AC 1.1
ParcelCare operates in a tight labour market and to remain competitive you would find value in adopting a strategic approach to ensure alignment between people practice and organisational goals. By positioning the workforce, you would benefit from competitor analysis to identify weaknesses and strengths of the market rivals as they are competing for the same talent pool to enable ParcelCare to become an employer of choice. 
An employer of choice is a highly regarded organisation that is a desirable place to work, retaining talent and attracting prospective employees through its organisational culture, values, beliefs and positive working environment (CIPD,2023). Establising ParcelCare as an attractive and respected employer would enhance its ability to retain and recruit skilled employees to support business goals by building a credible and strong reputation in the market (McCartney, 2017). 
A strong employer brand represents reputation and is an essential element in communicating how ParcelCare can differentiate from their competitors and be perceived by stakeholders, customers and employees (CIPD, 2023). By promoting reward and recognition, positive reviews, accreditations, staff testimonies, national presence, its long-established reputation and commitment to reliability, ParcelCare can be an employer with a positive reputation (CIPD, 2022). Furthermore, by highlighting career pathways, their contribution to local communities and positive employee experiences it has the advantage of increasing commitment, reducing turnover and developing a strong identity to engage, attract and retain the right talent. HR professionals should also collaborate closely with colleagues in public relations, marketing, internal communications and corporate responsibility, to share expertise and get maximum benefits from developing a strong employer brand (CIPD, 2023). 
Additionally, creating a strong Employer Value Proposition (EVP) forms the basis of the company’s employer brand, enabling ParcelCare to distinguish itself within an intensely competitive employment market. The EVP highlights the unique experiences, opportunities, values and benefits available to employees upon joining ParcelCare in return for their commitment, skills and performance.  Aligning the EVP with the organisations purpose, culture and strategic goals while meeting employee expectations increases your identity as an attractive employer (Armstrong and Taylor, 2023).  
In conclusion, ParcelCare can strengthen its position in a competitive labour market by strategically enhancing its employer brand, investing in talent development, developing a strong EVP and embedding a positive organisational culture. This strategic approach will enable ParcelCare to set itself apart from competitors, establish its reputation as an employer of choice, retaining and attracting the skilled workforce needed to ensure long term growth and success.
AC 1.2
ParcelCare would experience a significant impact in areas of recruitment, selection and retention during changing labour market conditions, which could influence resourcing decisions. 
These are influenced by a variety of conditions including economic pressures and crisis in areas of rising interest rates, inflation, a threat of war and changes in legislation which could also impact migration, employment rights and the national minimum wage. Additionally, skilled labour is impacted by technology, especially with the automation of AI and is intensified in deprived or economically disadvantaged areas where access to training and apprenticeship schemes are limited. Furthermore, with an ageing population we are at risk of losing knowledge, experience and a demand in health and wellbeing support, all of which impact workforce planning and recruitment strategies (CIPD, 2024). 
ParcelCare are experiencing a tight labour market where the demand for workers exceeds the supply of available labour, leading to difficulties in recruiting and retaining staff. As a result, ParcelCare must take a proactive approach and would benefit from developing a clear Employer Value Proposition (EVP) in attracting talent by offering career development, wellbeing, job security, flexible working arrangements, benefits and competitive pay. Furthermore, consideration should be given to investing in the existing workforce with succession planning and internal development, therefore strengthening internal talent and reducing dependance on external recruitment (Armstrong and Taylor, 2023).   
In comparison, during a loose labour market the supply of workers exceeds demand, resulting in many people seeking employment compared to the amount of job vacancies available. This creates a less costly recruitment process as you will have access to a larger pool of available candidates. Generating a shorter recruitment process due to increased candidate availability and the opportunity for ParcelCare to focus more on cultural fit, skills and future potential. However, it is worth noting that with a greater supply of talent, ParcelCare would benefit from more robust selection and onboarding processes to maintain quality (CIPD,2024; Armstrong and Taylor, 2023). 
Horizon scanning could support ParcelCare in identifying a changing labour market by highlighting risks, emerging trends and opportunities that influence workforce demands. This would enable them to anticipate changes in the parcel and logistics sector, in areas such as technology, automation, sustainability, legislation and transport. Furthermore, by applying horizon scanning in supporting proactive planning would ensure ParcelCare could maintain service quality, meet rising parcel volumes and remain competitive in an increasingly fast-paced and digital environment (Armstrong and Taylor, 2023).
In summary, the evolving labour market requires ParcelCare to adopt an evidence-based, proactive and responsive resourcing strategy that aligns with external market conditions and labour capability combined with organisational objectives. 
AC 2.1
Workforce planning is an integral part of business planning where the core process enables organisations to balance the right number of people with the rights skills at the right time and in the right place to achieve business objectives. This impacts employee engagement, enhanced recruitment and retention and organisational productivity and performance. Enabling ParcelCare to create tailored solutions when identifying workforce implications and business problems by identifying gaps, anticipating future requirements and current workforce capability to support short and long-term company objectives (Armstrong and Taylor, 2023; CIPD, 2025). 
ParcelCare would benefit in introducing a structured approach to workforce planning by generating measurable improvements in several areas. This would enable the organisation to forecast future needs, analyse current workforce capability, increase employee engagement and retention to facilitate stronger talent pipelines. In addition to developing workforce capability, the improvement of cost efficiency would also support the alignment of people strategy with long-term organisational goals. It is worth noting that being data-driven in workforce planning provides factual evidence to enable informed decisions in place of intuition or assumptions (CIPD, 2021; CIPD, 2024; Armstrong and Taylor, 2023).  
The CIPD Resourcing and Talent Planning Report (2024) highlights that just 38% of organisations use workforce data to identify skills gaps, and fewer that one-third forecast future capability needs. Furthermore, the report showed the importance of inclusive recruitment in areas of accessibility and fairness, in addition to flexible working and workforce development initiatives. Notably, 51% offered apprenticeships, 71% of employers offered remote or hybrid working with 44% implementing graduate programmes to build sustainable talent pipelines (CIPD, 2024). 
ParcelCare can strengthen its competitive position by applying an evidence-based approach using workforce data insights to identify future skill shortages early and invest in targeted recruitment, learning, and employee development initiatives. These measures would not only strengthen ParcelCare as an employer of choice but also ensure they remain competitive and future-ready (Armstrong and Taylor, 2023).
AC 2.2
ParcelCare could benefit from the following techniques to support an evidence based and effective workforce planning process since this is driven by a range of forecasting and analytical techniques to ensure success. 
Demand and Supply Forecasting is the process of supporting the business in comparing the current (supply) and future (demand) workforce demands to ensure the organisation has the right number of people, with the rights skills, in the rights roles, at the right time (CIPD, 2024). 
Demand forecasting supports the predicted competences and skills the future workforce will need in the organisation based on utilising workload analysis, expansion plans, retirement trends, business growth projections, productivity levels and turnover rates. Alongside external influences including labour market trends, economic conditions, government changes, legislation, environmental and digital transformation (Armstrong and Taylor, 2023). However, this method relies on the accuracy of projections and data, although with changes in customer demands, economic uncertainty and advancement in technology it should be regularly reviewed and supported by flexible workforce planning (CIPD, 2023).    
Whereas Supply Forecasting considers both internally and externally the current and future availability of talent. Therefore, factors to consider internally are promotions, turnover, transfers, potential retirements and existing employee skills to evaluate workforce sustainability. Also combined with availability of talent externally, which considers competition, labour market availability, education and training pipelines (Armstrong and Taylor, 2023). In summary, this technique identifies workforce gaps and will enable ParcelCare to determine if the organisation will meet its labour requirements through the existing workforce or if talent development or external resourcing will be required (Armstrong and Taylor,2023). Research indicates demand and supply forecasting can support ParcelCare in anticipating future labour demands by assessing workforce requirements against available talent. However, it is important to note that its accuracy relies on real-time workforce data as outdated information could lead to poor forecasting outcomes (Armstrong and Taylor, 2023).  
In addition, HR metrics is recognised as a key technique in supporting evidence-based decision-making which will enable ParcelCare to efficiently plan and utilise its workforce by providing measurable insights into efficiency, engagement and workforce performance. It enables HR to identify areas that require improvement and monitors trends by utilising metrics in areas such as absence levels, training, turnover, employee engagement, diversity, equality and inclusion and time-to-hire. The CIPD Resourcing and Talent Planning Report 2024 highlights more organisations are collecting data to inform workforce decisions, with 20% experiencing effectiveness of retention initiatives and 31% highlighting the performance of new talent (CIPD, 2024). This approach would enable ParcelCare to benchmark its workforce performance against industry standards, in identifying operational costs, productivity and employee engagement, to highlight shortcomings. Furthermore, it would enable HR to monitor trends and identify areas that require improvement, for example in examining driver turnover in areas of workload, pay and shift patterns in facilitating evidence-based activities to enhance employee retention (CIPD, 2024; Armstrong and Taylor, 2023). However, this method of analysis relies on the quality of data and accuracy of workforce intelligence which needs to be consistently measured (CIPD, 2023).  
AC 2.3
Whilst advertising vacancies can be effective, ParcelCare would benefit from broadening the candidate reach to further strengthen the quality of candidates and promote fairness. 
ParcleCare’s existing workforce could attract suitable candidates through an employee referral scheme and promote engagement with employees during the process. This cost-effective method could significantly reduce recruitment lead time and often leads to a high retention rate as referred candidates have a more accurate understanding of the role and expectations (CIPD,2022). However, this method has risk of creating unconscious bias or reduced diversity in the workforce and highlights the importance of inclusive recruitment to ensure representation and fairness across all groups (Marchington et al., 2020).
With the growing rise of digital platforms such as Facebook, LinkedIn, Instagram and X, social media recruitment has the potential to reach a much wider audience rapidly whilst remaining cost-effective. With the ability to define specific skill sets through targeted advertising it enhances the employer brand and facilitates two-way communication instantly through messages, virtual channels and comments (CIPD, 2022; CIPD, 2023). That said there is risk related to reputation, especially if posts are poorly managed as this could lead to negative comments and unprofessional interactions. Furthermore, with compliance of GDPR and data protection, consideration should be given to the collecting and storage of candidate data as misuse could lead to ethical and legal implications (CIPD, 2023).
ParcelCare could utilise psychometric testing as part of the selection process. The strength of this method lies in standardisation and fairness of the assessment process, as well as providing an objective way to measure personality traits, behaviour and cognitive ability (Armstrong and Taylor, 2023). It also has the ability to identify the alignment of candidates with organisational culture, workplace relationships and performance expectations, supporting retention and engagement (Marchington et al., 2020). Conversely these tests can incur significant costs and may require licence fees and software, consequently impacting small or medium sized organisations (CIPD, 2023).
As part of the selection process ParcelCare could use selection interviews to enable them to assess a candidate’s suitability through face-to-face interaction. This will enhance fairness and reliability as a structured interview would ensure the key requirements of the job are identified (CIPD, 2023). Using a predetermined list of questions which explore the key requirements of the job in areas of experience, competency and fit, would ensure each candidate is assessed against the same criteria.  Therefore, reducing the risk of bias and comparing candidates more easily and fairly (Taylor, 2022). Nevertheless, it is worth noting that selection interviews can be influenced by unconscious bias as they heavily rely on the interviewer’s subject interpretation, which could result in judgement based on factors such as age, gender, accent and appearance (CIPD, 2023).  
AC 3.1
To understand the increase in employee turnover, it would be beneficial for ParcelCare to recognise the differences between avoidable and unavoidable turnover. Furthermore, using the push and pull factors would identify the reasons why turnover rates are exceeding acceptable levels.  
Avoidable turnover arises when employees leave for reasons that could potentially have been resolved by the organisation in areas of poor working conditions, a lack of career progression, communication and ineffective management practices (Armstrong and Taylor, 2023). To reduce avoidable turnover and increased onboarding costs, ParcelCare would benefit from the strengthening of employee engagement, career development opportunities, enhancing reward and recognition with consistent and effective leadership communication (CIPD, 2023).  
Whereas unavoidable turnover results in reasons outside of the organisations control, in areas of medical conditions, retirement, personal commitments and relocation (CIPD, 2023). Hence ParcelCare would benefit from the development of internal talent, workforce planning, flexible working, monitoring of succession pipelines and staffing levels (Armstrong and Taylor, 2023). 
Push factors are conditions or experiences within an organisation that drive employees to leave, such as an unsafe work environment, poor company culture, lack of opportunities, stress, conflict and excessive workload. Although they originate internally it is critical that ParcelCare address these factors by improving communication, well-being support and development in people management to reduce avoidable turnover (Marchington et al., 2020).
In comparison, pull factors are external and attract employees to alternative job opportunities. This may consist of a higher salary, improved benefits and culture, a better work-life balance, career prospects and a desirable employer brand. As a result, this can be more challenging to manage and demonstrates market competitiveness (Taylor, 2022).
It is important to note that high levels of employee turnover can affect ParcelCare in several ways. Productivity often declines when staff leave, leading to workload pressure and stress on existing staff. Also, the loss of employee skills, knowledge and customer relations could result in reputational damage. Furthermore, with the increased cost of recruitment, selection and training, this could impact company profitability (CIPD, 2023). 
AC 3.2
Workforce stability, workplace performance, and continued business sustainability requires organisations to retain their skilled employees especially in a competitive labour market (Armstrong and Taylor, 2023). 
ParcelCare would benefit from using realistic job previews as a low-cost approach during the recruitment process to ensure candidates have an informed understanding of the warehouse position through establishing realistic expectations. This highly effective process would include shift patterns, internal processes, working environment, manual requirements and expectations of the role, resulting in a reduced risk of early resignation which can be influenced by unrealistic expectations and reality (Taylor, 2022). However, it is worth noting that time needs to be given in creating processes, procedures and accurate material. 		
Further supporting retention, induction creates a sense of welcome and engagement to a new starter, enhancing confidence and support from the start. Thus, contributing to a clearer understanding of the role, expectations and company processes which can reduce anxiety and uncertainty (CIPD, 2023). ParcelCare would find induction valuable in retaining warehouse staff, where structured onboarding ensures they understand standards of performance, safety procedures and use of equipment. Furthermore, it builds positive relationships and demonstrates support and investment in their success, resulting in loyalty and commitment to the organisation. It is worth noting that with a moderate cost, consideration should be given to the coordinating of operations, onboarding materials, and training (Taylor, 2022).
Furthermore, ParcelCare would benefit from job enrichment as it helps employees feel valued and supported, in addition to positively influencing employee opportunities and upskilling of warehouse positions. Designed to give employees more autonomy and responsibility with the opportunity to have more control over their work, therefore enabling them to develop skills and knowledge. Highly effective, it can lead to improved performance, job satisfaction, motivation, growth and additionally a healthy work environment (Armstrong and Taylor, 2023).
In comparison, reward remains a critical factor in warehouse retention, particularly in a competitive labour market where benefits and pay vary across many organisations. ParcelCare would benefit from delivering a transparent, equitable and fair pay framework to meet the needs of the workforce and the business. Furthermore, with recognition initiatives, shift allowances and well-being benefits, this will contribute to a culture of equity and fairness leading to the creation of an engaged workforce resulting in a positive reputation and improved employer branding (Marchington et al., 2020). However, it is worth noting that reward-focused strategies can be expensive to sustain and may only provide short-term commitment if other employee experience factors are not addressed. 
AC 3.3
The impact of dysfunctional employee turnover could influence the loss of experienced delivery drivers, customer service employees and supervisors which could have a significant effect on ParcelCare, leading to financial pressures, disruption and the undermining of the organisational culture.  Dysfunctional turnover refers to situations where highly performing skilled employees who are hard to replace leave an organisation. Therefore, increasing turnover, creating direct and indirect costs whilst impacting morale, engagement and a cycle of instability (CIPD,2023).
Direct costs include interview time, agency fees, advertising, initial training, recruitment, and onboarding of replacement staff (CIPD,2023). Whereas indirect costs are more considerable and include disruption to service delivery, also the loss of productivity by a leaver and a new starter. In addition to the loss of knowledge, skills and the return on any investment for the leaver. Furthermore, it can have a negative impact on ParcelCare employer branding and lead to a decline in customer satisfaction during periods of training and understaffing (Armstrong and Taylor, 2023).
When experienced staff leave, their customer relationships, expertise and knowledge can significantly impede the achievement of organisational objectives. In addition, their lack of presence could impact on morale in the team, reducing capacity, delaying operational output and lowering service standards. For ParcelCare this can create heightened risk in the fast-paced areas of warehousing and logistics where staff shortages can have an immediate effect on customer delivery expectations (Marchington et al., 2020). It is worth noting, the use of exit interviews can assist in recognising the root causes which can support the development of evidence-based retention strategies.
Furthermore, dysfunctional turnover has the potential to damage ParcelCare’s reputation, as a high turnover of staff can impact on employer brand, resulting in difficulty when recruiting staff. With increased pressure on existing staff this can also lead to dissatisfaction, reduced productivity, and motivation, resulting in further resignations (CIPD, 2023).
To mitigate these risks, ParcelCare must address the issues strategically in areas of career development, engagement, employee feedback, recruitment, and succession planning. In addition, benchmarking culture against best practice and ensuring individuals are aligned to their roles from the start will support stronger engagement, faster onboarding, and improved job satisfaction (inFreedo, 2023). 
Combined, these actions help enable ParcelCare to sustain productivity levels, assist in maintaining a motivated and skilled workforce, strengthening the organisations reputation, which is critical for long term success.
AC 4.1

At this present time, permanent full-time contacts align well with the needs of the business and also provide ParcelCare with employee commitment, retention and workforce stability to support organisational requirements. This approach boosts employee morale and wellbeing, helping to create a positive working environment (Daniels, 2022). 
Furthermore, it can support more strategic planning, increase performance, minimise recruitment costs and with career progression make ParcelCare more desirable in the labour market. Permanent full-time drivers are more inclined to develop customer relationships, local area knowledge and a greater understanding of internal processes (Daniels, 2022). However permanent full-time contracts offer less flexibility when business demands vary, resulting in increased labour costs during quieter periods and also challenges during busier periods. 

As ParcelCare experience fluctuating business needs, it would be worth considering alternative workforce contractual agreements alongside the permanent full-time contracts, thereby supporting the changing business demands.

Temporary drivers would provide ParcelCare the flexibility to adapt to seasonal peaks and troughs, campaigns and workforce holidays and in addition providing an opportunity to assess performance and suitability. Moreover, reducing long-term liability of employee benefits, pension contributions and effectively manage better control of labour costs (Daniels, 2022). However, it is worth noting that temporary staff are entitled to the same statutory rights as permanent employees under the Equality Act 2010, this includes the national minimum wage, rest breaks and paid annual leave. In addition, ParcelCare must comply with the Working Time Regulations 1998, ensuring temporary workers receive fair and lawful treatment, contributing to employee engagement and workforce satisfaction (Daniels, 2022). 

In comparison a zero-hours contract would support ParcelCare’s fluctuating business demands given that there is no obligation to provide a set number of working hours to a worker. However, there is no contractual obligation for the worker to accept work, which could result in lower commitment and engagement (CIPD, 2023). Nevertheless, ParcelCare would benefit from reduced fixed labour costs as it would enable you to call in drivers when demand is high and scale down when it is low. With access to a larger talent pool ParcelCare would be able to cover staff shortages or unexpected increases in demand to support ongoing service reliability. Daniels (2022) emphasises zero-hours contracts must ensure compliance with employment legislation, including statutory holiday pay entitlements, a minimum working time and includes verification of the employment relationship is clarified to prevent misunderstanding. It is worth noting that the lack of guaranteed hours may reduce attraction and retention, especially when competitors offer more stable roles. To avoid reputational harm and workforce disengagement, ParcelCare must ensure fair rota allocation, transparent communication and training. Furthermore, the proposed Employment Rights Bill aims to provide zero hours workers the right to guaranteed hours based on an average of 12 weeks, therefore highlighting the need for compliance and fair treatment (CIPD,2022).

AC 4.2
With managers currently onboarding on an ad hoc basis, this approach can result in a lack of consistency, leading to reduced motivation when inducting new employees. By recognising potential advantages in a structured onboarding programme, would enable ParcelCare to deliver operational, strategic and cultural improvements that contribute to achieving organisational aims. 
An effective and consistent onboarding process would include a thorough pre-screening and an interview framework which will strengthen ParcelCare’s overall business performance by improving staff retention, increasing productivity and creating a culture of engagement and belonging. This is supported by new employees feeling welcomed, informed, connected and aligned with the company’s purpose, in addition to reducing early turnover, recruitment and staff training costs (CIPD, 2023). Moreover, employees have a better understanding of their role, expectations and performance standards early on, resulting in drivers becoming confident with the delivery routes, leading to an increase in customer satisfaction and improved service reliability. This is particularly important in the highly competitive logistics and parcel delivery industry, where tight delivery schedules and strong competition for drivers is increasingly challenging (CIPD, 2023; Logistics UK, 2024). 
In a recent report, the Logistics UK Skills and Employment Report (2024) highlights 50% of HGV drivers are aged 50 or over, illustrating a risk of large-scale retirements (Logistics UK, 2024). With the sector continuing to experience shortages in areas of delivery drivers, mechanics and technicians. It is vital ParcelCare invest in a structured onboarding process to ensure new drivers obtain the organisational and technical knowledge needed for operational efficiency (Armstong & Taylor, 2023). Furthermore, buddying up new recruits with experienced drivers nearing retirement would ensure the transfer of knowledge to enhance workforce capability. Tailored onboarding programmes including technology orientation, driver safety training and development would maintain commitment and enhance performance and retention (CIPD, 2023). 
Furthermore, to improve the effectiveness of the role during the onboarding process, it is important to regularly review and update the job specification to ensure alignment with developing organisational needs and business objectives (Armstrong & Taylor, 2023). Regular employee surveys can also be used to provide valuable insights into the employee experience, engagement levels, and organisational performance (CIPD, 2023). Additionally, to improve retention and reduce turnover, regular one-to-one meetings enable discussions for career progression and training needs, thereby enabling measures to address any potential issues. By maintaining open communication and providing feedback will open discussions in areas of career progression, training, with measures to address potential issues whilst recognising accomplishments and delivering feedback thereby enhancing morale (Marchington et al., 2021; Daniels, 2020).
However, Daniels (2022) points out that continuous onboarding facilitates compliance by ensuring that data protection, health and safety requirements and right-to-work checks are executed accurately to mitigate legal risk and ensure compliance. Whereas CIPD (2023) highlights employees who experience structured onboarding are considerably more likely to retain their role beyond the first six months. This demonstrates reduced recruitment and training costs, a decrease in early turnover and enhanced workforce stability, especially significant given the competitive nature of the delivery and logistics sector.  
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