include ensuring employees have growth opportunities and reviewing reward framework to ensure the business is competitive (Indeed, 2024).  

3.2 - 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. 
Given the ongoing challenges ParcelCare face regarding retaining warehouse staff, even more so with strong competition in the labour market, it is vital ParcelCare to identify and implement effective retention strategies to maintain a stable, motivated and engaged.
Realistic job previews present an honest view to candidates of what the job entails and what types of scenarios they will face before they are hired. This approach can help reduce turnover as it ensures expectations are managed. North Yorkshire Police use this strategy, and the approach has been shared with other public sector organisations (CIPD, 2021). There are some downsides to this approach too such as this method could potentially discourage some applicants and they could leave the organisation prematurely.  
ParcelCare can also consider using inductions. An induction period is when new recruits settle into the company. Employees first impressions of the organisation could impact their levels of engagement considerably (Waite et Al, 2021). A good quality induction timetable can help new members of staff feel supported and reduce early turnover. An induction period can also help new employees settle quicker and become more ‘effective’ within their role as early as possible (Taylor and Woodhams, 2022). There are also some considerations to this method. ParcelCare would need to ensure the induction period is executed thoroughly to avoid new employees feeling overwhelmed or disengaged. This method can also be time-consuming due to the planning involved (Waite et Al, 2021). 
Job enrichment is another strategy ParcelCare can consider to boost morale. This method involves enhancing roles in the organisation by adding meaningful responsibilities which can increase job satisfaction as it makes the role more engaging. This method is also useful to help employees learn new skills (Indeed, 2025). This method may not be suitable for all employees or job roles as not all will possess the necessary skills to take on further tasks. This could create increased workloads which could cause additional stress. 
Using reward as a retention strategy could help ParcelCare retain and motivate staff (CIPD, 2025). Ensuring staff are compensated well by having financial incentives such as bonuses can motivate and encourage employees to stay in the organisation. Having a structured and competitive pay policy can enhance retention rates (CIPD, 2025). Non-financial rewards such as recognising great work can also be a strong incentive for staff to stay within the organisation (CIPD, 2022). There are some limitations to this method too – this can be costly and there is a risk of a purely transactional relationship rather than personal connection and meaningful work. CIPD research also shows this approach doesn’t contribute to employee engagement or wellbeing (CIPD, 2025). 

3.3 - To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover.
Dysfunctional turnover occurs when high performing, key, valuable employees leave an organisation and it’s vital for ParcelCare to understand the negative impact this can have on the organisation (Taylor and Woodhams, 2022). 

In contrast, functional turnover is when underperforming employees leave the organisation which can be positive, as it leaves opportunities to bring in new talent. Dysfunctional turnover can be particularly damaging to an organisation like ParcelCare as the labour market is competitive and retaining skilled workers should be prioritised. 
Dysfunctional turnover can impact productivity, and this is something for ParcelCare to consider. High performing members of the team results in a loss of knowledge and skillet, stalling productivity levels as it takes time to up-skill other workers to work to the same effect (Taylor and Woodhams, 2022). Turnover of this kind can also result in existing members of staff having additional work, which can cause stress and impact overall health and wellbeing. 

Dysfunctional turnover can also have an impact on morale, having a knock-on effect on the culture at ParcelCare. If high performing members of ParcelCare frequently leave, this can create a feeling of uncertainty and instability amongst other members of staff which could result in lower engagement and job satisfaction (PeopleManagement, 2022). Disengaged employees are also less likely to go above and beyond to work hard, which could impact service levels for customers. 

There are financial implications of dysfunctional turnover that ParcelCare should be aware of. If high performing employees leave the organisation, it will need to recruit and onboard new employees, which comes at a cost. Training costs will also need to be considered (Forbes, 2019). Using ParcelCare’s budget for these things makes it more difficult to invest in other areas of the business which could impact growth, innovation and overall success. There is also no return on investment for any previous training the previous employee was given (Taylor and Woodhams, 2022) 

Dysfunctional turnover can also have an impact on customer satisfaction. Customers may experience delays in service and a reduction in the quality of service they are used to due to inexperienced staff or understaffing (ExtraOrdinaryWorkforce, 2025). If customers receive poor service, they are less likely to use the organisation again and could use competitors services instead. This could cause detriment to ParcelCare’s reputation and a loss of business if customers remain dissatisfied impacting the bottom line as new customers look at competitors for their services. 

Dysfunctional turnover has significant risks for ParcelCare because of its potential impact on productivity, wellbeing, culture and financial resources. Understanding the overall impact of this can help ParcelCare prioritise maintaining key high performing, productive employees. 

4.1 - Assess the suitability of permanent, full-time contracts for delivery drivers as well as two other types of contracts. (AC 4.1)
Understanding the differences in employee contracts is important for ParcelCare to consider due to the demand for delivery services fluctuating. 
Permanent full-time contracts for delivery drivers offer stability and security to employees which can lead to higher job satisfaction. Employees are paid regularly and so they have a stable income. Employees also benefit from paid time off for holidays and sick leave and usually have access to workplace benefits such as employee assistant programmes (Indeed, 2025). This type of contract ensures a stable and reliable workforce and can result in better retention. The main disadvantage with these types of contracts for ParcelCare is the lack of flexibility during periods where demand fluctuates and therefore maintaining a full-time workforce could be expensive and inefficient. 

An alternative to full time contracts is part time contracts for employees at ParcelCare. Part time work contracts provide more flexibility allowing Parcel care to scale the workforce up and down depending on demand for services (ACAS, 2024). Part time contracts can reduce costs when demand for services is lower and helps when there’s a shortage of labour (CIPD, 2023). There are some limitations for part time contracts, particularly when considering retaining employees. Employees may be looking for full time opportunities with competitors and so, may seek employment elsewhere. This could cause staffing issues and as a result, lead to delays with servicing customers. 

Another contract type for ParcelCare to consider is zero-hour, a popular contract type used when work fluctuates (CIPD, 2025). This type of contract would offer maximum flexibility for ParcelCare, with the ability to request employees as and when demand requires, without having to commit to a minimum number of hours, which could be beneficial during peak periods, like when retailers offer Black Friday events and Christmas time (CIPD, 2021). 
Zero-hour contracts can be positive for some employees. CIPD research outlines that employees on zero-hour contracts reported a ‘better work life balance’ than employees on other contracts (CIPD, 2022). There are some limitations to zero-hour contracts for ParcelCare to be aware of. Zero hours can result in employees lacking job security and stability, resulting in them seeking work elsewhere. A lack of stability and guaranteed work could also impact the levels of service for customers too. 

By understanding the benefits and disadvantages of each contract type, ParcelCare can make an informed decision about what best suits the organisation. Using a range of contract types will allow the ParcelCare to balance customer needs with employee relationships and cost efficiencies, enabling a stable and flexible workforce. 

4.2 - Explain the benefits of effective onboarding. (AC 4.2)
Onboarding is the process between a new employee joining the organisation to them being able to understand and be competent in their new roles and what’s expected of them (Taylor and Woodhams, 2022). This process also covers the new employee settling into the organisation and its culture. Effective onboarding is essential to ensure new employees learn the skills required to be competent within their roles and increases the likelihood of long-term commitment to the organisation (Armstrong, 2023). 

ParcelCare should be aware of the effect of effective onboarding on employee retention. If new employees aren’t settled into the organisation well or their expectations haven’t been managed, this can result in early turnover as well as wasted money in recruitment and training costs. (Taylor and Woodhams; human resource management, ph48). CIPD research showed 32% of organisations improved their induction process to improve retention (CIPD, 2024).  
Effective onboarding can help ensure new employees at ParcelCare become more efficient and productive more quickly. Proper training and guidance ensures there are no knowledge gaps allowing the employee to become integrated into the organisation quicker and contributing to organisation’s objectives (Waite et al, 2021). Becoming productive as early as possible has a clear return on investment. 

Effective onboarding can have a positive impact on morale and engagement for new employees at ParcelCare (Waite et al, 2021). When employees feel that an organisation is committed to their development, they feel motivated, which positively impacts performance. 
Introducing new members of staff with department activities and social events early into their career at ParcelCare can create a feeling of belonging and integrates new employees into the culture (CIPD, 2024). 

A good onboarding experience covers company policies and compliance essentials for new employees to be aware of and understand, reducing the risk of errors. Health and safety policies, organisational information and company values can also be structured into the onboarding experience ensuring new members of staff align with the organisations goals. This can also help new employees deliver great service to customers (CIPD, 2024). 

There are strong justifications for effective onboarding for all new staff to ensure a smooth transition into the organisation, an engaged and committed workforce having a positive effect on ParcelCare’s future success. 


