Q1 
To gain a competitive advantage, ParcelCare would benefit from undertaking a competitor analysis using SWOT, providing a structured evaluation of rival organisations. ParcelCare could then implement an appropriate strategy to advance the company’s position.
Courier and delivery services are facing substantial growth, determined by factors such as the rise of e-commerce and increasing demand for same-day delivery services. According to Forbes (2024) global online shopping is expected to reach $6.3 trillion in 2024, forcing companies to increase their workforce and have faster delivery systems. Due to increased competition in the labour market ParcelCare would need to develop new technologies such as drone deliveries and employ a diverse array of skilled workers in growing areas like data analysis and customer service as well as improving benefits and working conditions to retain workers. ParcelCare could also generate opportunities by utilising gig workers to deliver packages (National Couriers Direct, 2023I).
To attract and retain staff in an evolving labour market where employee expectations are changing, such as growing demand for flexibility, employers could offer alternative working arrangements, with opportunities for gig workers looking to supplement their income. ParcelCare could broaden their talent pool by reducing permanent employees in favour of gig workers who are self-employed and do not require National Insurance contributions (HM Revenue & Customs, 2025), although this method may affect workforce stability. Also, as courier drivers can be distinguished as low-skilled workers, ParcelCare could development pathways to upskill and offer progression opportunities (CIPD, 2021). This would improve retention and motivate employees, although establishing new programmes to kill employees requires time.
Organisations can strategically position themselves in the market through effective branding, promoting flexible working, offering competitive compensation packages and incorporating diversity and inclusion into ParcelCare’s employer brand (CIPD, 2024). A strong brand attracts talent, builds loyalty, and supports staff retention through strategic recruitment and engagement. Parcelforce’s branding represents quality, flexibility and to deliver a reliable service, conveying a message of dependability (Parcelforce Worldwide, 2025). ParcelCare is a national company, so brand values will need local explanation to meet cultural diversity and variances within those markets, to help the brand feel more inclusive.
Geopost (2025) have strong emphasis on sustainability, operational success and achieved a 5.4% reduction in gas emission compared to their previous year. They have a purpose driven culture and environmentally aware customers will value Geopost’s commitment to sustainability. Geopost’s Indeed feedback reflects a moderate level of satisfaction with an overall rating of 3.5 out of 5. This suggests there is room for improvement in areas like upskilling, flexible working, and employee recognition to become an employer of choice (Indeed, 2024).

Q2
Labour market factors and the economy impact how organisations operate, compete for top talent, retain employees through job security, and support career development (Taylor and Woodhams, 2022). The labour market is ‘tight’ when there is low unemployment and high demand for skills, in contrast a ‘slack’ labour market experiences higher unemployment and a surplus of candidates, giving organisations flexibility to recruit. This reduces pressure and effort to fill vacancies and therefore reduces costs (CIPD, 2025).
A number of factors involving labour market conditions impact how organisations plan and manage their workforce, and can be explored through the appraisal of the PESTLE assessment:
Political – The Employment Rights Bill introduces day-one protection against unfair dismissal, requiring ParcelCare to strengthen recruitment processes and onboarding to ensure legal compliance immediately (Department for Business and Trade, 2024). 
Economic – According to a CIPD (2025) report, less employers are intending to recruit in 2025, possibly due to rising costs such as National Insurance contributions, although Pegasus Courier say that due to growing demand for online shopping, drivers have left the company due to increased pressure. ParcelCare could combat this by attracting and employing more self-employed drivers, so they can become their own boss (Pegasus Couriers, 2023).
Social – An ageing population with lower birth rates, contributes to skills’ shortages, as experienced workers retire (CIPD, 2022). ParcelCare could attract new talent by offering apprenticeship schemes and flexi working to appeal to young workers.
Technology – With technology growing across the world, eight in ten drivers at Pegasus Couriers (2023) say that technology makes the job more efficient, therefore ParcelCare could invest in technology to retain drivers across their national organisation. 
Legal -Legislation is evolving and the EU Pay Transparency Directive sets new standards for pay transparency (UK Government, 2024). ParcelCare being a national organisation would need to comply to the legislation, otherwise risk their reputation.  
Environmental – Growing pressure to reduce emissions is shaping recruitment, with many workers preferring employers that prioritise sustainability (CIPD, 2024). ParcelCare could attract environmentally conscious candidates by supporting green initiatives, such as using electric vans and sustainable procedures.
The long-term sustainability and future of ParcelCare depends on how the organisation adapts to labour market conditions to remain competitive and expand in the future.

Q3
Workforce planning is a strategic process aimed at aligning the current workforce requirements with long-term business objectives, ensuring that the organisation is armed with the necessary talent to achieve its future goals. ParcelCare can plan in advance, ensuring they have the right skilled workers at the right time. Workforce planning helps an organisations performance by improving decisions about the people it will need in the future (CIPD, 2024). Having not carried out this process in the past, ParcelCare may have been overtaken by other organisations who have carried it out, resulting in possible overspends on recruitment and filling gaps with temporary staff.
By analysing workforce trends and anticipating future demands, ParcelCare can make informed staffing decisions that reduce skills shortages and avoid sudden hiring. By planning ahead for peak shopping seasons, allows ParcelCare to increase its workforce in a timely, cost-effective way, rather than relying on expensive short-term solutions such as agency workers. It also helps identify skills such as digital tracking systems, enabling ParcelCare to upskill or recruit. Workforce planning can also identify shifts with customer demand and improve retention by aligning staffing levels and skills with operational demands (CIPD, 2024). This approach is cost effective as it strengthens ParcelCare’s ability to respond quickly to changes in customer demand or the labour market. 

The evolution of e-commerce has changed the way consumers purchase due to technology, consumer expectations, and new logistic solutions. Consumer expectations are for quick and speedy deliveries to their doorsteps (National Couriers Direct, 2023). EVRI are investing £1m in AI to enhance customer service and parcel protection, allowing them to improve outputs (King, 2024). Likewise, ParcelCare can adopt similar technologies to expand e-commerce to speed delivery and use automation to collect data and spot problems, all contributing to staying ahead of the competition. ParcelCare can also use succession planning to prepare future managers or team leaders, retaining skilled workers, reducing turnover and any sudden resignations (Taylor and Woodhams, 2022).

Q4
Workforce planning is essential for ParcelCare who cannot function properly without an efficient workforce and by scrutinising their current workforce, predicting future needs and pinpointing the gaps will ensure they meet the organisations goals (CIPD, 2024).
A SWOT analysis would help ParcelCare understand both external pressures and internal abilities. For example, it might identify an opportunity to invest in AI technology to automate route planning and parcel scheduling. This would speed up deliveries and enhance processes to stay competitive. However, CIPD (2025) highlight that the process must be repeated often to stay effective, especially as the labour market conditions such as job availability can change rapidly. A SWOT may identify an internal factor such as poor communication between departments, which could be solved by having regular meetings.
ParcelCare can use a technique such as scenario planning to prepare for future possibilities, by evaluating changes in the organisation and the environment which are expected to impact the organisation (Armstrong and Taylor, 2023). Technology is changing and with the increase of automation and AI, it is likely to affect lower-skilled work, therefore it’s essential to plan and prevent skills’ gaps by investing in upskilling the workforce (CIPD, 2020). However, training programmes can be costly and time consuming. 
Workforce analytics entails using data such as skills, absence rates, turnover, recruitment and technological statistics to forecast workforce trends and needs. For example, analysing recruitment data may identify delays in the hiring process that prevents obtaining top talent. Identifying this can speed up hiring times and reduce associated costs (CIPD, 2025). Workforce analytics can improve forecasting, but the data must be well managed and accurate to safeguard successful decision making, although CIPD (2025) say that “you need to look beyond what the data says before drawing conclusions”.
While a SWOT analysis is a quick planning tool with many benefits such as enabling an organisation to foresee upcoming threats, promotes critical thinking, is flexible and cost effective, it can provide users with too little data to make decisions, leading to distorted conclusions (CIPD, 2025). Workforce analysis can be objective and detailed, giving managers data to inform decision-making, whilst a SWOT could lead to inaccurate theories and bad outcomes. Workforce analysis uses actual quantifiable data, providing profound insights so managers can make evidence-based decisions about their workforce (CIPD, 2025). Both systems work well together, as the data can feed into a SWOT analysis. A SWOT would for example define challenges such as the lack of technology for ParcelCare, and workforce analysis would power data informed resolutions.
Q5
Since there are no extra fees, advertising jobs on ParcelCare’s website can be cost-effective, although it may not reach a diverse pool of applicants because only those who know the company website will be actively looking there, limiting the candidate pool. With only line managers interviewing candidates, who may not have the necessary skill, may lead to bias questioning, although line managers will know the day-to-day responsibilities of the role. It would benefit the organisation to have a varied recruitment and selection process in order to increase the chances of drawing in high-quality and diverse applications (CIPD, 2024).
Recruitment methods
Employees of ParcelCare who know people they can trust and believe suitable for a role within the organisation can be encouraged to recommend people for roles. Whilst this may offer a financial incentive to current employees, employers must ensure that recruitment processes and principles of equality, diversity, and inclusion are maintained and not undermined by referral schemes (CIPD, 2024). 

Another method ParcelCare could adopt is advertising through social media platforms such as Facebook, LinkedIn and X, which allows access to a large and diverse audience, which is cost-effective as some platforms are free. A CIPD (2024) report stated that 71% of new employees at their organisation were obtained via social media and job boards, suggesting this type of platform plays an important role in modern-day recruitment approaches. Although social media can be effective, if not managed well, company reputation may be at risk due to negative comments, whilst being open to fraudulent activity. For example, hoaxers may post false information, therefore this method may require more attention from ParcelCare. 

Selection methods
A report by CIPD (2024) revealed that 48% of organisations use a skills-based test in conjunction with an interview to help select candidates. This may include a simulation test, therefore ParcelCare could incorporate a test that involves mapping out delivery routes or customer service scenarios that will provide interviewers with a better analysis of performance. However, the skills-based task must include a combination of skills to avoid disadvantaging groups of people or include too many skills at once, as this may lead to unclear results, making it difficult to pinpoint where their actual strengths and weaknesses lie.

Panel interviews would be beneficial to ParcelCare, rather than a single line manager as the process would be fairer, allowing difference perspectives giving a balanced evaluation and reduce individual bias, however it may be harder to coordinate (CIPD, 2024).


Q6
Employee turnover can have an extreme impact to an organisation’s performance by disrupting team productivity. By scrutinising employee turnover to identify how it impacts an organisation’s performance will assist an organisation to achieve its goals. ParcelCare has a high turnover rate, therefore it will affect performance due to losing valuable expertise when employees leave and can significantly cost when having to hire and train new employees (CIPD, 2025). 
Both avoidable and unavoidable turnover affect an organisation. Avoidable turnover can occur when an organisation could have done more to keep its staff such as poor relationships with line managers or few opportunities for career growth. Unavoidable turnover, however, can occur when employees leave for reasons the organisation cannot control such as health issues or retirement (Taylor and Woodhams, 2022). Some employees leave for reasons unrelated to the organisation, which is expected and unavoidable, as some employees in time will approach retirement age and decide to leave. However, organisations can reduce avoidable turnover by focusing on career development opportunities or management habits.
Some turnover is advantageous because it brings in new talent and skills, while also supporting career growth and progression within (Waite et al, 2021). Employees often decide to leave an organisation due to a mixture of push and pull factors. A common push factor include organisational changes or strained relationships with managers or colleagues, which can lead to negativity, dissatisfaction, prompting them to seek opportunities elsewhere (CIPD, 2025). Poor working relationships can break trust and lower morale, therefore leading employees to leave ParcelCare. Pull factors on the other hand are appealing benefits that entice employees away from an organisation such as improved benefits or opportunities for career progression (CIPD, 2024). Some employees may decide to leave ParcelCare for DHL because it has a strong reputation as it was ranked the second-best place to work in the world in 2020. (DHL, no date). This pull factor may make DHL appealing in contrast to ParcelCare.
Pull factors can relate to unavoidable turnover, as they can involve attractive opportunities elsewhere, pulling employees away to higher paid jobs beyond the organisations control. Push factors are connected with avoidable turnover as employees leave due to internal issues such as limited career progression (CIPD, 2025). Employers can influence people to stay by providing opportunities to develop their skills and progress.
By understanding these different factors, ParcelCare can pinpoint why employees are leaving, by focussing on internal issues and improving retention, moving towards meeting internal targets.

Q7
ParcelCare is experiencing staff retention challenges, especially among warehouse workers, due to rising e-commerce demand and strong competition that makes it easy for employees to find similar roles elsewhere (Statista, 2024). Understanding the impact of employee turnover affecting organisational performance can help support the achievement of strategic goals (CIPD, 2025).
One approach that can support high employee turnover is the use of a realistic job preview. This provides a realistic picture of what the job entails and what the organisation is like, both the positives and the negatives (Armstrong and Taylor, 2023). This approach can help lower turnover by allowing the employee to make an informed decision, having been made aware of the expectations for the role, although it may discourage candidates as it may highlight some unattractive parts of the job resulting in declining a job offer.
Induction is a chance for an organisation to welcome a new employee, support their transition and ensure they have the information and help needed to do their job. An induction will help the new employee feel valued and included from day one and will improve employee turnover and attendance CIPD (2024) say that 32% of organisations have made their induction process better to help retain employees. In contrast, if the induction is unstructured, it could lead to information overload and be unsettling for the new employee. 
If a role is not developing in a way that isn’t keeping an employee motivated, job enrichment would expand their interest, for example the employer could involve them more in decision making or increase their responsibilities, making work more engaging, therefore retaining staff. However, this may not be appropriate for all roles (CIPD, 2021).
Pay and benefits help attract, keep, and motivate employees, such as a bonus, overtime or praising good work and development opportunities. Offering rewards can motivate employees and support their wellbeing, although it can be costly to the organisation and some employees may not value the reward offered (CIPD, 2025).
The most effective strategy for ParcelCare would be realistic job preview, if employees had no expectation of the job before they start, a realistic insight would reduce early turnover. MH&L (2024) describe a warehouse job as “physically demanding” and warm, therefore it may only suit physically fit workers who don’t mind getting their sleeves rolled up. Being honest and clear from the start would help retain staff.

Q8
Dysfunctional turnover, described by the loss of valuable skilled employees, is an important concern at ParcelCare as it has a negative effect on the organisation as they have to replace these employees who have knowledge of the role and the organisation, plus valuable skills. However, functional turnover can sometimes be beneficial to the organisation, as it occurs when underperforming employees depart the organisation, therefore saving on wages (Taylor and Woodhams, 2022). Considering the competitive labour market and the challenges in retaining staff, dysfunctional turnover could harm ParcelCare.
Specialist skilled and high valued employees are precious to employers and harder to lose, especially to a competitor (CIPD, 2025). Morris (2025) says that high turnover impacts cost, productivity and lowers staff morale. When experienced employees depart, the organisation loses skills from knowledgeable people plus training investment, therefore making them costly to replace and possibly affecting the morale of the remaining colleagues. New hired employees take time to train up to the same level of competence that the skilled leavers had, therefore affecting overall productivity.
Al-Suraihi et al (2021) claims that high turnover rates are linked to low morale. When an organisation experiences regular departures, it can be unsettling for the outstanding workforce, resulting in low morale. Employee engagement and motivation is crucial for an organisation’s success in terms of profit and productivity. When employees feel a sense of satisfaction, they are more efficient. Low employee morale can disrupt performance, resulting in further departures, exacerbating the challenges already faced by ParcelCare.
Dysfunctional turnover imposes financial costs to an organisation, which include both direct and indirect costs. The cost of advertising, the time to recruit, select and interview are direct costs. Indirect costs such as low morale and less productive employees all contribute to a hefty financial burden to an organisation (Taylor and Woodhams, 2022). Replacing talent can cost up to a quarter of an organisation’s yearly expenses (Al-Suraihi et al, 2021). This adds injury to the budget, deterring organisational growth and development where money may have been spent in other areas. 
Dysfunctional turnover can also impact customer satisfaction as staff have a direct influence on the customer. An organisation will be less efficient where there is a high turnover rate, causing damage to customer service and an overall reduction in capital (Al-Suraihi et al, 2021).  Changeable staffing levels may cause delays or mistakes due to being understaffed, which would be harmful to ParcelCare’s reputation.

Q9
An employment contract is a legal agreement that sets out the terms between a worker and their employer (Daniels, 2022). A contract between the employee and employer gives a level of assurance in the relationship, however, a permanent full-time contract provides greater long-term security and encourages employees to exceed their basic responsibilities to support the organisation. These types of contact for drivers at ParcelCare offer stability which fosters stronger, positive, and productive working relationships. (Gifford, no date). Full-time permanent contracts lack flexibility and can be costly during quiet periods, like after Christmas, when staff may become bored and become less motivated.
An alternative contract is agency work, where a person is provided temporary to an organisation. Agency workers are good to fill gaps in the workforce, especially when drivers are in demand during peak times such as December and ParcelCare will be looking for extra drivers to cope with the demand for parcel deliveries (CIPD, 2024).  However, agency workers can cost more than employing directly, as the hirer pays the agency for the worker's wages and added fees. In addition, agency workers may show less loyalty than permanent staff, who often have more opportunities for growth and promotion (CIPD, 2024).  If ParcelCare is satisfied with an agency worker's performance, they could choose to offer them a permanent position, although the agency may charge a fee to the employer. If an agency worker completes 12 weeks with the same employer, they are entitled to the same basic pay and conditions as a regular employee doing the same job (CIPD, 2024).  
A zero-hour contract is another alternative for ParcelCare to consider, offering huge flexibility to the workforce when they need increased labour during peak periods such as December. This approach is cost efficient as allows ParcelCare to only offer hours to employees when the work is available without the need to commit to anything regular, therefore reducing overstaffing during quieter periods (Daniels, 2022). However, zero-hour contracts can lead to lack of job security and low morale as employees don’t have regular reliable incomes, resulting in low satisfaction and potential increased absenteeism (CIPD, 2021).
All three types of contracts offer benefits to an organisation. Permanent contracts offer stability and builds employee loyalty, however permanent contracts are less flexible in periods of low demand, which can be costly. Agency workers offer flexibility during busy periods, allowing ParcelCare to scale up or down easily, although are expensive due to agency fees (CIPD, 2024). Zero-hour contracts are highly flexible and cost effective, although worker availability can be unreliable. A blend of these three types of contracts offer ParcelCare a good balance between consistency, flexibility and cost effectiveness. 

Q10
Onboarding is the process of welcoming and guiding new employees into the organisation. The aim of onboarding is to help the employee settle in, making sure they understand the organisation, its culture and values as well as proving information for them to perform their role. Effective onboarding strengthens the employee commitment to the organisation and reduces the probability of them departing, benefiting the organisation as they quickly become productive (CIPD, 2024).
The CIPD Professional Map supports effective onboarding by defining the core knowledge and behaviours that help build inclusive, supportive surroundings, allowing new employees to feel welcomed, engaged, and empowered from the start (CIPD, no date). Turnover will ease, reducing hiring and associated training costs, as new hires feel equipped and supported to do their job, as they will want to stay. 
Formal learning and development, coupled with staff collaboration about what the beneficial process of operation within the organisation is, can help new employees learn quicker (Taylor and Woodhams, 2022). By providing clear training and support early on, onboarding can speed up competency. A structured induction process can be group activities, mentoring and one-to-one sessions, all of which help new employees build relationships across departments and make them feel part of the team (CIPD, 2024). Implementing an effective onboarding process by welcoming new hires and integrating them into the organisation would benefit ParcelCare as it will improve job satisfaction and develop a feeling of belonging and reduce turnover. Successful onboarding, one that focuses on engagement and employee development will help attract higher-quality candidates in the future as it will enhance the reputation of the organisation. However, providing too much information during the initial stages of induction may overwhelm, risking early turnover, therefore achieving the balance right is crucial to support retention and engagement (CIPD, 2024).
Other than H&S training, ParcelCare could include other areas into an onboarding programme such as information on vehicle maintenance, code of conduct or training on bribery, which help ParcelCare stay legally compliant and reduce the likelihood of errors and costly mistakes.
Onboarding can be streamlined with technology, helping ParcelCare to deliver interactive training, ensuring all new hires receive a consistent and efficient induction experience. However, if there is too little human interaction it can make the experience feel less personal (CIPD, 2021).
With only basic onboarding offered at ParcelCare, there are opportunities to enhance the process by implementing a more structured approach. By investing in a well thought onboarding process, ParcelCare can build a more engaged, and productive workforce, supporting long-term success and growth and improving retention.
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