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AC 1.1 
To be able to successfully compete in a competitive labour market ParcelCare must be able to position itself as an employer of choice by strengthening its employer brand. Understanding labour trends and aligning its talent strategy with long term business objectives. (Armstrong & Taylor, p.247 – 248).
Employer branding plays a crucial part in competitive positioning. It represents how an organisation is perceived, and how current employees directly influence talent attraction and retention. A strong employer brand should reflect organisational values, culture, and development opportunities (CIPD, 2024a). For ParcelCare, this means emphasising its commitment to staff wellbeing, inclusion, and career progression to differentiate itself from other organisations. It is necessary to define the desirable features of a brand, on the needs of the company basis as well as other people’s perception of it. 
According to Armstrong & Taylor (2023, pp.265 – 266) effective talent management must be linked to organisational performance and strategy. ParcelCare should consider a talent management policy that supports a structured onboarding, a transparent career path and meaningful work. This will help the organisation not only to attract the right candidate, but also to retain them which will reduce turnover and costs to the organisation.
To support its positioning, ParcelCare can strengthen its Employee Value Proposition (EVP). This involves clearly communicating what employees can expect in return for their work contributions, such as fair pay, job security, support for career development and a positive work environment (Taylor & Woodhams, 2022, pp. 41- 43). Given the competitive nature of the logistics sector, ParcelCare’s EVP must appeal to both practical needs, stable working hours and aspiration goals, such as career growth and job satisfaction.
According to the CIPD, organisations that actively monitor labour market conditions, are better positioned to adapt their recruitment channels, pay structures and work models (CIPD, 2024b) In fact, the CIPD’s Spring 2024 Labour Market Outlook, reported that 38% of employers experienced hard to fill roles in the first quarter of the year with transportation and storage among the sectors most affected. The report also noted that 34% of employers, were raising starting salaries to address talent shortages, highlighting the need for competitive pay strategies in ParcelCare’s sector.
As Gibson (2021, pp. 1-13) highlights, agile workforce planning allows organisations to proactively align people strategies with shifting market demands. By integrating flexibility into its strategic approach, ParcelCare can more readily adapt to changes in demand, employee expectations, and competitive pressures. 

In summary, ParcelCare can position itself effectively in a competitive labour market by enhancing its employer brand and EVP to help employees better understand what they can expect when it comes to career progression. By offering meaningful, secure, and rewarding employment, ParcelCare will not only attract the right talent, but it will also help retain and develop a committed workforce that can drive long term business success and service excellence. 

AC 1.2 
ParcelCare operates in a sector that is prone to labour market fluctuations, including staff shortages, competitive salaries and other employment models such as gig economy (flexible working) (Taylor & Woodhams, p.74) Factors in the global economy can dramatically influence an organisations decision making and can prompt the need for constant review and responsiveness to change. 
A key factor is the state of the labour market whether it is tight or loose. (Taylor & Woodhams, pp.32-33) In a tight market where there is low unemployment and high demand for drivers and warehouse staff, parcel care encounters challenges in filling vacancies promptly. This leads to greater need for proactive recruitment strategies, competitive compensation packages and a more compelling EVP. (Taylor & Woodhams, 2022 pp. 11-12).
Changing labour market conditions are shaped by a range of external PESTLE factors. Politically and legally post Brexit, immigration policies and evolving employment legislation can all influence availability of workers and compliance requirements. Economically, Inflation and the cost-of-living crisis push up wage expectations, particularly for lower to mid skilled roles. Social factors including shift in attitudes towards job security, and well-being, mean that job seekers may prefer gig economy options despite their limitations. Technological advances in automation and coordination systems can reduce and reshape demand for labour. Environmentally and ethically, job seekers are increasingly drawn to organisations that demonstrate sustainable practises and ethical labour standards. (Armstrong, 2023 pp. 162 – 163).
These changing conditions require Parcel Cares resourcing decisions to be more agile. For example, the company may diversify its contract offerings by introducing part time and fixed term contracts. It may also invest in predictive workforce planning tools. This will help to support better alignment with supply and demand and establish internal talent Pipelines to close skill gaps.
As recommended by the CIPD 2024a, organisations must remain alert to labour market trends and regularly reassess their recruitment strategies. For parcelcare, this means routinely analysing data on hiring costs, turnover rates, and marketing benchmarks to make informed decisions.
In conclusion, evolving labour market dynamics require ParcelCare’s more flexible, data informed and employee centric approach to workforce resourcing. Failure to respond adequately, could result in higher turnover, increased recruitment costs and poor delivery service standards.



AC 2.1 
Workforce planning, enables organisations to align staff with business objectives, ensuring the right people are in the right roles at the right time. For ParcelCare where past planning has been minimal, adopting a structured workforce planning process can lead to improved efficiency, reduced costs, and a more resilient organisation.
According to Armstrong and Taylor, (2023, pp. 160 – 161) Workforce planning, supports initiative taking, decision making by forecasting future talent requirements and assessing internal labour supply. For ParcelCare, this could involve analysing seasonal demand peaks and preparing a talent pipeline accordingly, rather than reacting to staff shortages. A structured planning approach helps reduce reliance on costly agency workers and last-minute recruitment. 
Effective workforce planning allows for identification of critical skill gaps. For example, if Parcel Care anticipates growth in its next day delivery service, it can proactively recruit or upskill drivers with geographic knowledge and digital route planning skills. This approach is supported by Taylor and Woodhams Chapter 3. Who argued that forward-looking talent strategies enhance organisation, agility, and performance. 
Another benefit is improved employee engagement, and retention, where planning includes internal development pathways, where employees see opportunities to progress. workforce planning can support strategic development of staff. By recognising future skill needs, it can help support ParcelCare to invest in training and upskilling schemes, increasing internal growth and reducing recruitment pressures. 
In sectors with high turnover of staff or changes in demand, such as planning and deliveries, workforce planning also helps with agility. ParcelCare can prepare for any upcoming changes in schedules by building their talent pool by introducing contract models. CIPD (2024b) notes that organisation that embed workforce planning into HR practices are better equipped to meet changing needs of the business. 
ParcelCare can also use workforce planning to build A more inclusive and diverse workforce. Through targeted recruitment and monitoring of demographic trends, the company can avoid unintentional bias and ensure fair access to employment opportunities. This also enhances its employer brand.
In summary, the impact that effective workforce planning has on the organisation could benefit then greatly. It can help support delivery service, reduce costs, improve employee development, and support long term organisation resilience. For ParcelCare, using this approach can help support their organisation goals in a demanding environment. 


AC 2.2 
Workforce planning requires accurate and informed decision making and will need to be supported by a range of quantitative and qualitative techniques. ParcelCare can use these tools to help identify staffing needs.
One widely used technique is trend analysis which involves using historical data to forecast future demand. Parcelcare can analyse past peaks in Parcel volumes, such as holiday seasons or promotional events, and use that data to predict required staffing levels, according to Armstrong in Chapter 26, trend analysis can support the foundation for workforce planning, but may be limited by unpredictable factors such as demographic and political issues or rapid organisational change due to competitive environments (Armstrong & Taylor, 2023, pp. 236-237)
Another effective technique is managerial judgement which draws on the expertise of department leaders to assess future workforce needs. While subjective, it provides valuable insights, particularly in fast moving environments like parcel delivery were demand shifts quickly. Taylor & Woodhams. (2022, pp.38 -39) highlight that involving line managers improves forecasting accuracy and promotes greater ownership of workforce plans.
Scenario planning is another powerful tool. It involves modelling different future outcomes, such as sharp demand increases, technological disruptions, and regulatory changes. This ensures that the workforce skills can meet the needs of the company. Scenario planning can help ParcelCare to prepare for future implications and better understanding of the direction the organisation is heading in. Armstrong and Taylor (2023, p.237) note that scenario planning is especially useful in sectors vulnerable to change. A real-world example is in North Yorkshire police, who introduced a future-focused scenario framework to modernise its resourcing approach. They recognised that traditional recruitment models would not meet future policing demands and introduced a strengths-based strategy, supported online assessments and virtual reality tools. This approach allowed them to better align workforce capability with strategic priorities and demonstrated measurable improvements in quality of candidates, speed up recruitment and improve retention (CIPD, 2021)
Skill audits and succession planning is critical to understanding internal supply. ParcelCare can identify gaps in key areas, such as supervisory skills or planning, IT expertise and develop targeted training. According to (CIPD 2024c), regular skill audits help build agile workforces and support career development, enhancing retention.
Finally, HR analytic tools offer data-driven insights by integrating multiple workforce metrics, turnover, recruitment time and absenteeism into predictive models. For parcelcare, implementing basic HR analytics could reveal staffing trends and improve evidence-based decision making. (Armstrong & Taylor, 2023 pp.114-115).
In summary, a mixed-method approach to workforce planning combining quantitative forecasting, qualitative judgement, and scenario modelling, could enable ParcelCare to improve responsiveness, manage risks, and align staffing with business goals.








AC 2.3
ParcelCare currently relies on website-based advertising and line manager interviews for recruitment selection. While these are practical and low-cost options, looking at other recruitment options may enhance the workforce diversity and improve talent acquisition quality.
One additional recruitment method is social media recruiting, by utilising platforms such as LinkedIn or indeed. This method is cost-effective, widens reach, and allows real-time engagement with potential applicants (Armstrong & Taylor, 2023, p. 249). Social media also allows the organisation to target specific demographics or professional groups, making it a powerful tool for engaging with candidates. However, it is noted that heavily relying on digital platforms can exclude candidates who do not use social media or online job platforms which could mean missing out on candidates. 
Employee referral schemes are another useful recruitment technique. This is where existing staff recommend candidates. These schemes often reduce hiring times and cost, and referred employees are more likely to fit the organisation’s culture. Taylor and Woodhams (2022, p43,57) suggest word of mouth or refer a friend scheme, however, the concern here is that overuse may reduce workforce diversity and lead to nepotism. 
In terms of selection, structured interviews offer more validity and fairness compared to unstructured formats. By adhering to a consistent set of questions and standardised scoring systems, structured interviews help to reduce unconscious bias and improve legal implications. (Taylor & Woodhams, pp.94 – 97). Their main drawback is in the time and training for assessors to ensure consistent interviewing techniques. 
A second selection method is the use of assessment centres. These involve a series of exercises including group tasks, presentations, and psychometric tests to evaluate candidates’ behaviour and competences in simulated work scenarios. (Armstrong & Taylor, P. 260). Assessment centres help to predict job performance and allow multiple observers to contribute to evaluations. However, they are resource intensive and may not be feasible for high-volume entry-level roles without cost to the organisation.
In conclusion, expanding parcelcares recruitment and selection methods can increase access to high quality diverse candidates and improve long-term hiring outcomes. Social media recruitment and referral schemes, offer reach and speed while structured interviews and assessment centres promote fairness, and better role fit. A balanced approach tailored to specific roles will support more effective workforce building.
3.1
Understanding why employees leave an organisation is essential for developing effective retention strategies. ParcelCare, facing higher than expected turnover can benefit from analysing the causes of staff departures through the lens of avoidable and unavoidable turnover as well as push and pull factors. 
Avoidable turnover occurs when resignation could have been prevented by organisational changes. Common causes include poor management; limited career progression opportunities lack of recognition or lack of work life balance. For example, if drivers at parcelcare leave due to Poor Scheduling, or insufficient training, these could be areas within management control and can be avoided. According to Taylor and Woodhams, addressing these issues requires robust employee feedback mechanisms and initiative-taking HR interventions. (2022, pp99 – 103).
Unavoidable turnover, in contrast, results from circumstances beyond the organisation control, such as retirement, relocation or family commitments. While some unavoidable turnover is natural, high rates of avoidable turnover suggests system issues that need addressing to improve staff retention. (CIPD, 2025b)
Push factors are internal to the organisation and drive employees away. These might include poor leadership, lack of recognition, heavy workloads, or toxic work environments. Armstrong & Taylor note that unresolved workplace conflict or stagnation in job roles often leads to employees to seek alternative employment. Pull factors are external attractions that draw employees to other opportunities with parcelcare competitors. By offering higher wages, better flexibility or career developments may entice employees in today's market. The rise of flexible work options, and remote delivery platforms are significant pull factors. (Armstrong & Taylor. Pp. 283 – 289).
To gain a comprehensive view, parcelcare should conduct regular exit interviews and employee surveys, to help better understand the underlying causes of departures. Using HR analytics can help identify trends and reasons for turnover and organisational practises. This evidence-based approach allows for targeted interventions (Taylor & Woodhams, People and Organisations, 2022, P51). 
By identifying the differences between avoidable an unavoidable turnover, and understanding push and pull factors, ParcelCare can implement better informed strategies. For avoidable and push related turnover, improvements in leadership, career development, recognition, and scheduling, can make a significant difference in response to pull factors. Enhancing the company's EVP through improved pay, flexibility, and culture, can help retain staff. (Taylor & Woodhams, People and Organisations, 2022, P51 - 57).

AC 3.2 

Effective retention strategies are essential to help ParcelCare maintain a stable and motivated workforce in a competitive labour market. Several approaches offer different advantages depending on the organisation needs and the characteristics of its workforce.
A realistic job preview. (RJP) Allows potential employees to gain truthful understanding of the job role before accepting the offer. This may involve shadowing current staff or engaging in trial shifts, according to Taylor and Woodhams (2022, p. 103) RJPs help manage expectations, reduce early turnover, and attract candidates who are a better fit for the role. However, RJPs can also determine candidates who have a negative outlook, which can save on recruitment costs and the organisations time. 
Induction programmes are another critical retention strategy. A structured induction programme helps new employees integrate into organisations by covering key areas such as health and safety, job responsibilities, and company values. The (CIPD 2025a) highlights that effective inductions contribute to better engagement, faster integration, and reduced early attrition. In contrast, inconsistent or poorly managed inductions can lead to confusion, reduced morale and increased likelihood of early exits.
Job enrichment involves redesigning roles to provide employees with autonomy, responsibility, and opportunities for personal growth. According to Armstrong & Taylor in chapters 24 and 29, enriching jobs, increases motivation and job satisfaction by addressing needs such as achievement and recognition. At parcelcare, job enrichment could involve giving warehouse staff responsibility for process improvement or allowing delivery drivers input into route planning. While this can significantly enhance engagement, it may not suit all employees and requires support structures.
Reward strategies including financial and non-financial elements are central to retention. ParcelCare should ensure its pay structures are competitive and fair. Recognition, bonuses, benefits, and career progression opportunities all contribute to retention. The CIPD 2024a, emphasises the importance of aligning reward with performance values and employee preferences. Nevertheless, over reliance on financial incentives alone may fail to retain staff if other engagement drivers such as development and culture are weak.
In summary, combining RJPs, strong inductions, job enrichment and tailored rewards, can improve retention. At ParcelCare, these approaches may work best when integrated into a broader people strategy that values transparency, inclusion, and development.

AC 3.3
Dysfunctional employee turnover occurs when talented high performing or key employees leave the organisation resulting in a negative impact on operations morale and financial performance (Taylor & Woodhams, pp. 99-111). For parcelcare, this could mean experienced drivers or warehouse supervisors, leave, and create service disruptions and increased workload for remaining staff.
Consequences of dysfunctional turnover is increased recruitment and training costs. Every time a key employee departs, the organisation must invest time, and resources to advertise the role, interview and onboard a new hire. In chapter 30, Armstrong highlights that high turnover raises the average cost per hire significantly, particularly with factoring in time it takes for new staff to reach full productivity.
Additionally, productivity losses can occur. When employees leave, they take with them valuable skills, knowledge, and customer relationships. New hires require time to adjust and may initially underperform, causing delays in service and potential dissatisfaction among parcelcare’s clients. Taylor and Woodhams (2022, p82) highlight the risk of decreased output and team morale when trusted colleagues exit unexpectedly.
There is also indirect impact on the wider workforce, such as lowered employee morale and reduced engagement among remaining staff if employees can see patterns and seem like there is a revolving door culture, or they may feel overburdened covering for leavers. Motivation and commitment can suffer. According to the CIPD 2025b, high turnover often correlates with increased absenteeism and can affect organisational branding. 
In customer facing roles like parcel delivery, frequent turnover may compromise the customer experience due to inconsistency or errors. Longstanding employees often build rapport with regular clients and understand complex delivery routes and protocols better than newer staff. 
Moreover, Dysfunctional high turnover, damages return on investment. (ROI) In training and development, if parcel care invests in upskilling employees only to see them leave shortly afterwards, the benefits of those schemes are lost.
To mitigate these risks, organisations must track and analyse turnover data to differentiate between functional and dysfunctional turnover. They should also conduct exit interviews and staff surveys to uncover root causes and adapt retention strategies accordingly. Dysfunctional turnover negatively affects ParcelCare's Operational performance, workforce morale, customer satisfaction and financial performance. By identifying and addressing the drivers behind it, ParcelCare can strengthen its organisation resilience. 

AC 4.1 
ParcelCare currently employs most of its workforce on permanent, fulltime contracts. This arrangement offers consistency and stability. The fluctuating nature of parcel delivery demand can sometimes benefit from a more flexible contractual approach.
Permanent full-time contracts provide long term job security, attract experienced staff, and can help with employee loyalty. These contracts suit core roles that require Continuity, such as experienced delivery drivers or depot supervisors. Armstrong highlights that permanent roles support retention, structured development, and a stable workforce.  However, they may reduce agility during peak seasons or Economic downturns when demand fluctuates.
A complimentary option is a fixed term contract which is ideal for covering peak delivery periods. For example, holidays or sales events. These contracts allow ParcelCare to scale its workforce without long term commitments. According to Taylor and Woodhams, fixed term roles can offer mutual benefits where projects and workloads are time limited. Yet over reliance on temporary contracts may impact morale and increase turnover.
Zero-hour contracts offer the highest degree of flexibility as workers are only engaged when required. This may appeal to students or semi-retired individuals seeking casual work. These contracts can help parcelcare manage demand spikes without over staffing. However, they are Controversial and can create insecurity, lower engagement and increase reputational risk. (CIPD 2022).
To help towards ethical contracts, ParcelCare could provide all employees, regardless of their employment status with equal access to development opportunities and clearly defined job expectations. Introducing hybrid models, such as annualised hours contracts, can help balance the need for workforce flexibility while also offering security and stability for their employees. (CIPD, 2024d).
In summary, while permanent full-time contracts remain essential for operational stability, supplementing them with fixed term zero-hour contracts can help ParcelCare remain responsive to demand. A blended approach enhances workforce agility, while promoting fairness and continuity.


AC 4.2
Onboarding is a critical process that shapes the early experiences of new hires and has long-term implications for performance and retention. At ParcelCare the current ad hoc onboarding approach may result in inconsistent experiences that affect integration and morale. An improved onboarding programme can provide several strategic benefits.
Firstly, effective onboarding helps new employees understand the company’s culture, expectations, and workflows. This increases role clarity and confidence. According to Armstrong & Taylor, (2023, p.348) Structured onboarding ensures smoother transitions and faster adjustment, which reduces early-stage errors and performance gaps. 
Secondly, onboarding improves employee engagement and retention. New employees who feel welcomed and supported are more likely to remain with the organisation (CIPD 2025a) highlights that onboarding directly influences retention by adopting a sense of belonging and early commitment. This is particularly important for ParcelCare, where high turnover and tight labour markets create ongoing recruitment challenges.
Thirdly, onboarding contributes to operational efficiency. When new hires are introduced into their new roles, they become productive more quickly. This reduces supervisory strain and dependency on experienced staff, allowing teams to function more smoothly. As noted by Taylor & Woodhams (2022, p. 123) well planned onboarding reduces the time to productivity ratio and enhances service delivery.
Moreover, onboarding is an opportunity to reinforce operational values and compliance. Through safety training, behavioural expectations, and knowledge sharing, ParcelCare can mitigate risks and ensure consistent standards across all operational areas. A comprehensive onboarding programme typically includes welcome sessions, mentoring sessions, buddy systems, feedback “check ins”, and structured learning plans. For ParcelCare, digital onboarding tools could also streamline administrative tasks and provide real time access to resources.
In summary, investing in structured onboarding will help ParcelCare enhance early employee experiences, reduce premature turnover, accelerate performance, and promote long term loyalty. 
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