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[bookmark: _Hlk213859290](AC1.1) How to Become Strategically Competitive in Labour Markets
The labour market refers to the supply and demand for employment. It is shaped by skill availability, economic conditions, employee and organisational needs (Taylor and Wilkinson, 2022). To remain competitive in a crowded labour market ParcelCare must utilise competitor analysis, enhance employer branding and plan its workforce strategically (Marchington et al, 2021).
Competitor analysis is essential to understand the strengths and weaknesses of rival organisations. Vagias (2024) Emphasises that a successful market evaluation begins with internal analysis of resources and capabilities, followed by external scanning including competitor advantages and limitations. ParcelCare should begin with a SWOT analysis to identify its needs and current position (CIPD, 2025a). Emphasis should be placed on assessing workforce size and flow to determine operational continuity in competitive markets as well as pay, employee benefits and opportunities (Boxall and Purcell, 2022; Armstrong and Taylor, 2023). This forms the foundation for comparing ParcelCare’s employee experience against its competitors. For instance, Amazon offers competitive pay and flexible work arrangements (Moore, Newsom and Williamson, 2025 pp. 124-136.). Adopting a flexible approach alongside stable, permanent contracts with development opportunities could attract candidates from a broader talent pool.
A PESTLE analysis should be conducted to anticipate external pressures that shape competitive strategies and labour market trends (CIPD, 2025b). For deeper market awareness on new entrants, SWOT and PESTLE can be used alongside Porter’s five forces (Vagias, 2024).
Gibson (2021) argues that strategic workforce planning fosters agility and antifragility, which unlike resilience enhances performance rather than merely resisting disruption. A key step is to conduct a gap analysis, using internal and external assessments to identify current strategy shortcomings. An action plan can then be made to refine recruitment tactics and align with future needs (CIPD, 2025b).  For instance, ParcelCare could consider skill distribution, allowing employees with scarce expertise to focus on critical tasks, reallocating routine work to less specialised roles (Taylor and Wilkinson, 2022).
Employer branding is also vital in competitive labour markets. Adams (2022) identifies reputation, experience, and value proposition as key brand pillars. Offering flexible employment models, autonomy, and inclusivity can create fulfilling work environments and foster loyalty. This can successfully position an organisation as an employer of choice (CIPD, 2024a; Jacobs, 2021). However, without authentic integration, credibility and trust are lost, risking being viewed as an unfavourable employer (Boxall and Purcell, 2022).
Aligning employer brand and workforce strategy helps ParcelCare stand out in a competitive market. However, sustaining an advantage requires continuous innovation, agility, and responsiveness (Marchington et al., 2022).  


(AC1.2) Impact of Labour Market Conditions on Resourcing
Labour market conditions play a critical role in shaping organisational resource decisions. Whether the market is tight, with low unemployment and high competition for talent or loose, with surplus labour and reduced job opportunities, organisations must adapt their approach to attract and manage talent effectively (Wilkinson and Taylor, 2022).
Recently the UK labour market has shown signs of tightness, particularly in logistics, health, and hospitality sectors. This has led to recruitment difficulties, elevated wage expectations and an increased turnover risk resulting in many employers offering better pay, flexible working, internal development and investing in retention strategies (Cockett, 2025).
Boxall and Purcell (2022) emphasise the importance of building organisational capability when external labour supplies are restricted. They recommend developing internal talent pipelines to diminish skills gaps, enhancing employee engagement to help reduce turnover and implement workforce planning to anticipate future needs. ParcelCare’s competitors, Pegasus couriers, demonstrate this process. Facing driver shortages due to Brexit and competition from higher paying HGV roles, the company chose to invest in route optimisation technology to reduce reliance on manual labour and improve efficiency (West, 2025). 
In contrast, during loose labour market conditions employers feel less pressure to offer creative or highly competitive employment packages. This is simply because employees are less likely to leave their roles and can be relatively easy to replace if they do (Wilkinson and Taylor, 2022). The CIPD spring labour market outlook report highlights several resourcing decisions that are typically associated with a loose market. These include reduced intentions to hire and increased focus on cost control (Bon, 2025).
Demographic shifts in the labour market also influence resourcing. Trends in population structures including age, ethnicity and gender can all alter regional labour markets, while political factors can heavily influence global labour markets (Beardwell and Thompson, 2017). As Rahman et al. (2025) note, the growing participation of women in logistics and transport is reshaping traditionally male‑dominated roles. For ParcelCare this widens the talent pool but also requires policies on work-life balance and equal opportunities to support retention. 
Additionally labour market inequality reflected in the ‘hourglass’ effect has led to chronic shortages in high skill roles and excess in low skilled ones. With the baby boomer generation approaching retirement age and net migration slowing, strategic forward-looking assessments are needed to prevent future skill gaps (Taylor and Wilkinson, 2022).
Ultimately labour market conditions demand adaptive and evidence-based resourcing strategies to balance short-term needs with long-term resilience.   


(AC2.1) The Impact of Effective Workforce Planning
Workforce planning is a strategic process that helps organisations align staffing needs with long term business goals. It enables employers to forecast future staffing needs, identify skill gaps, implement targeted recruitment strategies and develop talent in line with wider business goals (CIPD, 2025b). The process typically consists of six stages: 1) understanding the organisation and its environment, 2) analysing the current workforce, 3) determining future needs, 4) identifying gaps between current and future workforce, 5) developing an action plan, and 6) monitoring and evaluating progress (CIPD, 2025c). For companies struggling to recruit and retain staff, and have never undertaken workforce planning, the benefits can be significant. 
Wilkinson and Taylor (2022) emphasise that effective planning supports succession management reducing reliance on external recruitment whilst improving internal mobility. Without workforce planning organisations often experience misalignment between labour supply and demand, leading to high turnover, unfilled roles and operational inefficiencies. For ParcelCare, operating within an environment of fluctuating demands and high competition, this can result in driver shortages, delayed deliveries and customer dissatisfaction. However, by identifying skill gaps and high-risk roles talent can be grown from within. Investment in upskilling, encouraging role mobility and making career paths more visible can improve both retention and loyalty, allowing a shift from reactive hiring towards proactive decision making. (Lardner, 2025).
Gibson (2021) reinforces this view, promoting an agile approach to workforce planning that is flexible, continuously reviewed, and embedded within business strategy. This is supported by Armstrong and Taylor (2023) who caution that successful planning should be viewed as tentative and adaptable for unexpected events. If implemented effectively however, it can positively impact cost control and talent management. 
Seasonal demand poses a particular challenge for the parcel delivery sector. Pegasus couriers explain that parcel volumes can triple during peak periods such as Christmas. Without adequate planning companies can struggle to onboard and train temporary staff quickly enough, leading to inconsistent service, increased turnover and costs. By using predictive analytics to forecast demand and allocate resources efficiently, Pegasus couriers can maintain productivity during high pressure periods, mimicking an approach that has yielded savings of between 12% -15% for Royal Mail and DPD (West, 2025b). This demonstrates how strategic workforce planning can directly improve performance and operational resilience. 
For organisations new to workforce planning the benefits can be both immediate and long term. In the short term it can reduce recruitment costs, improve role alignment and enhance service reliability. Overtime, it helps build resilience by ensuring the right roles are filled by the right people at the right time (Beardwell and Thompson, 2017).  


(AC2.2) Evaluation of Workforce Planning Techniques
Effective workforce planning relies on a range of processes to anticipate staffing needs and align talent with organisational goals (CIPD, 2025c). Three commonly used techniques are demand forecasting, succession planning, and PESTLE analysis. Each offer distinct strengths and limitations.
[bookmark: _Hlk213517422]Demand forecasting helps organisations predict future staffing needs based on business goals and market developments. Armstrong and Taylor (2023) highlight its ability to align workforce supply with proactive budgeting and resource allocation. Two common data gathering methods used are managerial judgement and ratio-trend analysis. Managerial judgement offers beneficial context for changing external environments but is often subjective and lacks reliable evidence (Armstrong and Taylor, 2023; Marchington et al., 2021). Ratio trend analysis offers quantitative reliability by projecting future needs from historical data. However, relying on past patterns can restrict adaptability (Gibson, 2021). Relying on a single method for demand forecasting can lead to errors.  Therefore, a combination of both objective and subjective methods should be undertaken.
Succession planning ensures continuity of senior or key positions to maintain organisational efficiency (CIPD, 2024b). It integrates workforce planning with employee development to prepare internal candidates for future roles (Nyberg et al., 2017 pp. 318–342). The CIPD (2024b) notes clear development pathways help reduce risks from sudden departures, boost resilience, and strengthen employee engagement. By investing in internal talent, succession planning can reduce external recruitment costs and contribute to long-term cultural cohesion (Marchington et al., 2021). However, Nyberg et al. (2017) note that unpredictable market conditions and limited resources can hinder effective implementation, particularly forecasting talent needs and adapting to competitive environments. Additionally, outdated plans and over-reliance on internal talent can restrict innovation and efficiency (Marchington et al., 2021). These limitations highlight the need for accurate, regularly reviewed data and ongoing commitment to sustain organisational value. 
PESTLE analysis is a strategic tool that helps organisations assess external political, economic, social, technological, legal and environmental factors influencing organisational planning and decisions (Marmol and Feys, 2015). Its strength lies in its simple yet structured framework making it easy to identify risks, anticipate change and align long-term organisational strategy (Hayden, 2025; CIPD, 2025b). For example, awareness of new regulatory measures such as low emission zones could help ParcelCare transition to cleaner vehicles while maintaining service and compliance (Browne, Allen and Anderson, 2004). However, its simplicity can lead to insufficient or excessive data collection, causing poor decisions or analysis paralysis. Constant change also means frequent reviews are required to maintain relevance (Hayden, 2025). Marmol and Feys (2015) argue that external analysis alone is inadequate; Combining PESTLE with SWOT offers a more comprehensive view of organisational challenges and opportunities. Ultimately, effectiveness relies on data quality and the ability to translate insights into actionable plans. 
While each tool offers valuable insights, their effectiveness relies on integrating quantitative and qualitative methods with regular data reviews. A combined, evidence-based methodology would enhance ParcelCare’s adaptability and resilience.


(AC2.3) Evaluation of recruitment and selection methods
With corporate websites declining in perceived effectiveness alternative recruitment strategies should be considered (CIPD, 2022). To improve reach and hiring success ParcelCare should expand its recruitment and selection methods. The following evaluates two alternative recruitment methods and two different selection methods beyond corporate advertising and interviews.
Recruitment Agencies
Recruitment agencies offer fast, efficient access to broad talent pools, including passive candidates and provide targeted expertise to specific sectors and roles (Newell Brown, 2011). Their responsiveness and discretion make them particularly useful for hard to fill or sensitive roles (CIPD, 2024c). However, high fees and reduced control over candidate sourcing can be drawbacks. Agency quality can vary, and poor briefing may lead to cultural misalignment. Success depends on strong communication and collaboration between employer and agency (Newell Brown, 2011; Torrington et al., 2020).
Employee Referral schemes
Employee referral schemes provide a cost-effective way to attract candidates, especially in tight labour markets (Hogarth and McCartney, 2024). They encourage positive workplace promotion, leading to faster, culturally aligned hires that enhance retention and engagement through mentoring and rewards. Although, rewards should be modest to prevent distraction and reduce low-quality referrals.  To avoid favouritism referrers should be distanced from hiring decisions (Newell Brown, 2011). Referrals may also limit diversity, as employees often suggest similar individuals (Marchinton et al., 2021). They are generally more effective for entry or mid-level roles than for specialist positions (Kumar, 2025). In conclusion, while referral schemes offer cost-effective hiring with strong cultural fit, their impact is limited unless supported by inclusive recruitment practices.
Psychometric Testing
Psychometric testing offers a reliable, objective way to assess cognitive ability and personality, providing useful indicators of future performance (CIPD, 2024d; Armstrong and Taylor, 2023). Royal mail's use of online testing demonstrates its effectiveness to streamline applicants in operational settings like ParcelCare (Berry, 2006). However, Armstrong and Taylor (2023) caution that tests must be role appropriate, ethically administered and used alongside other methods to avoid bias. Poor design or misuse can disadvantage candidates and reduce fairness (Torrington et al., 2020). Following British psychological society standards ensures responsible use (CIPD, 2024d). Overall psychometric testing can enhance recruitment when used responsibly alongside other selection methods.
Skill based Assessments
Skill-based assessments offer a reliable measure of future job performance through evidence-based evaluation of real-world capabilities (CIPD, 2024d). Roslansky (2021) suggests that skill-based hiring aligns recruitment with actual job demands and removes obstacles for individuals lacking formal education or career experience. Wyatt (2024) supports this, noting their ability to mitigate unconscious bias, especially regarding gender. However, designing and administering fair assessments requires resources and time (Behavioural Insights Team, no date). Additionally, candidates unfamiliar with the format may be disadvantaged, impacting diversity (CIPD, 2024d). Ultimately, well-designed skill-based assessments improve fairness and job-fit prediction. For ParcelCare they would be especially useful for selecting practical roles like drivers or warehouse staff.  


(AC3.1) Turnover types and influencing factors.
For organisations with high turnover rates understanding the difference between turnover types and the reasons that influence employee departures is essential. This knowledge can help HR professionals focus their efforts on actionable improvements to retention strategies, reducing recruitment costs (CIPD, 2025d). Wilkinson and Taylor (2022) suggest the first step should be to distinguish between avoidable and unavoidable turnover.
Avoidable turnover refers to employee departures that could have been prevented through improved organisational practises. These include dissatisfaction with management, lack of career development or inadequate compensation (Hom, Allen and Griffieth (2020). Wilkinson and Taylor (2022) state that these internal failings account for 90% of all voluntary resignations but can be proactively addressed through targeted interventions. The CIPD (2025d) supports this view, emphasising the importance of conducting exit interviews and employee feedback to identify and rectify retention risks.
In contrast, unavoidable turnover stems from circumstances beyond the employer's control and are not related to the organisation. These could include family obligations, relocation or health issues (Wilkinson and Taylor, 2022). While these types of exits may be inevitable, companies can mitigate their impact through succession planning and flexible work arrangements (Hom, Allen and Griffeth, 2020).
Analysing turnover through the lens of push and pull factors further clarifies the reasons employees choose to leave or stay. Push factors are negative aspects of their current employment that drive employees away, such as lack of recognition or poor leadership (CIPD, 2025d). Whereas pull factors are external attractions that tempt employees to pursue opportunities elsewhere. These could include better wages or benefits, improved career development or more fulfilling roles (Hom, Allen and Griffeth, 2020).
Bevan (2023) highlights that organisations can better control internal push factors and therefore a focused, evidence-based approach to tackling these issues delivers greater results and improves organisational pull factors. Providing employees with supportive work environments including family friendly policies, strong social ties and leadership appreciation encourages loyalty, acting as a powerful pull factor. Whereas not addressing negative issues such as poor communication, high stress levels or lack of training will function as push factors, increasing turnover (Al-suraihi et al., 2021).
By paying attention to the differences between avoidable and unavoidable turnover, as well as the influencing push and pull factors, ParcelCare can address internal issues and promote an attractive work environment. These efforts can bolster retention strategies and ultimately reduce turnover rates to below internal targets. The CIPD (2022) also suggests that lowering recruitment costs allows organisations to reinvest savings, increasing viability in competitive markets.  


(AC 3.2) Comparison of Rention Strategies
In competitive labour markets, retaining skilled staff can be challenging. Realistic job previews (RJPs), Induction, job enrichment and reward are four distinct retention strategies ParcelCare can utilise to boost commitment and reduce turnover within their warehouses.
Realistic job previews are pre-employment screening methods that present candidates with a balanced view of the role, including its benefits and challenges. Bhattarai (2025) identifies RJPs as a preventative strategy that reduces turnover by aligning expectations with actual job demands. Landis, Ernest and Allen (2014) explain that RJPs can be delivered in many formats ranging from face-to-face experiences to written materials. They emphasise their ability to foster trust and improve job-person fit, particularly when used prior to a job offer. For warehouse roles, where physical demands and shift work are common, RJPs help candidates evaluate their compatibility with the role. This makes RJPs a cost-effective way to reduce early exits and lower recruitment costs within competitive hiring environments. 
Induction complements RJPs by supporting post hire integration. Marchington et al. (2021) state that effective induction enhances role clarity, socialisation and engagement, which are critical for retention. The CIPD (2024f) highlights that structured onboarding not only includes health and safety information, operational procedures and shift expectations but also introduces company values and role specific information to support integration. This information is vital in physical warehouse settings. While induction cannot perfectly align all job expectations, it does strengthen operational readiness. 
Job enrichment focuses on designing roles to include autonomy, skill variety and task significance. Torrington et al. (2020) argue that enrichment cultivates intrinsic motivation and commitment. Taylor (2024) suggests that even small enhancements such as task rotation, offering problem solving opportunities or involving staff in decision making can improve engagement. Although warehouse roles offer limited autonomy due to their structured, task orientated nature, small adjustments can still improve morale, motivation and retention (Young and Tong, 2025)
In contrast, reward strategies offer extrinsic motivation through financial and non-financial incentives. Armstrong and brown (2024) advocate a total reward approach, integrating pay, recognition and development opportunities. Torrington et al. (2020) stress that fairness and transparency in reward systems are crucial for retention. While financial rewards can enhance performance, they are most effective when perceived as equitable, aligned with employee values and balanced with intrinsic strategies such as recognition (Lupton, Rowe and Whittle, 2015).
In comparison RJPs and induction are tactics implemented early on to manage expectations, ease tensions and reduce resignations. Whereas job enrichment and reward sustain engagement over time. As high turnover among warehouse staff disrupts operations and customer satisfaction, by combining these methods ParcelCare can build a retention strategy that supports stability and ensures reliable service.


(AC3.3) The impact of Dysfunctional Turnover
Dysfunctional turnover, which occurs when high performing or strategically valuable employees leave, poses a significant risk to organisational effectiveness. Unlike functional turnover, which involves underperformers leaving, dysfunctional turnover disrupts continuity and weakens institutional knowledge (Maertz et al., 2022). Retaining and developing skilled workers is vital for competitiveness as organisations that invest in talent are likely to outperform competitors (Hogarth and McCartney, 2024, p.2).
The financial consequences of dysfunctional turnover are significant. Wilkinson and Taylor (2022) state that the costs are both direct and indirect, ranging from advertising, HR administration and training expenses to less quantifiable impacts such as reduced morale. Al-Suraihi et at. (2021) further emphasise that turnover costs extend beyond recruitment and training to include lost productivity, weakened competitiveness and reduced profitability. Their research estimates that replacing an employee can cost between 1.5 - 2.5 times their annual salary, with additional expenses reaching up to 25% of total annual company costs. This financial burden, combined with loss of skills and knowledge means dysfunctional turnover can greatly damage organisational sustainability. 
Hogarth and McCartney (2024) highlight the challenges of today's competitive labour market. Their research for the CIPD shows that 69% of organisations reported difficulties attracting well qualified candidates, with senior and specialist roles proving particularly difficult to recruit for, often resulting in less qualified replacements. Retention issues further compound these issues. 41% of the surveyed organisations struggled to retain new starters past 12 weeks. This cycle of recruitment and early attrition destabilises teams and increases costs.
Beyond the financial strain, dysfunctional turnover can weaken organisational culture. Frequent departures erode morale, disrupt client relationships and potentially damage the employer brand (Wilkinson and Taylor, 2022). Additionally, Hom, Allen and Griffeth (2020) caution that when skilled employees move to rival firms, competitors can benefit from proprietary knowledge. This loss of knowledge, skill and decreased morale among remaining staff creates long term risks for organisational performance (Smith and Mitchell, 2022?). 
In summary, dysfunctional turnover amplifies recruitment difficulties, increases costs, disrupts teams and threatens culture. As Parcelcare are already struggling to attract and retain staff, losing high performers adds financial strain and strategic risk that jeopardises competitiveness and sustainability. While some organisations offer higher pay to tackle retention, this potentially increases costs without solving engagement issues (Hogarth and McCartney, 2024). Therefore, to address high levels of turnover Parcel should focus on the underlying reasons key staff leave.


(AC4.1) Suitability of Employment Contracts
Due to ParcelCare’s recent difficulties attracting, recruiting and retaining staff, their reliance on permanent, full-time employment contracts should be reviewed, as varied contracts could improve stability and efficiency.
Permanent, full-time contracts provide drivers with job security, predictable income and access to employment rights such as paid leave, protection from discrimination, unfair dismissal and health and safety legislation (Daniels, 2022). For employers this stability supports workforce loyalty, consistent service quality and reduces turnover (Hari, 2025). However full-time contracts can limit flexibility; As contracted hours must be maintained, employers are unable to adjust staffing levels for fluctuating demands or reduce wage costs dry during quieter periods (Slaughter, 2024)
Part-time contracts are defined as conditions where employees work fewer hours than comparable full-time colleagues. Under the Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000, they must provide equal treatment in pay, benefits, training, promotion and redundancy protection (Daniels, 2022). Acas (2024) warns unequal treatment may be indirect sex discrimination, as women hold these roles more often. The Labour Force Survey (2024, cited in CIPD, no date) shows part‑time contracts also attract older workers and students. The CIPD (2023) suggests this widens talent pools, supporting recruitment, diversity and well-being but may raise HR costs and rota complexity. Despite these challenges, part-time contracts could allow ParcelCare extended operational hours. Domestic driving limits and the working time regulations restrict drivers working hours (Driver and Vehicle Standards Agency, 2025). Scheduling part‑time workers for evenings and weekends supports peak demand while remaining compliant. Part-time contracts offer a legally secure yet flexible option for managing demand.
Fixed term contracts can be particularly suitable during seasonal surges such as Christmas or Black Friday. They would allow ParcelCare to recruit drivers for a defined Period ensuring adequate coverage without committing to long term costs (Merrit, 2025). Under the Fixed Term Employees (Prevention of Less Favourable Treatment) Regulations 2002, staff must receive equal treatment to permanent employees including notice, sick pay and protection against contract abuse (Lewis, Sargent and Schwab, 2022). Even contracts under three months carry statutory rights, offering clarity on length and entitlements (CIPD, 2023). Drawbacks include uncertainty for drivers once contracts end and increased turnover, requiring repeated recruitment (Merrit, 2025). Fixed‑term contracts can strategically support permanent and part‑time roles, maintaining service quality in peak periods.
Permanent contracts give delivery drivers year‑round stability and income but limit flexibility. Part‑time contracts expand the talent pool and offer some adaptability to demand changes. Fixed‑term contracts provide targeted cover during seasonal peaks. A blended model combines these strengths, ensuring efficiency and competitiveness in a shifting market.


(AC4.2) The Benefits of Effective Induction
Organisations often spend heavily on recruitment but neglect induction, relying on ad hoc practices that leave new employees poorly integrated (Marchington et al., 2021). This lack of structure is problematic for ParcelCare, where high turnover among drivers and warehouse staff undermines service quality and efficiency. Strengthening induction offers clear benefits, reducing turnover, improving compliance, and accelerating productivity.
ACAS (2015) underscores that induction goes beyond legal compliance, boosting retention, productivity, and engagement. They note effective programmes clarify health and safety, regulations, and organisational policies. For ParcelCare, where seasonal demand spikes require swift integration, induction ensures drivers understand safety regulations, working time limits, and customer service expectations from the outset. Without this, employees may feel confused, leading to poor morale and early attrition.
Wilkinson and Taylor (2022) explain that induction has both a ‘soft side’ and a ‘hard side’. The soft side involves helping staff feel comfortable and socially integrated, while the hard side ensures they receive training to perform effectively. In practice, this means combining formal sessions with informal mentoring. For example, appointing a ‘buddy’ to guide new drivers through routes or warehouse staff through shift routines could help integration and build confidence.
Marchington et al. (2021) emphasise that induction is a critical stage of performance management, linking recruits to organisational goals and culture. They warn that neglecting formal support causes uncertainty, rule violations, and poor morale. Therefore, they recommend a structured twelve‑month model with pre‑employment preparation, feedback, coaching, and reviews to support adjustment. This reduces the risk of poor integration and turnover, with evidence showing 41% of organisations lose new hires within 12 weeks (Hogarth and McCartney, 2024).
Howlett (2020) supports tis, noting that poorly planned inductions including missing equipment or absent managers, can damage employee experience and productivity. Effective induction therefore depends on coordination between HR, line managers, and recruitment, careful planning of start dates, and pre‑onboarding contact to secure attendance. These practices ensure employees feel valued, supported, and productive from day one. The CIPD (2024h) adds that inconsistent induction increases risks of absenteeism and disengagement; however, systematic use of feedback and turnover data enables continuous refinement.
In conclusion, effective induction should not be viewed as a formality but a strategic investment. For ParcelCare, structured onboarding ensures drivers and warehouse staff are safe, confident, and productive, while reducing turnover and strengthening long‑term performance.  
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