New entrants to the parcel delivery market and other labour market competitors have adversely affected ParcelCare’s ability to compete in labour markets. Explain how ParcelCare can strategically position themselves in competitive labour markets. (AC 1.1)

ParcelCare is struggling to compete in the labour market due to competition with existing and emerging delivery companies; as a result, we are struggling with recruitment and retention. Strategic planning can assist ParcelCare to become more competitive in the existing labour market by looking at the following:
Labour market analysis
The CIPD (2025a) recommend strategic analysis of trends in the labour market. “They determine how many people organisations need to recruit, retain and develop to meet demand for their goods and services”. We can look to the Office for National Statistics (ONS) for an estimate on economic activity in their published Labour Force Survey (LFS), however response rates to their survey are declining. HMRC offer real time employee employment data so may assist in supporting predictions more accurately. 
They also recommend constant examination of business procedures and investment into innovative practices, labour resourcing strategies, technology and equipment.
We must seek to maintain a productive and engaged existing workforce as this is proven to improve productivity (CIPD 2025a). Retention is key to reducing costs to the business. When labour market demand is high, earnings rise…

Employer Branding - Employee Value Proposition (EVP)
Research shows that jobs security, meaningful work, inclusivity in the workplace, a healthy work life balance and personal development are important to the majority of employees in today’s labour market. 
Royal Mail, undertook a successful employer branding exercise in response to the public image of a homogenous and aging workforce with outdated processes who were struggling to meet delivery targets amongst fierce emerging business competition. Public perception was in decline and Royal mail were struggling to attract new talent. By aligning internal communication and collaboration with HR, marketing and recruitment processes and teams, the employee experience was refreshed. Collaborative feedback gained through existing staff and leadership formed a future vision. A focus on company culture, meaningful work, benefits and ways of working and ensuring collaborative working with a focus on wellbeing and diversity were part of the strategy. They made some simple fixes and invested in employee comfort and wearability of the uniform, tailored to the job role and focussed on feedback from employee satisfaction scores and exit interviewing methods (Watson 2024). 
The new and more forward-looking EVP is a truer reflection of internal employee experience and therefore improves the external reputation of the business. Business alignment is key to a more satisfied workforce and therefore leads to talent attraction and public trust. We should therefore develop a marketing strategy around stable, meaningful employment, inclusive and healthy values, and career progression and satisfaction. 
Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2)

Definitions:
	Term:
	Tight labour market
	Loose labour market

	Characteristics:
	More demand than people available to do those jobs (supply). 

Unemployment levels are low.

Rising wages.

 Harder to recruit employees.

Increase in employee turnover.
	More jobseekers than jobs available. 

Unemployment levels are high.

Possible lower wage pressures.

Possible redundancies.

(Wales 2019).




When it comes to resourcing strategies, one must look at existing employees and internal processes. Then explore whether the message is consistent with the external message and portrayed brand. Jo Taylor, Head of Resourcing and Talent Management at TalkTalk Group, explains that one must be “strategic and deliberate in how companies’ source, attract, select, train, develop, retain, promote and move people through the organisation…not only to hire the most qualified and valuable employees but also to put a strong emphasis on retention”.  She places a focus on candidate and employee experience; Longer-term strategic planning is required, aligning to the needs of the business ensuring that market analysis, manager capability and a drive for innovation is at its foundation as business needs change. She believes that people join and stay with a company because they see a reflection of themselves within the employee branding. Clarity and constancy throughout recruitment and resourcing processes, like a talent management strategy, are essential both internally and externally to build advocacy for your business (Flores 2013).
PESTLE analysis of changing labour market conditions on resourcing decisions.
	PESTLE:
	Labour market conditions:
	Impact on resourcing:

	Political
	Pressured payroll budgets with rising National Living Wage (NLW) costs and employer National Insurance (NI) increases.

	Staffing costs - higher mandatory employment expenses.
Limited training budgets.
Potential competition with workers choosing alternative ‘cash in hand’ work (Campbell 2025).

Could consider salary sacrifice schemes to reduce costs or flexible benefits packages (Zouvani 2025). 



	Economic
	Business confidence is weak; many businesses are planning plan redundancies. “ One in four (24%) employers are planning to make redundancies in the three months to June 2025” (CIPD 2025b).
The parcel delivery market is expanding - E-commerce growth and demand for fast, convenient delivery (DiMarket 2025).


Fuel costs are also increasing.

	ParcelCare must balance investment in workforce with cost. We could consider automation – investment into tech for sorting and utilise unmanned delivery lockers.  




	Social
	There is an increasing demand for remote and hybrid working and flexible hours as a standard for the workplace.  
Employees are increasingly wanting to align their own values with the organisational values and a need for autonomy – meaningful work (Cookson 2025). 

	Offer flexibility, enhanced well-being, and proactive workload management with an increase in employee autonomy rather than micromanagement – employee voice could help with more ridged expectations. 

The application of ‘nudge theory’ could also improve engagement
(People Management 2019). 


	Technological
	Parcel delivery is increasingly tech-driven: route optimisation, automation, same-day/click‑and‑collect services (DiMarket 2025).
Technology sets an expectation for skills in digital literacy.

	Investing in digital training, recruiting staff with existing technical skill, and integrate efficient tools that enhance job satisfaction.

	Legal 

	Worker status - (e.g., gig worker rights) affect hiring and contingency staffing plans.
The upcoming Employment Rights Bill may increase worker protections and costs for ParcelCare.

	Review of contingency plans and reworking policies and procedures where required. 

Keep current with legislative changes.

	Environmental

	New regulations require investment into sustainability strategy: greener transport and emission control.
Customers and employees are more interested in eco‑responsible companies.
	Hire and train environmentally conscious staff; promote an eco-friendly culture.

Investment into green logistics.




Changing labour market trends and conditions require ParcelCare to invest in environmental schemes, wellbeing and flexibility models to align to ever changing employee focus. Recruitment and long-term internal investment into employee planning models should also inform external communications and marketing to enhance employee experience to make ParceCare more desirable and therefore competitive. Investment into salary sacrifice schemes could reduce overall costs. 

You are aware that workforce planning has not been carried out in the past and decide to persuade the senior leadership team that this activity is worth doing.  Analyse the impact of effective workforce planning, making clear how ParcelCare could benefit from this activity. (AC 2.1)

Workforce planning is the strategic process of ensuring that an organisation has the right people, skills and in the right roles at the right time. It analyses the current and future workforce needs and allows for implementation of evidence based decision making. Workforce planning can enhance productivity at ParcelCare, reducing labour costs, and improving long-term workforce responsiveness to changing needs. By targeting inefficiencies and making improvements for employee retention, productivity and maximising talent through people focused analysis, the business will benefit by positively informing job design, areas for development focus, recruitment and work life balance initiatives (CIPD 2024).

Workforce planning can improve operational efficiency during seasonal periods will create a higher customer satisfaction with fewer service delays and optimise labour costs to the business. 

To strengthen your argument to introduce workforce planning, evaluate techniques that can be used to support the process of workforce planning. (AC 2.2)

PESTLE analysis can be used as demonstrated above to give a well-rounded insight into business risks and gap analysis.

Managers judgements can be utilised for their insight, experience and understanding to estimate future workforce needs. For a skilled manager who is familiar with the workplace this can be a low-cost method and be relatively quick. This is useful where data is limited of slow to analyse centrally and can be great for fast paced changing environments. This doesn’t necessarily rely on evidence based data and allows for innovative practice. However, inconsistency or bias can influence decisions and external contributing factors in labour market trends can be missed. This method would be suitable for seasonal workforce planning in ParcelCare but not so useful for longer-term strategic business goals.

Tracking of internal development e.g. promotion and job transfer, helps to predict which and how many roles can be recruited for internally through talent management and employee development. ParcelCare can use this data tool to identify operational staff who could be trained and promoted into supervisory and management roles through a developed development pathway. Employees can see mobility in the workforce and witness succession planning. Learning and development strategies must align to prepare employees for managerial tasks for success. This contributes to retention and allows for keeping top talents and more appealing recruitment for operational staff. ParcelCare requires a good learning management system and HR record system to assist in tracking and not overlooking suitable candidates for promotion opportunities.
Workforce planning must use both data and managerial judgement to be strategically aligned and deal with humans. A blended approach would suit the need of ParcelCare to become more competitive in the labour market long term and be able to manage short term workforce challenges with human involvement. 
“You will always need that layer of expert human judgement. Also, you can get great analytics out if you put good data in, but where the human element comes in again is through evidence – because some of that evidence is going to be anecdotal. We’re still dealing with people so that’s going to be about the mood, culture, motivation, what’s happening in the organisation…” (People Management 2024). 
Currently, vacancies are advertised on ParcelCare’s website. Line managers then interview shortlisted applicants. You feel that these are suitable recruitment and selection methods to use but want to broaden the methods used. Evaluate the strengths and weaknesses of two different recruitment methods and two different selection methods. (AC 2.3)
By expanding the range of recruitment and selection methods used, ParcelCare could improve the quality and diversity of candidates and enhance decision-making.
Recruitment Methods
	Recruitment Method:
	Strengths
	Weaknesses

	Vacancy Boards and Online Platforms
	Job listings can be quick to post and manage applications – online platforms have built-in tracking systems which suit companies without internal systems for managing recruitment.
Social media be a useful referral platform when someone within your network shares your listing.
Online platforms reach wider and expose vacancies to a larger and more diverse talent pools.
Social media use may also reach passive jobseekers who aren’t actively searching for a new role (Moore 2023).
Particularly suitable for operational roles - delivery or warehouse staff not looking for specialist roles.
	High volume of applications may lead to an increase in administrative time due to potential irrelevant applications.


	Employee Referral Schemes
	Reduced hiring costs and quicker onboarding - Referred candidates can  require less alignment with the company and less in depth training.
Referred employees tend to stay longer due to existing social connections and support systems. Employees are likely to refer people who they believe are a good fit culturally, technically and they want to work with (Chitimilla 2024).
	Overuse may risk a decrease in diversity and inclusion. 
Not very suitable for filling large numbers of vacancies or specialist roles without internal networks.




Selection Methods
	Selection Methods

	Strengths
	Weaknesses

	Formal and Structured Interviews
	Candidates are asked the same questions, reducing potential bias and supporting an easy to use point scoring system.
Questions are relevant and can be directly linked to key competencies for the role.
	Can limit the individual to show their strengths.
Managers require preparation and training to deliver interviews well.


	Job Simulations, work sampling and trial shifts.
	Provides direct evidence of ability to perform tasks.
Gives candidates a realistic impression of the role and their suitability – could lead to higher retention levels longer term. 
Can be a benefit for diversity allowing a more informal and inclusive atmosphere.
	Developing and administering simulations and practical tests can be resource-intensive.
More applicable to operational roles than specialist or strategic roles.
Off-putting for some candidates. Some may see it as performative or competitive even if candidates are interviewed together.

Trial shifts could be seen to be exploitative (House of Parliament 2023). 


 
On examining employee turnover rates, you feel the rate is higher than it should be, and higher than internal targets. To try to understand this further, discuss differences between avoidable and unavoidable turnover and differences between push and pull factors. (AC 3.1)
Employees leave the workplace for many reasons, ‘pull’ factors such as attraction, ‘push’ factors from work dissatisfaction or a combination of both (CIPD 2025c).
Xcd HR Limited describes avoidable factors leading to employee turnover which tend to be predominately ‘push’ factors e.g. company cultural ‘nudges’. Smaller elements leading to general dissatisfaction at work. More obvious push factors include: 
· Not meeting employee expectation – Job description alignment or salary perhaps.
· Lack of prospects for growth and development.
· Poor leadership - not seeking employee voice, toxic culture, ineffective management
· Issues regarding work-life balance – employers not promoting healthy balances work lives. 
‘Pull’ factors tend to be factors which offer more than you are currently experiencing – a more attractive option.
‘Unavoidable’ turnover would describe natural progression, redundancy, retirement and not returning after maternity leave for example – factors which are out of the control and perhaps not directly affected or ‘controlled’ by the workplace or practices (Thomas 2019).

Retention of warehouse staff is an issue, as there are many labour market competitors. Compare the following retention approaches: realistic job previews; induction; job enrichment; and reward. (AC 3.2)
Realistic job previews
Realistic job descriptions help to manage both employee and employer expectations and insight which reduces the risk of new recruits leaving after a short period. Review of job roles is essential to ensure that descriptions remain relevant, and roles are appropriately resourced, and employees remain prepared and able to complete their job – leading to higher levels of staff satisfaction. Aligning with external sources can reduce turnover risk and the appeal of ‘pull’ factors. When discussed and referred to in supervision, this can help to promote a sense of meaningful work contribution for both parties (The HR Observer 2024). 
Induction
A strong and well planned induction program is essential for employee retention, it sets the foundation for long-term engagement and employee success. Induction supports new employees to understand company culture, expectations, and their role in the business and wider context. Well managed induction processed help employees to feel welcomed, confident, and valued - another key factor in reducing early turnover. Research shows that effective inductions can improve retention by up to 82% and boost performance by 11.5% (The Recruiting Office 2023). 
Job enrichment
Job enrichment refers to job re-design, making them more challenging, interesting and autonomous for employees. Its purpose is to motivate and provide a greater sense of purpose for the employee. Enrichment looks at varying tasks, emphasizing significance by identifying how tasks contribute to the overall business need through feedback making the employee feel empowered. Therefore, developing team members, increasing productivity and satisfaction.
Reward
Forbes claims that studies show employees will work harder, be more productive and are more easily retained when employees feel rewarded appropriately. Social recognition is important as well as reflection in their salary. 

To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover. (AC 3.3)
Forbes describes the true cost to high levels of employee turnover. Direct employee costs of hiring a replacement “can cost employers 33 percent of an employee’s annual salary” – attributed to fees to recruiters (initial payment and perhaps a percentage of the first years’ salary), advertising, interview costs, administration, onboarding and training for example. Indirect costs consider that it might take 8-12 weeks to replace the knowledge of a worker but an additional 2 months for them to become up to speed and contribute with parity to their predecessor meaning a reduction in productivity. 
Teams with constantly changing staff ruin collective vision, purpose and team productivity. High turnover destroys company culture and innovation. Employees are less likely to experiment in an unstable and unsafe environment (HRD Connect n.d.).
In addition, turnover might include a higher level of redundancy, dismissal and indicate a unstable company culture or business management issue management or financial mismanagement issue. Frequent adverts for a small business or words of mouth will be sure to have an impact on the reputation of the business. 
 ParcelCare employs the majority of employees on permanent, full-time contracts. You feel these contracts have their place, but it is time to consider whether other types of contractual arrangements could be beneficial to the organisation, especially when demand for delivery services increases and decreases. Assess the suitability of permanent, full-time contracts for delivery drivers as well as two other types of contracts. (AC 4.1)
 
	Permanent, full-time contracts
	Suitability to ParcelCare
	Strengths
	Weaknesses

	
	Suits predictable workforce demands - regular delivery routes and core business hours.

Ideal to ensure a reliable, core workforce -high levels of engagement and commitment.


	Builds loyalty and reduces turnover.

Supports skill development and performance consistency.

Ensures compliance with employment law and entitlements (holiday, sick pay, etc.).

	Less flexibility for employers during low-demand periods - costs to the business with wages when workload is reduced (higher fixed costs).

Using this type of contract in busy seasonal periods would be slower to scale up.


	Zero-Hours Contracts (Casual Workers)
	Provides a flexible, ‘on-call’ workforce with no guaranteed hours.

Best suited to variable demand periods e.g. during holidays, employee cover for sickness or higher levels of annual leave perhaps.


	Employees are only paid for hours worked making it a cost effective option.

No long-term commitment.

Can suit workers who want flexible hours to fit with existing commitments.

No obligation to offer work during unpredictable periods. 
	Could lead to a lower loyalty level in quality of service may suffer with inconsistency of staff.

Workers could feel insecure or undervalued, affecting morale.

Zero hour contracts can be exploited. When using exclusivity clauses this could be subject to legal scrutiny.


	Independent Contractors (Gig Economy)
	Appropriate for peak delivery seasons e.g. flash sales, weekends, holiday periods. 


	Appealing to people who want a high level of flexibility - workers choose when and how they work. Fitting in with other commitments.

No obligation to offer work during unpredictable periods reducing cost and liability.

Lower employment administration and overhead costs as contractors manage their own tax, insurance, etc.

	The employer has a limited control over how work is carried out which could be problematic to consistency and customer service.

Legal risks if contractors are later found to meet “worker” status criteria – giving them a right to holiday pay for example.

Overreliance on independent contractors could negatively affect company reputation if seen to be avoiding employee responsibilities.





To remain flexible and keep costs down, ParcelCare should adopt a blended workforce with a core staff team of permanent, full-time employees and use a mixture of zero-hours contracted staff and independent contractors to cover busier periods. 


At present, an ad hoc approach is taken to onboarding and typically involves the line manager ensuring new starter forms are completed and health and safety training provided.  You identify that onboarding can be improved but first need to convince others that investment in this area is worthwhile.  Explain the benefits of effective onboarding. (AC 4.2)
The Harvard Business Review (2024) states that statistics firmly back up the requirement for effective onboarding practices for new employees. Sound onboarding procedures include clarity of information on job obligations, organisation and cultural expectations, and set clear goals for measuring performance. Quality onboarding promotes loyalty, employee engagement and increases productivity – and with particular relevance to ParcelCare, decreases turnover.

Research suggests a 70% productivity increase and a higher retention rate of around 82% in the first year of employment when effective onboarding is used (Talent Insight Group 2025).
“According to statistics, a great onboarding experience ensures 69% Of employees stick with a company for three years… A proper onboarding experience takes close to a year, and new team members who stay that long are more loyal and committed to an organisation. Research has shown over time that a higher percentage of these new employees remain at least three years with their organisations before thinking about changing jobs” (Oak Engage 2025).
Being specific about who is required to take part in certain areas of the onboarding journey with a well-designed and coherent procedure for onboarding allows employees to meet key team members throughout the business and reduced the burden on fewer members of staff. A shared responsibility upskills other team members, provides meaningful activity for those on a route for progression and instil a since of autonomy and ownership of business operation. This can also be advantageous when certain members of the team are absent and allows for other members to step into the process to support ne employees. Buddy systems provide a support network from day one or before, to create a sense of belonging and loyalty to the business, simulating the benefits of job referral scheme mentality.  
Effective and well documented onboarding procedures can also be used as clear compliance evidence tools. 
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