(AC1.1)
ParcelCare is currently facing strong competition from new parcel delivery companies and the wider logistics industry, which has made attracting and keeping skilled staff more difficult. To strengthen its position in the labour market, ParcelCare needs to think strategically about how if differentiates itself as an employer and why people would choose to work for them rather than competitors. 
The first step is to carry out competitor analysis to understand what rival companies offer in terms of pay, benefits, flexibility and overall employee experience (Taylor&Woodhams,2022). For example, some new entrants may offer higher hourly rates or flexible contracts, which appeal to younger workers. By comparing these factors, PureCare can identify its own strengths and weaknesses and decide where to focus improvements such as offering more stable hours, better training, or career progression that platform-based delivery roles cannot provide. 
Purecare should aim to become an ‘’employer of choice’’, meaning people see it as a great place to work for reasons beyond pay alone (Baker,2014). According to (Dinnen&Alder,2017), this could involve promoting a positive workplace culture, recognising good performance, investing in wellbeing, and supporting diversity and inclusion. A strong employer brand, one that highlights fairness, teamwork, safety, and reliability can attract people who value stability and respect in the workplace. (Dinnen&Alder,2017). 
In such a competitive market, reward and culture also pay a huge role(Taylor&Woodhams,2022). While ParcelCare may not always match competitors’ wages, it can offer benefits like consistent hours, paid training, fuel allowances for drivers, or employee discounts. According to (Armstrong&Taylor,2023), Emphasising ethical behaviour, community engagement, and environmental responsibility can further enhance its reputation and organisational image.
Finally, using social media and employee testimonials to share real stories about career growth and supportive managers can build trust and authenticity. According to the CIPD (2022) Resourcing and talent planning report, organisations with clear employer brands and visible values attract higher-quality candidates and retain them for longer. By repositioning itself as a caring, responsible, and development-focused employer, ParcelCare can strengthen its labour-market position and compete effectively against new entrants. 

(A.C1.2): 
The parcel delivery sector is strongly influenced by labour market changes, and these shifts have a direct impact on how ParcelCare recruits, retains, and plan its workforce. According to the (CIPD,2025), a key factor to understand is the difference between tight and loose labour markets. In a tight market, there are more job vacancies than suitable candidates, which make it difficult to attract skilled workers(CIPD,2025). This is the case PureCare is facing now, especially with driver shortages and competition from flexible gig-based employers like Amazon logistics or Deliveroo. In a loose market, unemployment is higher and employers have more choice, but that’s not the  current reality(Taylor,2021). 
To respond effectively, ParcelCare needs to consider wider labour market trends using the PESTLE model, analysing Political, Economic, Social, Technological, Legal and Environmental factors (Wilton,2022). For example, economic pressures such as inflation and rising fuel costs have made delivery jobs less attractive unless wages rise in line with living costs. Social changes, including employers’ growing expectations for flexibility and work-life balance, mean ParcelCare may need to introduce flexible shifts or part-time options to stay competitive. 
Technological advances like route-optimising software vehicles also influence recruitment and training needs. ParcelCare might require fewer but more tech-skilled drivers or logistics coordinators, which changes the type of people they look for. Legal factors, such as changes in employment status and gig-worker rights, can also impact contract decisions, for example, ensuring drivers are treated fairly and legally classified as employees rather than contractors.
During national or global crises (e.g. COVID-19), the parcel industry experienced huge surges in demand. Many firms adopted short-term hires and agency staff(Taylor,2021). ParcelCare now faces the challenge of balancing short-term resourcing flexibility with long-term retention. According to the CIPD (2022) Resourcing and talent planning report, organisations that rely heavily on temporary or gig workers risk losing engagement and consistency, so workforce stability should be part of the strategy. 
These changing conditions mean ParcelCare’s resourcing decisions, from employer branding and recruitment methods to development and retention, must remain agile. Investing in digital recruitment campaigns, local partnerships, and career development opportunities can help ParcelCare attract and retain skilled, committed workforce in a constantly evolving labour market(Taylor,2021).

(AC2.1):
Workforce planning is a strategic process that ensures an organisation has the right people with the right skills in the right place at the right time (CIPD,2020). For ParcelCare, which has struggled to attract and retain delivery and logistics staff, introducing structured workforce planning could have a major positive impact on performance, service delivery, and long-term sustainability. 
An effective plan begins with fostering the demand for labour, analysing what roles, skills, and headcount are needed to meet current and future business goals (CIPD,2020). For ParcelCare, this could mean reviewing parcel volumes, seasonal fluctuations, and upcoming technology investments, then determining how many drivers, warehouse staff, and supervisors will be required. According to (Gibson,2021), accurate demand forecasting helps avoid both understaffing, which leads to delays and customer complaints, overstaffing, which increases costs. 
Once both demand and supply have been reviewed, the business can identify gaps, for instance, a shortage of qualified van drivers or warehouse supervisors. This analysis provides insight into whether to focus on recruitment, upskilling, or automation. Strategies to address gaps might include offering driver apprenticeships, partnering with local colleges, introducing employee referral bonuses, or using workforce analytics to predict turnover(CIPD,2022a). 
The impact of doing this effectively is significant. According to the CIPD (2022a) podcast the Many Merits of workforce planning, organisations that plan proactively experience lower recruitment costs, better succession outcomes, and improved employee engagement. For ParcelCare, this means being able to maintain delivery standards even during peak seasons, reduce overtime and agency reliance, and create clearer career pathways for staff, which in turn supports retention. 
Without workforce planning, ParcelCare risks reacting to problems rather than preventing them. Implementing this structured approach would help the company align people planning with business strategy, ensuring operational resilience in a highly competitive market(Gibson.2021).

(AC 2.2):
To convince senior leaders at ParcelCare to adopt workforce planning, it’s important to show that several techniques can be used to make the process both practical and evidence-based. Each technique has strengths and limitations, and their value depends on how they are applied and context of the business. 
One commonly used approach is managerial judgement, where line managers and senior leaders use their experience to forecast workforce needs(Armstrong and Taylor,2023). This technique is flexible and quick, allowing managers at ParcelCare to use their operational knowledge of delivery patterns and customer demand to predict staffing requirements, however, as Armstrong and Taylor (2023) point out, managerial judgement can be subjective and prone to bias if not supported by data. For example, a depot manager may overestimate driver needs based on a short-term spike rather than long-term trends. Therefore, while useful, this technique should be combined with more analytical methods. 
Another method is working back from costs, where workforce numbers are estimated based on budgeted labour costs and productivity levels(Taylor & Woodhams, 2022).This can help ParcelCare align staffing plans with financial constraints, supporting its goal to improve efficiency. The limitation is that it can be too finance-driven and may overlook skills shortages or employee wellbeing (Taylor & Woodhams, 2022). Focusing purely on cost could risk understaffing during busy periods damaging service quality and morale. 
Systemic approaches, such as scenario planning or workforce modelling, offer a more data-driven and future-focused perspective(Taylor & Woodhams, 2022). Using HR analytics and trend data, ParcelCare could forecast workforce demand under different business scenarios, for instance, expansion into new regions or seasonal delivery surges. According to the CIPD (2023) guidance on workforce planning, such techniques are powerful because insights like employee engagement, allowing better-decision-making. The downside is that they require accurate data systems and analytical capability, which ParcelCare may currently lack. 
To forecast supply, techniques such as analysing turnover, promotion, and transfer rates, as well as critical incident analysis, can help identify internal capability gaps (Gibson,2021). These provide a factual basis for talent development and succession planning. However, the data must be kept current to remain reliable(Gibson,2021).
In summary, no single technique is sufficient on its own. A balanced approach, combining managerial judgment with systemic data analysis, would allow ParcelCare to plan effectively, reduce risk, and create a more agile workforce strategy supported by evidence rather than intuition. 



(AC2.3)
ParcelCare currently relies mainly on advertising vacancies through its website and conducting manager-led interviews. While these are traditional and practical approaches, broadening the methods could help the organisation attract a wider and more diverse pool of applicants, particularly given the current labour market challenges(CIPD,2022).
Recruitment methods: 
The first method, advertising vacancies on Parcelcare’s website, is low-cost and simple to manage, providing direct access to candidates already familiar with the company. It helps maintain control over the brand message and ensures applicants are genuinely interested in ParcelCare (CIPD,2022b). However, the main weakness is limited visibility (CIPD,2022b). People who don’t already know about ParcelCare are unlikely to visit the website, meaning the candidate pool remains small. This method is less effective for hard-to-fill roles such as experienced delivery drivers or warehouse supervisors. 
A broader external method such as social media recruitment, could be beneficial(headowrth,2015). Using platforms like LinkedIn, Indeed, or even Facebook jobs allows ParcelCare to reach both active and passive candidates, improving diversity and employer visibility. Social media can also be used to showcase the company culture through real employee stories (headowrth,2015). However, managing multiple platforms requires time and resources, and there’s a risk of receiving a high volume of unqualified applications. Overall, using a mix of online channels supported by employer branding would make recruitment more targeted and cost-effective(headowrth,2015).
Selection methods: 
The existing line manager interviews are straightforward, cost-efficient, and allow managers to assess communication skills and personality fit (Cook,2016). However, according to the (CIPD,2022b), interviews alone are not always reliable indicators of job performance, bias and inconsistency can affect outcomes. Managers may unconsciously favour candidates who ‘’fit in’’ culturally, potentially reducing workforce diversity (CIPD,2022b). 
A second selection method that ParcelCare could add is work sample testing or trial shifts, which provide practical evidence of a candidate’s ability to perform delivery or warehouse tasks. According to Guion (2019), this method offers high validity because it assesses job-specific skills directly. The weakness is the time and cost involved in arranging trial days, but this can be worthwhile for high-turnover roles where poor hiring decisions are costly. 
In summary, by combining wider recruitment channels such as social media with practical selection tools like work samples, ParcelCare can make its resourcing process mor inclusive, data-driven, and predictive of future performance. 

(AC3.1): 
ParcelCare’s high employee turnover suggests there are underlying issues influencing why people are leaving. To understand this properly, it’s important to look at different types of turnover and the factors that drive employees either away from or towards the organisation. 
Turnover can be described as either avoidable or unavoidable (Taylor,2021). Avoidable turnover happens when employees leave for reasons that the organisation could have influenced, such as poor management, low pay, limited career development, or lack of recognition (Marchington et al.,2020).For example, at ParcelCare, avoidable turnover may be caused by heavy workloads, rigid shift patterns, or a lack of progression opportunities for delivery drivers. Addressing these issues through better scheduling, training, and recognition could help reduce attrition. 
Unavoidable turnover, on the other hand, according to (Armstrong&Taylor,2023), results from factors outside the organisation’s control, such as relocation, retirement, health reasons, or personal circumstances. 
While ParcelCare can’t prevent these completely, it can plan for them through effective succession planning and flexible working options to retain talent where possible (Armstrong&Taylor,2023). 
The concepts of push and pull factors help explain employee motivation for leaving or staying. Push factors are internal organisational issues the drive people away. Such as poor leadership, lack of flexibility, or limited recognition (Marchington et al.,2020). If ParcelCare’s managers are overly task-focused or unsupportive, employees might feel undervalued and start seeking other jobs. According to (Marchington et al.,2020),pull factors are external attractions that draw employees elsewhere, like higher pay, better work-life balance, or career opportunities offered by competitors. In the current labour market, where logistics companies compete fiercely for drivers, pull factors such as sign-on bonuses or flexible contracts have become very strong (CIPD,2024a). 
According to the CIPD Labour Market Outlook (2024a), staff turnover rates in sectors like transport and logistics remain above pre-pandemic levels, largely due to employees seeking flexibility and improved wellbeing. The people profession (2023h) report highlights that retention now depends more on employee experience and skills development that simply pay. For ParcelCare, focusing on engagement, training, and supportive management could reduce avoidable, push-driven turnover. 
By analysing the reasons behind departures and tracking turnover metrics, such as crude and stability rates, ParcelCare can target improvement effectively, lowering unnecessary losses while planning for the unavoidable ones. 

(AC3.2)
Retaining warehouse staff at ParcelCare is increasingly difficult due to strong competition in the logistics labour market. To improve retention, it is useful to compare several approaches, realistic job previews, induction, job enrichment, and reward, as each has different strengths and limitations depending on organisational context(Marchington et al.,2020).
Realistic job previews involve giving candidates an honest and balanced overview of the role before they accept the job (CIPD,2023c). for ParcelCare, this could include showing the pace of warehouse operations, physical demands, shift patterns, and technology used. The strength of Realistic job previews is that they help set accurate expectations, which reduces early turnover often caused by ‘’job shock’’(CIPD,2023c). However, a limitation is that some candidates might be discouraged and withdraw, meaning ParcelCare risks losing applicants in an already competitive market. Still, those who accept are more likely to remain because they understand the reality of the role. 
On the other hand, induction serves a different retention purpose, as it focuses on supporting new employees once they have joined(CIPD,2023d). A strong induction programme helps staff understand the culture, feel welcomed by colleagues, and become confident in their task (CIPD,2023d). for ParcelCare, proper induction is especially important because warehouse work is fast-paced and can be overwhelming for new starters. The strength of a good induction is improved engagement, faster productivity, and reduced early exits. However, if induction is rushed or poorly structured, it can increase anxiety and turnover. It also requires time from supervisors, which can be challenging during peak seasons(CIPD,2023d).
Job enrichment takes a longer-term view by enhancing roles to increase autonomy, variety, and responsibility (CIPD,2022c). In ParcelCare’s context, enrichment may include offering training in different warehouse areas, giving staff opportunities to lead small tasks, or involving them in continues improvement activities. This approach strengthens retention by increasing motivation and job satisfaction(CIPD,2022c). However, not all employees may want additional responsibilities, and operational pressures might limit the extent to which enrichment can be implemented. 
Finally, reward remains a major driver of retention, particularly in high-demand sectors like logistics, it can include  pay, benefits, recognition and non-financial incentives(CIPD,2023g). Competitive pay, attendance bonuses and recognition schemes could make ParcelCare more attractive. While reward has an immediate impact on retention, it does not address deeper issues such as culture or career development. It can also become expensive if not managed strategically(Armstrong&Taylor,2023).
Overall, realistic job previews and induction strengthen early-stage retention, while job enrichment and reward support ongoing retention and engagement(CIPD,2023g). A blended approach tailored to ParcelCare’s warehouse environment would provide the strongest impact. 

(AC.3.3)
Dysfunctional employee turnover refers to the loss of high-performing, skilled, or hard-to-replace employees whose departure has a negative effect on the organisation (CIPD,2021). In ParceCare’s case, this includes experienced warehouse operatives, dependable drivers, and supervisors with valuable operational knowledge. When these employees leave, the organisation faces significant operational disruption and financial strain, making it essential for senior leaders to address the issue. 
One major impact of dysfunctional turnover is the direct cost associated with replacing employees(CIPD,2021).Recruitment advertising, agency fees, interview time, background checks, and onboarding all require financial and administrative resources. According to the CIPD turnover and retention factsheet (2021), these direct costs can amount to several thousand pounds per employee. At ParcelCare, where turnover is already high, these repeated costs reduce profitability and place additional pressure on HR and line managers. The time spent processing leavers and hiring replacements also diverts attention away from strategic work. 
There are also substantial indirect costs, which often have a deeper and longer-lasting impact(CIPD,2021).When an experienced employee leaves, ParcelCare loses valuable skills, familiarity with routes or systems, and an understanding of warehouse processes.  This knowledge gap reduces efficiency, leading to delays, increased errors, or service failures. According to (Armstrong&Taylor,2023), productivity also dips when teams become understaffed or when new starters require support from colleagues who must slow down their own workload to assist them. These indirect costs are harder to quantify but can significantly weaken operational performance (Armstrong&Taylor,2023). 
According to (CIPD,2024b), dysfunctional turnover also affects team morale and engagement. Remaining staff may feel stressed due to heavier workloads or frustrated by constant changes in team members. This can create a negative cycle where poor morale leads to further resignations (Armstrong&Taylor,2023).In the competitive parcel delivery market, where employees have many alternative job options, dissatisfaction can quickly translate into additional turnover. 
A further impact is the loss of return investment (ROI) for training and development(Armstrong&Taylor,2023). ParcelCare invests time and resources to train warehouse staff, drivers, and supervisors. When high performers leave prematurely, the organisation loses the benefit of that investment. This creates ongoing pressure to retain new staff, increasing operational costs. 
Finally, dysfunctional turnover damages customer experience and reputation. Inconsistency in staffing can lead to slower deliveries, errors, and complaints, critical issues for a company that relies on reliability and service quality(CIPD,2021).
Overall, the impact of dysfunctional turnover at ParcelCare is significant, financially, operationally, and culturally. Addressing it is essential for improving performance, maintain service standards, and stabilising the workforce. 

(AC4.1):
ParcelCare currently employs most of its workforce, particularly delivery drivers, on permanent, full-time contracts. While these contracts have clear benefits, the fluctuating demand for parcel delivery means it is appropriate to assess whether alternative contractual options could better support organisational flexibility, cost control, and save continuity(Daniels,2022).
According to (Daniels,2022),permanent, full-time contracts offer stability for both the employee and the organisation. For ParcelCare, this arrangement supports consistent service quality because employers feel secure, committed, and invested in long-term performance.
These contracts also reduce the risk of non-attendance and enable better workforce planning through predictable work hours and clear reporting structures (Daniels,2022). 
However, the main limitation is reduced flexibility. When delivery volumes decrease, ParcelCare still carries full labour costs, and during peak seasons the company may struggle if it relies solely on a fixed workforce. Permanent contracts therefore meet the need to reliability but do not support agile staffing. 
A suitable alternative is fixed-term contracts, which allow ParcelCare to employ staff for a specific duration, such as covering peak seasons, Christmas surges, or large client contracts. According to the CIPD (2023a), fixed-term contracts are beneficial when organisations need short-term capacity without committing to permanent staffing. Their strength is flexibility and cost control. As ParcelCare only pays for labour when it is required. However, there are important weaknesses to consider. First, according to (Armstrong&Taylor,2023), fixed-term employees often feel less engaged or committed because they know their employment is temporary, which can affect performance and reliability. Second, according to (CIPD,2023a),UK employment law gives fixed-term workers strong protections, including equal treatment rights and potential automatic conversion to a permanent contract after a certain period. This means ParcelCare must carefully monitor contracts lengths and ensure compliance, otherwise the organisation could face legal challenges or unintentionally create permanent roles. 
Another option is zero-hours contracts, where employees have no guaranteed hours but accept shifts depending on availability(CIPD,2021a), This arrangement offers maximum flexibility for ParcelCare, providing a pool of staff who can cover unexpected peaks or absences. 
Zero-hours contracts are common in logistics and retail sectors. However, the CIPD (2021a) notes risks like inconsistent income can reduce retention and workers may feel undervalued. According to (CIPD,2021a),organisations must ensure fair treatment, especially around scheduling, sick pay, and employment rights. Zero-hours staff may also be less committed than permanent employees, which could impact customer service. 
Overall, a blended approach is most suitable for ParcelCare. Permanent full-time contracts should remain for core delivery staff to ensure service reliability and organisational stability. Fixed-term contracts can support seasonal demands, while zero-hours contracts can help manage unpredictable surges. Combining these arrangements would allow ParcelCare to match staffing levels more effectively to fluctuating operational needs. 

(AC4.2)
ParceCare’s current onboarding approach is informal and largely administrative, focusing only on collecting new starter information and delivering basic health and safety guidance. While these steps are necessary, they do not provide a complete onboarding experience. To persuade the senior leadership team that investment in onboarding is worthwhile, it is important to demonstrate the wide-ranging benefits that a structured approach can offer. 
Effective onboarding supports the successful integration of new employees, helping them understand not only the tasks of their job but also the organisation’s culture, expectations, and ways of working (CIPD,2023c). for ParcelCare, where delivery drivers and warehouse staff work in fast-paced environments, a well-designed onboarding programme can reduce the risk of an ‘’induction crisis’’, a period where new starters feel confused, unsupported, or overwhelmed. According to (CIPD,2023d), When onboarding is rushed or unclear, new employees are more likely to doubt their fit and resign early, contributing to high turnover rates. 
One key benefit of effective onboarding is improved role clarity. By providing clear explanations of duties, performance standards, and expectations(CIPD,2023e). ParcelCare can help employees feel confident early on. This reduces errors and increases productivity. Additionally, components such as pre-employment communication, realistic role explanations, and early access to training resources ensure that new hires begin their roles feeling prepared and supported (CIPD,2023e). 
Another major benefit is enhanced employee engagement and connection to organisational culture(2023). Onboarding allows ParcelCare to communicate its values, service standards, and expectations around safety, teamwork, and customer care(CIPD,2021). When employees feel socially connected and understand the organisation’s purpose, they are more likely to stay and perform well. The CIPD’s employee experience guidance (2023e) highlights that a positive early experience significantly influences long-term commitment. 
According to (CIPD,2021),onboarding also contributes to higher retention and lower turnover, which is particularly important for ParcelCare given its current retention challenges. A structured onboarding programme that includes buddy systems, early development planning, and regular check-ins can help new employees feel valued and supported. This reduces early exits, lowering recruitment and training costs. 
Technology can further enhance these benefits. Digital onboarding platforms, for example, allows new starters to complete documents online, access training modules, and engage with organisational information before their first day, improving readiness and reducing administrative pressures on managers (CIPD,2023f). 
Overall, effective onboarding helps ParcelCare improve productivity, reduce turnover, strengthen culture, and enhance the overall employee experience. Investing in a structured onboarding programme is therefore a strategic priority, not just an administrative task. 
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