AC 1.1
Labour market competition within the parcel delivery sector has intensified due to the emergence of new entrants particularly gig economy platforms, which offer work arrangements that workers value due to the flexibility and greater autonomy (Cockett & Willmott, 2023). To strategically position itself in this environment, ParcelCare must adopt a more intentional and evidence-based approach to workforce planning, employer branding, and employment practice.
A central requirement is the development of a strong and distinctive Employer Value Proposition (EVP). According to Armstrong and Taylor (2023), an effective EVP clarifies the organisation’s unique offer to employees and supports talent attraction by aligning organisational values with workforce expectations. ParcelCare can distinguish itself by emphasising employment stability, structured training, and career progression elements generally absent from gig economy roles. By outlining these advantages through targeted employer branding, the organisation can increase its visibility and competitiveness in external labour markets (CIPD, 2024).
In addition to developing a strong EVP, competitive reward strategies and flexible working practices are essential for standing out in increasingly competitive labour markets. Armstrong and Taylor (2023) emphasise the importance of benchmarking pay and benefits to ensure that organisations remain aligned with sector norms and employee expectations. Furthermore, flexible working has become a critical aspect of candidate attraction, offering individuals greater autonomy and work life balance (Cockett and Willmott, 2023; McCartney, 2025). To strengthen its position, ParcelCare could introduce regionally adjusted pay, targeted retention incentives, and enhanced benefits such as paid leave and pension contributions. These measures not only respond to economic pressures but also meet legal obligations to provide fair and lawful terms and conditions of employment (Daniels, 2024). Alongside this, adopting hybrid flexibility such as varied shift patterns or shift-bidding systems would allow ParcelCare to offer choice and autonomy while maintaining the rights and security associated with employee status. This approach creates a competitive middle ground that appeals to workers who value both independence and stability.
Improving working conditions, utilising technology, and promoting wellbeing are additional strategic mechanisms. Enhanced equipment, efficient route-planning technology, and supportive leadership practices are associated with higher engagement and lower turnover (Hogarth & McCartney, 2023). Creating psychologically safe and inclusive workplaces also strengthens the organisation’s position in competitive labour markets.
Overall, by integrating strategic reward, flexible working, employer branding, and robust people management practices, ParcelCare can position itself more effectively within increasingly competitive labour markets and address ongoing challenges in attracting and retaining a skilled workforce.
[bookmark: _Ref215220364]AC 1.2
As outlined by Cockett (2025) the current labour market is tight, with expectation that conditions will loosen in coming months, subject to predicted budget announcements. These current labour market conditions are having a clear impact on how ParcelCare attracts, recruits, and retains staff. As a national delivery business operating in a competitive sector, these external shifts directly influence the resourcing decisions the people function must make.
With the current tight labour market, competition for labour is particularly intense across the logistics sector. The rise in online shopping and increasing customer expectations for fast delivery have sharply increased demand for drivers, warehouse operatives, and customer service staff (Logistics UK, 2025). As a result, many organisations are offering higher wages or additional incentives to attract talent. To stay competitive in this environment, ParcelCare may need to strengthen its employer brand, review its pay and benefits, and streamline its recruitment processes. Improving wellbeing initiatives and offering more flexible working patterns may also help the organisation stand out to potential applicants (Armstrong & Taylor, 2023; Cockett, 2025).
At the same time, wider labour shortages across the UK mean some of ParcelCare’s key roles are becoming harder to fill. In the current tight labour market, the organisation cannot rely solely on traditional recruitment methods. Instead, it needs to broaden its talent pool by targeting new candidate groups, exploring alternative recruitment channels, and investing more heavily in internal development (Vulpen, 2025).
However, Recent ONS data shows a rising unemployment-to-vacancy ratio, clearly indicating that the UK labour market is loosening (ONS, 2025a). In such a market, pay pressures typically ease because employers face less competition for workers. With a larger pool of candidates and fewer alternative opportunities, organisations have greater control over pay and do not need to rely on premium salaries or additional incentives to attract staff (Armstrong & Taylor, 2023). For ParcelCare, a looser labour market provides more scope to take a strategic approach to resourcing. There is less pressure to recruit immediately, more choice among candidates, and greater opportunities to develop internal capacity. Instead of reacting to every vacancy, the organisation can focus on selective hiring, improving efficiency, investing in talent development, and maintaining cost control (Boxall & Purcell, 2022).
Overall, tight labour market conditions require ParcelCare to focus on attraction, retention, pay competitiveness, flexibility, and employer branding, while a loose labour market allows the organisation to adopt a more selective, cost effective and long-term approach to resourcing.
[bookmark: _Ref215487363]AC 2.1
As outlined in AC 1.2, recent statistical data identifies that there is likely to be a shift in the labour market in the coming months. Therefore, this could be an optimal time for ParcelCare to implement a workforce planning strategy. Workforce planning is a human resource management process designed to ensure that an organisation has the right number of employees, with the appropriate skills, in the right roles, at the right time to achieve its objectives (CIPD, 2025). It functions as both a short-term and long-term planning tool, bridging the gap between business strategy and human capital requirements. The process involves analysing the current workforce, forecasting future staffing needs, identifying gaps in skills or capacity, and implementing targeted actions such as recruitment, training, and succession planning (Armstrong & Taylor, 2023).
Effective workforce planning could offer a range of benefits to ParcelCare. Firstly, given that ParcelCare is currently struggling to attract sufficient staff due to high demand and competitive labour markets (Logistics UK, 2025), workforce planning would support accurate forecasting of staffing requirements. Through the use of sector-specific modelling systems, the organisation could better align recruitment activity with seasonal fluctuations and strategic growth objectives. This proactive approach would help reduce labour shortages during peak periods, maintaining service quality and customer satisfaction. More accurate forecasting would also allow for more efficient allocation of resources, reducing costs and minimising reliance on temporary labour. Secondly, workforce planning would enable ParcelCare to identify critical skill gaps and implement targeted training and development initiatives. By investing in upskilling, the organisation could strengthen employee engagement, motivation, and retention (CIPD, 2025), while also building a more adaptable and resilient workforce capable of supporting continuing operational change. Finally, strategic workforce planning can underpin succession planning and leadership development, ensuring ParcelCare maintains a strong internal pipeline of talent prepared to step into key roles. This is particularly important for a long-established organisation operating in an increasingly competitive labour market (Armstrong & Taylor, 2023).
In summary, workforce planning is a vital strategic tool that supports organisations in managing their human capital effectively. It extends beyond basic recruitment and scheduling, incorporating forecasting, gap analysis, and the development of proactive strategies to ensure the workforce remains skilled, engaged, and aligned with organisational objectives. For ParcelCare, workforce planning is essential in addressing ongoing recruitment and retention challenges, maintaining service standards, improving employee experience, and ensuring long-term organisational sustainability.
AC 2.2
While external, sector-specific modelling platforms are available, as noted in AC 2.1, ParcelCare can also utilise its own data and adopt a range of tools and techniques to develop a comprehensive strategic workforce plan. According to CIPD (2025a), achieving a balanced workforce approach, where the seven ‘rights’ of workforce planning are integrated and understood, can be supported through the Six-Stage workforce planning methodology (see Figure 1).
Figure 1. The six stages of workforce planning 
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Techniques such as data-driven, strategic, forward-looking, financial, and analytical approaches can support each stage. Two practical examples for ParcelCare are, in stage one, organisations consider factors likely to impact the workforce. ParcelCare could conduct a PESTLE analysis, categorising macroeconomic influences into six areas:
Political 		– 	Government Changes, Industry Regulation 
Economic 		– 	Inflation, Fuel costs 
Social 			– 	Hybrid Working, Employee Demographic 
Technology 		– 	Automation, Working Practices 
Legal 			– 	Labour Laws, Working Practices 
Environmental 	– 	Environmental Values
While PESTLE provides a straightforward overview of macro-environmental factors, it has limitations. Rapid developments, particularly in technology, can quickly render the analysis outdated, so it requires regular review (Taylor and Woodhams, 2022). Marmol and Feys (2015) also note that PESTLE is most effective when combined with microenvironmental tools, such as Porter’s Five Forces or SWOT analysis, to provide a more comprehensive understanding of both internal and external influences.
Within the stage four, a data driven gap analysis will compare the current workforce with future requirements to identify skill or role shortages and surpluses (CIPD, 2025a). For ParcelCare, operating in a fast-moving logistics environment with fluctuating demand and driver shortages, it provides a structured way to prioritise workforce interventions. The main strength of gap analysis is its ability to highlight critical shortages, such as drivers and warehouse operatives during peak periods, allowing targeted recruitment, training, and retention strategies (Taylor, 2020).
Beyond immediate staffing needs, gap analysis supports strategic planning by forecasting future workforce requirements driven by growth, automation, and operational changes. This helps ParcelCare prepare for emerging skills, such as route optimisation, automated sorting systems, and digital tracking (CIPD, 2025). However, the tool relies on accurate, up-to-date data; in a rapidly changing logistics sector, gaps can quickly become outdated (Armstrong and Taylor, 2023). 
By combining PESTLE analysis and data-driven gap analysis within the Six-Stage workforce planning methodology, ParcelCare can take a structured and proactive approach to workforce management. These tools help the organisation anticipate challenges, address critical skills shortages, and align workforce strategies with both operational and strategic objectives, ensuring agility and resilience in a competitive logistics environment.
AC 2.3
Recruitment and selection are vital for ParcelCare, as the business depends on reliable delivery drivers and warehouse operatives. While current methods meet ParcelCare’s needs, there are additional approaches that could be implemented to improve efficiency and quality. One relevant recruitment method is the use of job boards, such as Indeed or Reed. Job boards allow ParcelCare to reach a large pool of applicants quickly, which is particularly useful during peak periods when staffing demands increase (Armstrong & Taylor, 2023). They are also cost-effective compared to outsourcing recruitment, making them suitable for high-volume operational roles. However, a key limitation is the high number of unsuitable applicants, with limited information about the role or organisation, which can increase HR workload (Marchington et al., 2025). Additionally, competition from other logistics companies advertising similar roles may make it harder for ParcelCare to attract top candidates.
A second recruitment method is employee referral schemes. These are effective for roles that require trust and reliability, such as delivery drivers and warehouse staff. Referred candidates often have a clearer understanding of job expectations through current employees, which can improve fit and retention (Hogarth & McCartney, 2024). Referral schemes also reduce recruitment costs, which is beneficial for labour-intensive operations. However, they can limit diversity if employees refer people with similar backgrounds and may introduce bias or favouritism, affecting fairness in the hiring process (Marchington et al., 2025).
In terms of selection, skill-based tests are highly relevant. Practical assessments, such as timed parcel-sorting tasks or route-navigation exercises, allow candidates to demonstrate job-specific abilities and help predict performance accurately (Hogarth, 2021). They also allow candidates to withdraw if they feel the role is unsuitable. The main drawback is that these tests require resources, supervision, and equipment, which can slow recruitment during busy periods.
Assessment centres are another suitable selection method. They enable ParcelCare to assess warehouse operatives’ practical and teamwork skills through simulations, including parcel sorting, equipment handling, and team-based problem-solving, improving reliability and fairness (Armstrong & Taylor, 2023). However, assessment centres are costly, time-consuming, and may be impractical for high-volume recruitment. Additionally, confident individuals may dominate group tasks, which could overshadow other capable candidates.
In summary, ParcelCare can enhance recruitment and selection by combining job boards and employee referrals with skill-based tests and assessment centres. This approach balances efficiency, fairness, and reliability, helping to attract and select candidates who are capable, trustworthy, and suited to warehouse and delivery roles while maintaining operational standards.
AC 3.1
Employee turnover is a significant concern for organisations like ParcelCare, which rely on a stable workforce to ensure efficient logistics operations. Turnover can be broadly categorised into avoidable and unavoidable types and is influenced by both push and pull factors (Armstrong & Taylor, 2023).
Avoidable turnover refers to departures that the organisation could prevent through effective HR management, engagement strategies, and workplace improvements. For ParcelCare, this might include drivers or warehouse staff leaving due to dissatisfaction with working conditions, limited career progression, or uncompetitive pay. Mitigating avoidable turnover involves targeted retention strategies, performance management, and enhanced employee engagement (Boxall & Purcell, 2022). Organisations with strong employer brands and structured workforce planning are better positioned to retain key staff and reduce recruitment and training costs (CIPD, 2025). Initiatives such as flexible working arrangements and employee recognition programs can help minimise avoidable departures (McCartney, 2025).
Unavoidable turnover occurs for reasons beyond the employer’s control, including retirements, relocations, health issues, or personal circumstances (Armstrong, 2020). For ParcelCare, this may involve long-serving drivers retiring or employees relocating. Strategic workforce planning ensures continuity by forecasting staffing needs and maintaining a talent pipeline (Taylor, 2020).
Turnover is also shaped by push and pull factors. Push factors are internal elements that drive employees to leave, such as low job satisfaction, poor working conditions, excessive workload, or limited career progression (Hogarth, 2021). For ParcelCare, drivers experiencing chronic scheduling pressures or insufficient recognition may seek alternative employment. Addressing push factors requires interventions such as performance management improvements, employee engagement programs, and effective communication (McCartney, 2025).
Pull factors are external attractions that draw employees to other opportunities, including higher salaries, better benefits, flexible working arrangements, or prospects for career advancement (Cockett & Willmott, 2023). Competitors offering improved pay or hybrid working options may entice ParcelCare staff. While pull factors are largely beyond the organisation’s control, strategies such as employer branding and strategic workforce planning can help mitigate their impact (CIPD, 2024).
Overall, understanding the relationship between avoidable and unavoidable turnover in addition to push and pull factors allows ParcelCare to implement targeted HR strategies. By addressing preventable exits and planning for inevitable ones, the company can maintain operational efficiency, retain key staff, and remain competitive in the logistics sector.
AC 3.2
As ParcelCare is currently experiencing difficulties in retaining warehouse staff due to strong competition in the labour market. It is essential to identify strategies specifically aimed at improving retention in the warehouse workforce, while also evaluating the associated cost, resource requirements, and likely effectiveness of each approach.
One approach to addressing retention is the use of Realistic Job Previews (RJPs). RJPs provide potential warehouse employees with a clear view of the role, including both challenges such as shift patterns and physical demands, and positive aspects like career development opportunities (Armstrong and Taylor, 2023). This transparency helps manage expectations and reduces early turnover. The cost of RJPs is moderate, requiring investment in videos, shadowing programmes, or written materials, while resource requirements include HR time to develop and deliver the previews. Overall, the approach is effective in improving early-stage retention (Boxall and Purcell, 2022).
Induction is another key strategy. A structured onboarding programme introduces new warehouse staff to ParcelCare’s processes, health and safety requirements, and organisational culture (Armstrong, 2020). Induction helps employees feel supported and reduces turnover of employees in the first year. Resource implications include HR and line manager time, as well as training materials, but the approach is low-cost relative to the benefits of faster integration and higher engagement (CIPD, 2025).
Job enrichment can increase motivation and job satisfaction by enhancing autonomy, introducing task variety, and providing opportunities for skill development within warehouse roles (Marchington et al., 2025). While the resource requirement is higher due to training and management oversight, the long-term effectiveness in reducing voluntary turnover is significant, particularly for employees seeking meaningful work beyond routine tasks.
Finally, reward strategies including competitive pay, attendance bonuses, recognition programmes, and career progression pathways can reinforce loyalty (CIPD, 2024). Financial rewards have direct costs, while non-financial rewards require ongoing management input. When combined with induction and job enrichment, reward strategies are highly effective in retaining warehouse staff, although they are less impactful if working conditions remain challenging.
In summary, a combination of RJPs, induction, job enrichment, and reward strategies provides a comprehensive approach to addressing warehouse staff retention at ParcelCare. Realistic Job Previews (RJPs) are most effective when implemented during recruitment, helping to set accurate expectations before employees join. Induction should take place immediately upon starting employment to ensure rapid integration and engagement. Job enrichment is best applied once employees are settled in their roles, allowing for skill development and increased responsibility over time. Reward strategies should be ongoing, with regular reviews to maintain motivation and reinforce loyalty. Each approach varies in cost and resource requirements, but together they offer the most sustainable solution for maintaining a committed and stable workforce (Hogarth & McCartney, 2024).
AC 3.3
Employee turnover is a natural and expected aspect of organisational life, reflecting changes in individual circumstances, career progression, or broader labour market trends. However, dysfunctional employee turnover where high-performing or strategically critical employees leave presents significant challenges for organisations such as ParcelCare. This type of turnover is not merely a human resources concern but a strategic issue with consequences that can impact operational efficiency, financial performance, and organisational reputation (Boxall & Purcell, 2022).
The loss of experienced employees can cause substantial operational disruption within ParcelCare. When staff with specialised knowledge leave, the organisation loses valuable institutional expertise in areas such as logistics planning, route optimisation, and client relationship management. These competencies are essential for ensuring that deliveries are timely, accurate, and meet customer expectations. As Alqatawna et al. (2023) highlight, accurate forecasting of staffing needs is critical in the logistics sector to maintain service levels and operational stability. Dysfunctional turnover undermines this capacity, increases the likelihood of operational errors, reduces efficiency, and can disrupt the smooth functioning of day-to-day operations.
In addition to operational challenges, dysfunctional turnover has significant financial implications. Recruiting, onboarding, and training replacement staff is resource-intensive and can cost between 50–150% of the departing employee’s annual salary (CIPD, 2025). These costs are compounded by the managerial time and attention required to manage transitions, which could otherwise be directed towards strategic initiatives and business development (Armstrong & Taylor, 2023).
Dysfunctional turnover also affects employee engagement and morale. Remaining employees may face increased workloads, stress, and uncertainty regarding job security, all of which reduce motivation and engagement and may ultimately result in further attrition (Marchington et al., 2025). ParcelCare relies on an engaged and committed workforce to maintain operational excellence, and the loss of key personnel can therefore have a compounding effect on workforce stability and organisational performance.
Finally, dysfunctional turnover carries strategic risks. Losing skilled employees diminishes organisational capability, slows process improvement, and can threaten customer trust and satisfaction. In the competitive logistics sector, retaining expertise is essential to respond effectively to changing customer demands and to maintain a strong market position (Taylor, 2020; Logistics UK, 2025).
In summary, addressing dysfunctional turnover is critical for ParcelCare to maintain operational continuity, control costs, and protect workforce engagement. Implementing strategic retention initiatives, such as workforce planning, professional development, and employee engagement measures, is essential to mitigate these risks and safeguard long-term organisational performance (CIPD, 2025a; Armstrong, 2020).
AC 4.1
Employment contracts are an important consideration for ParcelCare, particularly as the business relies on reliable delivery drivers and warehouse operatives. While permanent full-time contracts are commonly used, other types of contracts could be considered to balance flexibility, cost, and workforce stability.
Permanent full-time contracts are highly suitable for ParcelCare’s core delivery drivers. They provide job security and stability, which encourages loyalty and engagement, reducing turnover and ensuring consistent service levels (Armstrong & Taylor, 2023). These contracts also promote commitment to company policies and procedures and ensure employees are more likely to complete proper training, supporting operational efficiency. Additionally, permanent contracts can improve job satisfaction, contributing to a positive workplace culture (Bratton et al, 2022). However, the disadvantages include higher long-term costs due to salaries, benefits, and holiday pay. They also reduce flexibility during periods of fluctuating demand, making it harder for ParcelCare to adjust staffing levels quickly. 
Fixed-term contracts are useful for peak periods, such as holidays, when additional drivers or warehouse staff are needed temporarily. These contracts provide flexibility, lower long-term financial commitments, and allow rapid scaling of the workforce (Bratton et al., 2022). Fixed-term employees can fill urgent staffing gaps without the obligation of long-term employment, which helps control costs. However, the disadvantages include lower employee motivation and loyalty due to limited job security. Skilled staff may leave after the contract ends, and investment in training may not yield long-term benefits (Marchington et al, 2025). Fixed-term staff may also be less familiar with company systems and processes, which can temporarily affect efficiency.
Part-time contracts are suitable for roles that do not require full-time hours, such as weekend or evening delivery shifts. They allow ParcelCare to reduce payroll costs while ensuring reliable coverage (Marchington et al., 2025). Part-time contracts also broaden the candidate pool, attracting students, parents, or individuals seeking flexible work (Dale, 2024). However, these contracts require careful scheduling to maintain consistent operational coverage. Part-time employees may feel less engaged with the company culture, and operational challenges may arise if staff availability is limited. There is also a risk that part-time staff may have less familiarity with procedures, potentially affecting service quality.
In conclusion, permanent full-time contracts are most suitable for core delivery drivers, providing stability, engagement, and reliability. Fixed-term contracts are effective for managing seasonal peaks, while part-time contracts offer flexibility and cost savings with moderate stability. ParcelCare can benefit from using a combination of these contracts to balance cost, flexibility, and operational efficiency while maintaining a reliable and motivated workforce.
AC 4.2
Effective onboarding is a critical process for organisations such as ParcelCare, as it ensures that new employees integrate quickly, understand their roles, and contribute efficiently to organisational objectives. Structured onboarding provides clear guidance on processes, systems, and expectations, enabling employees to perform their duties with confidence and accuracy. In operational roles such as parcel sorting, warehouse management, and delivery, this reduces errors, improves productivity, and helps maintain consistent service quality, which is essential for meeting customer expectations (Armstrong & Taylor, 2023).
Another significant advantage of onboarding is the enhancement of employee engagement and motivation. When the onboarding process communicates the organisation’s values, culture, and opportunities for career progression, employees are more likely to feel valued, supported, and connected to the company. This sense of belonging fosters engagement, which is strongly linked to higher performance, increased commitment, and lower absenteeism. In sectors like logistics, where turnover rates are high and competition for skilled workers is strong, creating an engaging onboarding experience can significantly improve retention and productivity (Logistics UK, 2025; Boxall & Purcell, 2022).
Structured onboarding also contributes directly to reducing staff turnover. Employees who experience a well-organised and supportive onboarding programme are more likely to remain with the organisation over the long term, reducing recruitment and training costs while sustaining operational efficiency (CIPD, 2024). For ParcelCare, retaining skilled delivery drivers, warehouse operatives, and operational staff is crucial to ensuring consistent service delivery and maintaining competitive advantage in a fast-paced market.
In addition, onboarding plays a key role in promoting compliance and workplace safety. Delivering comprehensive health and safety training from the outset ensures that employees understand safe working practices, helping to prevent accidents and injuries. This not only protects employees but also mitigates potential legal and financial risks for the organisation (CIPD, 2025).
Finally, onboarding supports team integration and collaboration. Introducing new employees to colleagues, clarifying team roles and responsibilities, and fostering open communication helps build positive working relationships, encourages cooperation, and enhances overall operational efficiency. Employees who understand how their role contributes to team objectives are better able to collaborate and support each other, creating a more cohesive and effective workforce (Marchington et al., 2025).
In summary, investing in structured onboarding delivers multiple benefits for ParcelCare, including improved performance, engagement, retention, safety, and team cohesion. By ensuring that new employees are well-prepared and supported from the outset, ParcelCare can strengthen operational efficiency, reduce turnover-related costs, and cultivate a competent, motivated, and adaptable workforce capable of meeting both current and future organisational demands.
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