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AC 1.1
Explain how organisations strategically position themselves in competitive labour markets.

Current changes in the labour market have had an impact on ParcelCare’s ability to attract and retain employees to compete in the current labour market. According to  Taylor and Woodhams  (2022, p.71)  the economy has started to grow and unemployment is relatively low  compared to pre-pandemic levels. Shortages of skills are often seen when an economy is performing well which can tighten the labour market where this provides workers with a good choice of opportunities. In recent years , there has been an increasing trend of reporting of hard to fill vacancies. 37% of employers surveyed reported this with 36% in the Transport and Storage industries (CIPD Labour Market Outlook 2024).  

There are a number of suggested approaches that can be taken to strengthen ParcelCare’s position. According to the CIPD, (2024), employers have responded to these challenges in a number of ways. 52% of employers have looked at opportunities to up skill and develop existing staff with 41% increasing wages.   In order to attract top talent,  People Management (2022), also suggest considering strategies such as  building a strong brand, dropping the 9-5 work routine and investing in training. 

It is also important to analyse data on staff turnover to inform retention methods. According to Taylor and Woodhams (2022, p.49) there are a number of useful calculations that can be used including crude turnover rate (% of workforce to leave within the year), stability rate (how long people stay) and cohort analysis (tracking a group over a period of time). Following these calculations, a bench marking exercise can be conducted to compare both internal and external trends of retention. 

A particular example of this is Network Rail who used strategies to overcome challenges when attracting and recruiting signallers. The average time it took to recruit and train would be 1 year and managers were facing significant costs including costs for overtime, reduction in wellbeing and drop in performance. They used an evidence-based approach where they were able to look at the root cause  and implement strategies including career conversations, creating an internal talent pool and implementing a more strategic approach to external recruitment rather than ad hoc. Greater employee engagement and potential savings of £1.3 million over 3 years are some of the positive outcomes of this approach (CIPD, 2022) 

In order to compete in this challenging labour market, my  recommendation would be to look at ways that could analyse the close competitors within the industry in order to raise ParcelCare’s branding, making it the first employer of choice. 





AC 1.2 
Explain the impact of changing labour market conditions on resourcing decisions.

According to Armstrong and Taylor (2020, p.59) ‘the labour market is the place where employers seek workers and workers seek employment’. The labour market can provide organisations with insights about supply and demand for labour, trends and specific policies and procedures required to manage the workforce (Taylor and Woodhams, 2022).

When determining the demand for labour it is important to consider the number of people in employment, how many hours they work and the number of job vacancies unfilled. Earnings will rise if demand is higher than supply. This is known as a ‘tight’ market where unemployment is low with considerable job vacancies. Workers within these sectors, such as delivery and transportation are in a better position to negotiate better working conditions and pay due to the issues being faced when attracting and retaining good staff (Taylor and Woodhams, 2022, p.11).  In comparison,  a loose labour market is when too many candidates are competing for few job openings (Taylor and Woodham, 2022, p.32).

There are a number of sources that you obtain the latest changes in  labour market conditions. These include the CIPD labour market outlook ,The Office for National Statistics and GOV.UK.  These changes could  be the economic climate, new legislation, advances in technology and demographic variances. The use of PESTLE analysis would be an option to identify these external factors.

According to CIPD (2025), recent changes to the economy are having an impact on the labour market. They report that 1 in 4 businesses are looking to make redundancies. This is due to the rise in employer contributions for National Insurance and the National Minimum Wage. Uncertainties in global markets have also caused a drop in confidence due to the introduction of worldwide tariffs. As a business, Parcel Care also need to take into consideration  additional employment costs but could use the opportunity to benefit from the number of potential redundancies by raising its brand and profile to target this specific audience (CIPD, 2020).

According to the Department of Work and Pensions, the UK has seen demographic changes with an ageing workforce and population. In 2024, the average age males exited the labour market was 65.7 and females was 64.5 (increasing from 65.3 and 64.1 retrospectively in 2023) (GOV.UK, 2024). This is an important consideration for Parcel Care to take into account due to nature of the prospective employees they may wish to attract. This will determine how and where job adverts are posted and also considering more flexible working arrangements for those that are planning to or have retired. 





AC 2.1
Analyse the impact of effective workforce planning.

According to Armstrong (2021, p,220) workforce planning is a way in which an organisation can decide on staffing numbers and types of employees according to the predicted future needs of the business aligned with its strategic aims and objectives. It is meant to be a continual process conducted for more short term gains for the next budget year or on a more strategic level, forecasting 3-5 years in advance. 

CIPD list 6 stages of workforce planning which is depicted in the diagram below:
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(Figure 1 Image taken from CIPD, 2024).

It is useful to conduct an external analysis such as PESTLE and/or an internal analysis like a SWOT to help predict forthcoming changes to trends in the labour market to meet the requirements of associated stakeholder and to identify what skills/roles are needed (CIPD, 2023). Once this has been determined, the current workforce needs to be understood, taking into account turnover rates. Whilst addressing these gaps, it is important to consider existing resources by undertaking specific training to demonstrate the value of employees currently employed. A good activity to consider at this stage is succession planning, although it may be worth considering the benefits of recruiting externally to bring in new ideas. Once these 5 stages have been completed it is really important to review your actions taken ready to learn any key lessons (Taylor and Woodhams, 2022, p.38-40). 

There are several benefits associated with workforce planning. These include being more proactive to prepare for future recruitment in order to save costs. It also helps to ensure that you have the correct person in the right role with the appropriate skills which in turn will improve staff retention through enhancing succession planning activities (People Management, 2022). The are some limitations to workforce planning including trying to keep up with fast pace of the labour market. This can deter organisations from deploying long term workforce plans as the end result may not be seen for some time (People Management, 2024).

 In relation to ParcelCare, the benefits would be that costs would be saved due to not having to conduct multiple rounds of recruitment which could be planned ahead of competitors.  It would help to boost morale by promoting  internal staff and also help to identify key trends in demand to look at different contracts, for example,seasonal workers with zero hours agreements. A good example of where workforce planning has had a positive impact is Buckinghamshire County Council. Their recruitment and selection strategy looks to promote themselves as being the best employer by developing existing and additional talent whilst always championing diversity (Armstrong, 2021, p.222).





























AC 2.2 Evaluate the techniques used to support the process of workforce planning.

According to the CIPD, (2024), workforce planning is a principle used to provide insights into the labour market and is a good way of being able to plan your workforce inline with the strategic goals of the organisation. Several techniques can be used to resolve the current issues attracting and retaining staff. 

SWOT Analysis - According to Armstrong (2020, p.239), a SWOT analysis is an approach that is used for an organisation to look ‘in’ and ‘out’ by analysing their strengths,weaknesses, opportunities and threats. A SWOT can be useful in workforce planning as it is a simple and flexible method to help plan its future workforce needs (CIPD, 2025). Due to its simplistic nature there is a danger that it can fail to address uncertainty and that well researched evidence and data should be used to present a robust argument (Taylor and Woodhams, 2022, p. 46). This is unlike workforce analytics which can provide substantial data to make informed decisions (Armstrong, 2020).

Scenario planning - According to the CIPD (2024), scenario planning can help an organisation to identify how the future looks and assists in putting contingency plans in place to ensure that you have the suitable skills and staffing levels based on changes in the labour market. CIPD describe the use of a futures cone to be able to identify possible scenarios:
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Figure 2 Image taken from CIPD,  Horizon Scanning, 2022)

This technique could help ParcelCare to resolve some of the existing issues with attraction and retention of staff however it is worth noting that time and investment needs to be provided to facilitate this and its also very challenging to predict the future for example,  the Covid Pandemic (CIPD, 2022). 

Workforce analytics - According to Armstrong (2020, p.293) there are 4 types of data  required to analyse the workforce. These include qualitative internal data (people’s skills and performance), quantitative internal data (turnover, absence, demographics), qualitative external data (PESTLE) and quantitative external data (labour market).  This data can then be used to to look at past trends to predict future workforce requirements and help to provide real life data on its existing and predicted workforce as it helps to make better decisions by looking at trends in the labour market (CIPD, 2025). The main downside to using this technique is it can be very time consuming and again, similar to the scenario planning technique, it is very hard to predict the future changes in the labour market.

By using the above techniques, it will ensure that ParcelCare have ‘the right people, with the right skills, in the right place at the right time’ (Taylor and Woodhams, 2022, p.38).


AC 2.3 
Evaluate the strengths and weaknesses of different methods of recruitment and selection to build effective workforces.

There are a number of recruitment and selection methods available. Recruitment methods include  referral schemes,  social media and  job websites (BBC, 2025) with 90% of organisations using structured interviews as well assessment centres and skills tests as selection methods. (CIPD, 2025)

Social media. 
Facebook and LinkedIn are popular ways of advertising job vacancies. LinkedIn allows employers to search for prospective candidates according to specific words however it may not attract the type of candidate required for ParcelCare. The employer brand can be promoted on social media, allowing you to attract the most suitable candidates to in a cost effective manner with Facebook being the most suitable (CIPD, 2021). It is worth noting that this method may generate too many applicants and the employer has to manage this along with its own brand which can be time consuming (Armstrong, 2020, p.309).

Referral Programmes. 
It is worth considering targeting those in underrepresented groups through the word of mouth. The main benefits for this is that it is likely if someone refers someone they know  it is a good sign that they are happy working for the company.  An example of where this has been used recently is the Ministry of Defence who wanted to attract more women. They challenged managers to share the vacancies with 5 other women where referrals for women rose from 40% to 54% in male dominated roles.  You must be mindful of not creating a non-diverse workforce due to the referrals coming from marginalised groups (CIPD, 2022).

Assessment centres. 
These are useful to set specific tasks to assess skills associated with the role. The use of role play, group work, presentations and interviews could be included in the assessment. The main benefit of this approach is that you are able to use a range of evidence to make your final decision (Taylor and Woodhams, 2022, p. 45). The limitation is that there is little evidence of their value compared to the time and costs required to host such events (CIPD, 2022). 

Situational judgement tests. 
This approach can be useful to test occupational competence  and can be linked to tasks required as part of a role. It is important to ensure that criteria is established to measure successful outcomes prior to the tests being conducted (Armstrong, 2020, p.319). There are limitations that need to be considered as research shows that white people perform better than ethnic groups and women usually perform better than men (CIPD, 2022).

The use of a range of both recruitment and selection would help to support ParcelCare in its workforce planning strategy. The use of a structured interview alongside situational judgement tests would help to make an informed decision. By widening the reach of job advert through the use of social media would help to ensure that a greater audience were reached as part of the recruitment drive (Armstrong, 2020, p.325). 



























AC 3.1
Discuss differences between avoidable and unavoidable turnover and differences between push and pull factors.

The definition of employee turnover according to CIPD (2025) is ‘the proportion of employees who leave an organisation over a set period (often on a year on year basis) expressed as a percentage of the total workforce’. This is an important figure for ParcelCare to consider due to the current rates being higher than internal targets set to manage retention of staff. By being able to understand the reasons for the high turnover it will enable the organisation to understand the impact these high rates have on the overall achievement of its goals and objectives, in turn reducing  turnover costs which can be a great financial burden on the business (CIPD, 2025).

There are two different examples of turnover. Taylor and Woodhams, (2022, p.50-51) describe these as being  avoidable and unavoidable. Avoidable turnover usually occur where employees are dissatisfied with conditions in their existing role and is within the control of the organisation. Examples of this are poor management, pay or poor working conditions. Unavoidable is usually out of managements control with reasons cited as circumstances such as retirement, ill health and relocating homes. 

The reasons that employees cite for leaving an organisation can be catergorised as ‘push’ and ‘pull’ factors. Push factors are usually when an employee is unsatisfied with their current working conditions including organisational change or lack of career opportunities. This can be closely aligned with avoidable  turnover as these conditions are in the control of management and can be addressed to reduce staff turnover. Whereas push factors are usually driven from external means where employees are attracted to better conditions in another organisation and can be closely aligned with unavoidable turnover (CIPD, 2025).

It is important to understand the national data for staff turnover to identify if there are any issues facing the industry or is it a specific company problem when analysising data for staff turnover. In 2022-23 the ONS reported that the average organisation turnover rate stood at 34%. Below is a graph to demonstrate this across different sectors:
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Figure 3 Image taken from CIPD, 2024 https://www.cipd.org/uk/views-and-insights/thought-leadership/cipd-voice/benchmarking-employee-turnover/)

The Transport and Storage sector has a lower turnover than the average of 34%, displaying average rates as 29.8%. This would be a good benchmark to work on when calculating rates to determine how to mitigate the high level of staff turnover. By identifying the root causes of low retention, whether they are avoidable or unavoidable, will help support ParcelCare to develop strategies in this key area not achieve goals and to reduce costs (CIPD, 2024).












AC 3.2
Compare the following retention approaches:  realistic job previews; induction; job enrichment and reward.

There are a number of  approaches an organisation can consider in order to retain staff staff.

Realistic Job Previews: This approach is useful for both employee and employer to ensure that the candidate is suitable, providing potential employees with a practical insight to the role.  Benefits to this include both parties making informed decisions with less risk of employees leaving after a very short period of time. It is important to be mindful that this can also a negative affect and may put people off the position due to expectations not being met (HR Observor, 2024). 

Induction - According to Armstrong (2020, p.347-348) induction is the process of providing an employee  the essential information to conduct their role to the best of their ability. It allows organisations to provide a happy and welcoming environment to the new starter to settle them into the role to prevent them from leaving at a cost to the business. According to the most recent report produced by the CIPD (2024), 32% of organisations have improved their induction programmes to improve staff retention.

Job enrichment - There are a number of theoretical theories that support the principles of job enrichment. Outdated theories such as Hertzberg’s motivation-hygiene theory  have now been replaced by new ideologies such as the Social Exchange Theory which describe that employees will be motivated by factors such as recognition, monetary reward, empowerment and psychological safety (CIPD, 2021).

Rewards - According to Armstrong (2020), reward can help employees feel valued for their contributions. Rewards can be classified in terms of financial and non-financial rewards. Examples of financial rewards include pay rises, bonuses and pensions while recognition, praise and career progression could be classified as non-financial. Whilst rewards can be a key driver for staff retention, there are some limitations of this including the value of the reward not being fully appreciated and also the cost for the organisation (CIPD, 2012).

In relation to Parcelcare, the above approaches should be considered to retain staff especially to the induction element to ensure that a good first impression is made. Realistic job previews may be more difficult to implement not to deter potential candidates. There are close links with job enrichment and reward as if staff feel valued and fulfilled as they heavily align with job satisfaction if combined together to honour the contribution that staff make (CIPD, 2024).




AC 3.3
Explain the impact of dysfunctional employee turnover.

ParcelCare currently has an issue with staff turnover which needs to be addressed in order to retain talented employees.  According to Taylor and Woodhams (2022, p. 99) not all turnover is bad. Disposing of low performing employees can help to improve productivity and it also helps to promote internal progression and a culture of development. However, when turnover becomes ‘dysfunctional’ this can cause problems including high recruitment costs,  loss of knowledge of talented employees and a drop in morale for existing employees. All the afore mentioned problems will lead to a drop in customer satisfaction as productivity drops during these time of uncertainty. 

Productivity: A drop in productivity can be an indirect cost to ParcelCare. This can be challenging as it is difficult to measure as some costs cannot be quantified. For example, the departing employee will be less productive in final weeks and the new employee is less productive in first few weeks due to training needs (Taylor and Woodhams, 2022, p.49 - 50). 

Morale - When any employee leaves, whether this is through avoidable or unavoidable turnover, this will affect morale in general. This could be down to disappointment to employee leaving or increased workload that they have to fulfil during transition period of recruitment and induction of replacement (Taylor and Woodhams, 2022, pg.50).  A 2022 report published by Wiley Edge found that 63% of those businesses surveyed experienced the culture suffering as result of high turnover. This also links very closely with productivity levels (People Management, 2022).

Costs - The costs of employee turnover can be considerable to any business (Armstrong, 2020, P. 350). Financial costs can link to administration to advertise and recruit a replacement, covering role during transition period and induction and training costs (Taylor and Woodhams, 2022, p.50). The average cost of recruiting a new employee currently stands at £1500 however this has seen a recent decline due to recruitment budgets decreasing and the use of social media to advertise vacancies (CIPD, 2024).

Customer satisfaction - When productivity and morale drops this will inevitably have an impact at some point on the service provision and affect customer satisfaction. In ParcelCare this will have detrimental impact due to the competitive market that it operates in. This in turn will unfortunately customers taking their business elsewhere. It can also damage stakeholder relationships which may be difficult to build back again (Taylor and Woodhams, 2022, p.50).

By ensuring that costs of employee turnover is measured and managed, ParcelCare will be able to look to mitigate as much dysfunctional turnover as possible in order to retain it’s best talent.



 

AC 4.1 
Assess the suitability of permanent, full time contracts for delivery drivers as well as two other types of contracts.

Whilst ParcelCare provide mainly full time, permanent contracts, here we will  look at alternative options to ensure stability and flexibility for the business and it’s workforce.

Full time, permanent contracts:
Those members of staff that are on full time, permanent contracts in ParcelCare are classified as employees. Employees have  more employment rights over workers  but also have set terms and conditions as part of their contract. Additional rights include regular work, paid holidays, protection from discrimination and the rights to SSP (ACAS, 2024). These rights provide workers at ParcelCare with stability especially during periods of low demand and can contribute to employee retention and  improving job satisfaction (DavidsonMorris, 2025). There are some limitations to these types of contracts for the including inflexibility during quieter periods which can be costly to maintain staff full time and also for employees who are now looking to fit working times around family commitments (Daniels, 2025, p.60).

Agency workers:
According to the CIPD (2024), agency workers can sometimes be described as a contingent worker who is usually supplied temporarily by a work agency. Benefits to ParcelCare if considering the use of agency workers would include employment support through peaks and troughs (Christmas and holiday periods), the efficient ability to hire and terminate and avoiding having to provide the terms and conditions offered to permanent workers. The drawbacks of using agency workers are dealing with compliance and performance issues, the cost of utilising the agency and the lack of engagement from agency workers (People Management, 2023).

Zero hours contracts:
According to Armstrong (2020, p61) these contracts are useful when work fluctuates and a guaranteed number of hours cannot be provided. This would be an efficient option for ParcelCare due to the nature of the supply and demand in service provision through different periods of the year. Due to their flexibility, these contracts are becoming more popular  with workers who look to undertake work on an ad hoc basis. It is important to understand that these workers do not have to accept hours offered and will also have no commitment to the business (ACAS, 2024).

The above 3 types of contracts all have their own benefits and I believe that it would be worth ParcelCare continuing the  use of permanent contracts alongside zero-hour contracts which would help to build a stable work force with the permanent employees but also having the option of bringing in temporary staff during seasonal period. It may also be worth considering the gig economy as these types of contracts are very popular with delivery drivers due to their flexibility and earning potential (CIPD, 2023). (432)

AC 4.2
Explain the benefits of effective onboarding.

According to Taylor and Woodhams, (2022, p.98), onboarding is the period between the new employee joining the organisation and them gaining the skills required for the job. It is an important part of the employee lifecycle as failure to get this correct can lead to the employee leaving at an early stage and therefore losing money for the business.  The start of onboarding will provide an employee with a clear impression of the organisation and how they will be able to integrate themselves into their role (CIPD, 2025). 

Effective onboarding programmes can have significant benefits for both employees and employers. For employees these include opportunities to get to know their colleagues and the business quicker and also provides them with the resources to learn the skills required for their role in a timely, professional manner (CIPD, 2024). It is important to ensure that employees are trained in an efficient way to ensure they know how to perform the basic responsibilities in the role in a fairly short space of time. People Management, 2020, state that due to the nature of certain industries where staff turnover is high, it is important to maximise this period to raise the level of productivity from the offset. 

According to a CIPD survey in 2024, in order to improve staff retention, 32% of employers looked to improve the methods that they used to onboard and induct new staff. It is important that ParcelCare look to plan a thorough onboarding programme to ensure that they create a good impression. Failure to do so will demotivate the employee and lead to feelings of doubt and low morale. A good induction will immediately improve relations between employees and their managers, creating a climate of trust and respect on behalf of all parties (Marchington, 2021).

An example of this is Pret A Manger who have an innovative recruitment and onboarding programme where applicants are assessed against their 3 desired behaviors and will attend an experience day at one of their stores. The outcome of recruitment is voted for by the employees within the store and successful candidates will then attend a 10 day training programme. This is opposed to Deliveroo where onboarding was completed in a 30 minute period, leading to a number of accidents for its riders (Marchington, 2021).

Therefore, I would strongly recommend that Parcelcare look to review its existing on boarding programme to ensure that retention rates improve to ensure that all aspects are covered for each role including links to cooperate culture, policies and procedures, roles and responsibilities.  
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