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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)
With the delivery industry experiencing significant growth through e-commerce and the increasing demand for fast and efficient delivery services (West, 2023), ParcelCare is currently facing substantial recruitment challenges. 
The Labour Market Outlook report for Spring 2025 reported that within the transport sector, 40% of employers had vacancies that are “hard-to-fill”, making the sector prevalent within the top five of challenging industries (Labour Market Outlook, 2025).
Following Brexit, the UK labour market saw a decrease in the number of EU workers, which delivery companies heavily relied on. In addition, changes to the immigration system have resulted in a competitive and challenging labour market. A shortage of workers and difficulties in attracting and retaining employees, also intensified by the Covid-19 pandemic (The Migration Observatory, 2022). 
To mitigate this, ParcelCare need to consider ways to strategic position themselves in the labour markets to stand out against competitors. 
Developing a strong employer brand can make ParcelCare more attractive to potential candidates by differentiating themselves in the labour market. As part of attraction strategies in 2024, 81% of organisations took action to improve employer brand, with 35% increasing flexible working opportunities and 30% refreshing or promoting values as part of the strategy (CIPD, 2024c). 
By ParcelCare taking steps toward improving employer brand, they can promote themselves as a reliable employer that values people (CIPD, 2024).
Looking at flexible working arrangements, ParcelCare could consider creative solutions within the warehouse and driver positions, as part of a strategy to be more people focused and assist with both recruitment and retention.
In 2023, following staff feedback, Amazon trialled and then implemented term-time contracts for parents, as well as ‘Amazon Anytime’ - a flexible part-time contract based on 80-hours per month. This placed an emphasis on work-life balance, and these unique contracts allowed them to strengthen their brand in the labour market by supporting families with childcare needs (Amazon, 2023). 

A final consideration could be fostering a diverse and inclusive workplace. By adapting a robust and comprehensive approach to DEI, can attract a wider range of candidates. For example – removing biased language from job adverts and making the role requirements behaviour-based (CIPD, 2024g).  
DHL Group focuses on DEI as a core part of its organisation and recruitment strategy, with a focus on “Belonging”. They believe this allow you to have an all-encompassing culture of openness and trust, they ensure their recruitment process is fair, regardless of background (Discover, 2022). 

Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2)
The current labour markets are showing signs of loosening, the unemployment rate has risen to 4.6% in Spring 2025 with vacancies dropping by 63,000 (Francis-Davine and Powell, 2025). Redundancy plans remain high, and employers are being forced to scale back recruitment due to rising employment costs (Labour Market Outlook, 2025). 
ParcelCare monitoring the labour market and aligning their recruitment strategies in response any changes, will ensure they are strategically placed to attract and retain talent (CIPD, 2025c). 
Higher unemployment levels means that there will be greater candidate availability. This allows ParcelCare to be more more selective in hiring, but as the logistics and delivery sector is already challenged by the number of new entrants in the labour market, ParcelCare would be competing with their rivals for the skill sets required for the vacancies.
To address skill shortages, ParcelCare may want to consider a strategy of upskilling existing employees within the business. By evaluating their existing workforce for potential development, could help foster a sense of security and motivation which would also support retention strategies (ESA, 2024). 
Shifts in the economy, such as the rise of the National Minimum Wage and employer National Insurance contributions to 15% in April 2025 meant the cost of employing staff increased (Gov.uk, 2025). ParcelCare should investigate their eligibility for the Employment Allowance. This can offset these costs to help them with the rise in employment costs (Cooke, 2025) as well as looking at offering flexible type contracts to attract candidates to reduce costs during low demand periods and increase operational efficiency (nibusinessinfo, n.d).   
Changes in legislation, following Brexit, reduced the number of workers, which the sector relied on (The Migration Observatory, 2022). In response to this labour market change, ParcelCare should focus on a domestic recruitment strategy to address talent shortages. This could be achieved by analysing ParcelCare’s benefit packages against its competitors to strengthen it’s offering when attracting staff. 
Finally, demographic changes could impact ParceCare’s ability to attract and retain staff. In 2024, it was reported that the employment rates of people aged between 50 to 64, increased to 70.9% (Gov.uk, 2024), with CIPD reporting that 45% of the transport industry is represented by workers over 50 (CIPD, 2022). Parcelcare may want to consider resigning roles with more flexibility to help retain experience and talent but also looking at strengthening employee brand to differentiate themselves in the market and attracted a diverse and modern workforce (CIPD, 2024f). 
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. (A C 2.1)
Workforce Planning is a core business process, it focuses on existing resources and skills within the current employees, and operational plans for the budget year ahead (CIPD, 2023). It’s all about having the right people in the right place, at the right time, and is essential in supporting delivering both the short-term and long-term objectives of the organisation (Armstrong and Taylor, 2023). 
As per the diagram below, the workforce planning process can be broken down into the following key steps which offers a structure for determining your strategy (CIPD, 2023): 
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Successful workforce planning can determine future workforce needs, identify workforce gaps and assist with succession planning (CIPD, 2023). 
Whilst I am aware that workforce planning has not been carried out in the past at ParcelCare, given the challenges they currently face due operating in a dynamic labour-intensive sector that requires skilled workers, effective workforce planning is a strategic necessity. With labour shortages and labour costs rising, it can improve visibility, reduce costs, and make it easier to predict and respond to challenges (Press, 2023).  
Workforce planning can improve operational efficiency, especially during times of fluctuating demand (West, 2021). Without workforce analyses, ParcelCare are at risk over overstaffing during quieter periods and understaffing during peak times. Demand forecasting and workforce planning provides better staffing alignment during these times by responding to the labour market which will help reduce unnecessary costs (HSBC, 2025). 
ParcelCare could see improved retention rates with effective workforce planning. By developing and upskilling existing employees, via additional training or mentoring programs, can improve both retention and employee engagement, which would reduce avoidable costs in recruitment. It can also future proof itself by looking at succession planning to develop employees into future roles (Morris, 2025a). 
In summary, I would recommend that ParcelCare invests in workforce planning for sustainability and to algin the core business goals to the people strategy. This can support ParcelCare in reducing labour costs, target inefficiencies and improve employee development which can position themselves competitively within the dynamic logistics industry (IOD, 2024). 
To strengthen your argument to introduce workforce planning, evaluate techniques that can be used to support the process of workforce planning. (AC 2.2)
To help convince you that introducing workforce planning within ParcelCare would be a critical approach to managing the workforce, I feel its necessary to not only describe the benefits but to evaluate the techniques to support the process. 
Analysis tools can help identify and evaluate issues in the workplace before strategies are set.
Pestle Analysis
A PESTLE analysis is a management framework and diagnostic tool. The outcome will help understand external factors to ParcelCare, which impact upon strategy and will influence business decisions (CIPD, 2024h).
PESTLE is split into six key external factors for consideration (illustrated below) and the impact they may have on a business. The impacts can include opportunities and challenges.
[image: A diagram of a business

Description automatically generated with medium confidence]
(Medium.com, 2023, diag)
PESTLE analysis can help an ParcelCare spot trends early and provide a competitive advantage when it comes to workforce planning (CIPD 2024), it can encourage long-term strategic thinking by identifying disruptive changes that can affect the future employment landscape (CIPD, 2021). As PESTLE analysis needs to be completed regularly, this can be a disadvantage if the resource within the ParcelCare cannot accommodate the ongoing workload required to make analysis effective (CIPD, 2024). 
Scenario Planning
Another technique this, scenario planning - which is a strategic management process that helps business prepare for possible future scenarios and the impact these have on workforce needs (Lucarz, P, 2022). 
It could be particularly advantageous when looking at the growth of e-commerce and aligning ParcelCare staffing requires to support with the growth. 
In 2024, 27.2% (£127 billion) of all retail sales in the UK were online (ONS, 2025), by using scenario planning with the quantitative data available, ParcelCare could use this to predict what staffing needs would be required in the future to respond to the rapid growth.
Workforce Analytics 
Finally, ParcelCare could use workforce analytics, which involves the collection of internal workforce data and analysing this data to produce action plans to help with future requirements (Armstong and Taylor, 2023). 
Skills gap analysis could help ParcelCare identify the current skills and knowledge they have in their workforce, and what they require in the short and long term to assist with workplace planning, but it would require good quality data and analysis of this data to be effective accuracy to ensure data-driven decisions (Creasey, 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)
The current recruitment and selection methods used by ParcelCare is website advertising followed by interviewing shortlisted candidates, whilst this can be a potentially cost-effective method it can provide limited reach (Taylor, 2025). 

Posting job vacancies to online job boards, such as Indeed, is as an effective alternative for recruitment for ParcelCare. Indeed allows job advertisements to be posted for free, which is a cost-effective solution and can reach a wider audience than ParcelCare’s website alone (Forbes, 2024). Indeed can attract high numbers of unsuitable candidates due to its popularity, but by utilising the screening functionality within Indeed, basing the screening on the key skills required for the position, candidates can be quickly identified that meet the requirements of the role (Indeed, 2025). 

Incentivising employees within ParcelCare and introducing an employee referral scheme to assist with recruitment, can be another effective method. Employee referral schemes are now in the top ten effective attraction methods according to CPID’s 2024 survey of resourcing and talent planning, with 27% of businesses now using this approach. (CIPD, 2024c). 

Referral schemes should not be used a stand-alone method as it risks limiting the diversity of the workforce and potential nepotism, but used to compliment other methods (CIPD, 2024b). ParcelCare could see a higher quality of candidates, as employees are more likely to refer individuals with similar skills, and referrals aligning to company culture, leading to a more productive workforce through increased engagement (Armstrong & Taylor, 2023).  
Selection methods should always follow a fair and consistent process following ethical and legal considerations, ensuring they are based on the candidate’s ability to perform the role and what they will contribute to the organisation (CIPD, 2024d). 
ParcelCare could continue with interview methods for selection but introducing structured behavioural interviews, based on a defined framework consisting of a set of pre-determined questions (Armstrong & Taylor, 2023). Asking candidates the same questions, will focus on the attributes and behaviours required to succeed in the role (Taylor, 2025). It makes the responses comparable, lessening the likelihood that selection outcome will be based on personal biases (CIPD, 2024d).
However, to exclude personal biases to a satisfactory degree, I would recommend two interviewers, although this makes interviews harder to arrange with additional costs to cover extra resource (Taylor, 2025).

Skill-based assessment tasks could be another consideration for ParcelCare. These tests assess the skills and ability relevant to the role with the view of providing a comprehensive and balanced outcome of the suitability of the candidate (CIPD, 2024d). However, these tests can be time-consuming and can lead to potential discrepancies between the assessed skills and real-life performance, particularly as soft skills are difficult to quantify (Lewis, 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)
The reasons why employees leave fall into four categories, and each one is fundamentally different to the other. At ParcelCare, as turnover rates are higher than expected, it’s important to understand the distinct differences to identify the cause of the high turnover and develop potential retention strategies (CIPD, 2025a).  
Avoidable Turnover
Avoidable turnover is when an employee leaves for reasons that could have been prevented by ParcelCare by adopting better organisational practices. For example – poor policies, lack of career development uncompetitive pay or benefits and low employee engagement (Olaluwoye, 2023).
By identifying why employees leave for reasons that were avoidable, ParcelCare can devise initiates for internal improvements to help minimise turnover (CIPD, 2025).  
Unavoidable Turnover
In contrast, unavoidable turnover usually occurs due to reasons outside of ParcelCare’s control, such as relocation, health reasons or retirement (Taylor, 2025). 
Even in cases like retirement or relocation, I would recommend that ParcelCare analysed these reasons by conducting exit interviews with the employees. This could provide valuable insights should there be underlying issues, influencing an employee’s decision to leave (CIPD, 2025a).    
Push Factors
Push factors tend to be the negative aspects of the role that drive an employee to consider leaving an organisation and contributing to avoidable turnover rates. These ‘push’ factors are usually within ParcelCare’s control, they can include low job satisfaction, limited access to training and development and unsatisfactory work-life balance (Bevan, 2023). 
Pull Factors
Pull factors differ from push factors, as these are positive aspects and attractive propositions from outside the organisation that can entice employees to leave. This can include better pay and benefits, or improved working conditions which provide a work-life balance (Clark, 2022). 
Whilst pull factors are usually associated with unavoidable turnover, arguably an organisation could have some control over these and it would be advisable that ParcelCare identified potential “pull” factors and included them within its retention strategies, to avoid these being reasons for employees leaving (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) 
With the parcel services industry experiencing rapid growth in recent years, resulting in an abundance of labour market competitors, retention can be challenging in a logistics environment (Tutor2u.et, n.d). Consideration needs to be given to the factors that affect retention within ParcelCare, to provide the basis of the effective retention strategy and maintain a stable and motivated workforce (Armstrong & Taylor, 2023).  
Realistic Job Previews
Realistic job previews (RJPs) is a recruiting tool that provides candidates with an honest and transparent summary of the role, both the attractive and unattractive (Taylor, 2025). Applicants can make an informed decision whether a role is a good match for them, thus reducing employee turnover due to job misalignment and enhancing new employee commitment (OPM.gov, 2019). 
The disadvantages of RJP’s taking an honest approach to the role, is it could discourage good-quality applicants from applying (Taylor, 2025). In the case of ParcelCare, by highlighting the negative elements of a warehouse role – long hours, demanding workloads, the candidate can determine if it’s the right job for them before applying (Indeed, 2025a), as many candidates thrive in high-pressure environments. 
Induction
Inductions differ from RJPs, as the occur after a role is accepted and upon starting a new role.
An effective induction can have a significant impact on a new employee, as it helps to integrate new hires into the organisation and ensure they have the support and knowledge required to perform their new role (CIPD, 2024e). Like RJP’s it can help reduce employee turnover, with 32% of businesses in the last 12 months, now taking steps to improve employee retention by improving induction processes (CIPD, 2024c). 
ParcelCare need to ensure improvements made to the induction process become a seamless process between both the People Team and the Warehouse Managers. This ensure that the new employee’s inductions are effectively executed. Failure to do so, may lead to new employees feeling overwhelmed or disengaged (Taylor, 2025). 
Job Enrichment
Job enrichment involves enhancing a job role by increasing the complexity and responsibilities making the role more interesting and potentially opening wider developmental and careers opportunities (Taylor, 2025). This can be linked with improving motivation, discretionary effort, and job satisfaction. 
RJP’s and induction not directly comparable to job enrichment, as they not methods of job design but used together, can be part of a wider retention strategy as job enrichment focuses on motivational needs to increase job satisfaction (Nickerson, 2025). 
ParcelCare must consider that not all employees are motivated by increased responsibility, so for these types of employees, job enrichment may not be a successful as part of the wider retention strategy, in this case, reward might be more effective (Taylor, 2025). 
Reward
Rewards generally cover financial benefits, like bonuses or private medical insurance but can also include non-financial like recognition programs or flexible working arrangements. Reward can intrinsically link with job enrichment, as reward can be tailored to recruitment attraction and is a powerful tool for employee motivation (CIPD, 2025b). 
However, the challenges to ParcelCare could be the cost to the company, and it’s important to ensure that the affordability is considered before implementing reward strategies (Armstrong & Taylor, 2023).
To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover. (AC 3.3)
Dysfunctional turnover occurs when key, hard to replace or high-performing employees leave an organisation which can have a significant impact on business operations, whereas functional turnover, for example – the resignation of an underperforming employee, can have a positive impact, pathing the way for a replacement who is better skilled for the role (Taylor, 2025).
At ParcelCare, dysfunctional turnover can be particularly damaging given the competitiveness of the labour market, especially if they leave to a direct competitor as they will gain from the employee’s skill set and knowledge, so retention of these key employees is crucial to minimise operational disruption (West, 2023).
When a high performing or key employee leaves an organisation, it can lead with decreased morale within the remaining employees and impacts the culture of an organisation, with employees questioning why such a vital role would leave (XCD, 2024). This causes employees to lose confidence in an organisation’s stability. 
Dysfunctional turnover can impact productivity of the remaining workforce. Losing valuable knowledge and skills can slow down business operations due to the length of time it can take to recruit and train new employees. This can again affect the morale of employees. Highly skilled employees left in the organisation will often be asked to assist in training new employees, which will put additional workload and pressure on these employees, risking burnout and dissatisfaction (Hall, 2019). 
The financial costs associated with dysfunctional turnover cannot be ignored, these costs are both direct and indirect. Recruitment and onboarding are both costly, not only advertising the vacancy, but the administration time involved in recruitment, inducting and training a new employee (CIPD, 2025a). The estimated cost of replacing employees according to CPID’s 2024 survey of resourcing and talent planning is £1,500 per employee (CIPD, 2024c).
Finally, high turnover can impact satisfaction. Staff inconsistencies can lead to a decline in customer service with customer experience delays or inadequate service due to understaffing (Taylor, 2025). This can harm ParcelCare’s reputation and lead to loss of 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)

ParcelCare, like all delivery companies experience a fluctuating demand for services which means demand forecasting is vital for optimised operations (West, 2021). Traditionally permanent full-time contracts are used for employees, but it is necessary to assess the suitability of both these contracts and other alternatives contractual arrangements, to ensure these align with these optimised operations.

Permanent, Full-Time contract
Permanent full-time positions can offer stability and security to employees which is a crucial factor to employees who prefer financial predictability (Lee, 2024). 

This consistency in the workforce benefits both employees and employers, as it often translates to enhanced job satisfaction, loyalty and retention for employees and a dependable consistent workforce for ParcelCare (Morris, 2025). 

The main limitations are flexibility, as during periods of fluctuating demand, can be costly and inefficient to maintain a full-time workforce (Lee, 2024). Working hours are express terms on an employee’s contract of employment, which are legally binding, so ParcelCare would be in breach of these terms if employees did not work their agreed full-time hours (ACAS, 2025).

Part-time contracts
Using part-time contracts could be used as an alternative method, as these will offer flexibility for ParcelCare. 

During periods of fluctuating demands, for example - the Christmas period and Black Friday (West, 2021), they can respond to the change and peaks of demands. This reduces costs during low demand periods and increased operational efficiency (nibusinessinfo, n.d).

However, part-time contracts can lead to lower engagement and less dependability within the workforce. Part-time workers spend less time in the business, and they may not feel connected to the company values and strategy, leading to higher turnover, with employees seeking full-time opportunities in other organisations (Pugh, 2025).

Zero-hour contracts
This type of contract is unlike any other contract whereby there is no minimum set contracted hours, and it offers no guarantee of work (Armstrong & Taylor, 2023). This contract can also provide flexibility to ParcelCare during peak demand times but should not be used if the employee is needed for regular hours over a continuous period (ACAS, 2024). 

As there is no commitment for hours, and individuals are only required to work when delivery shifts are available, the contracts can assist with cost control and the ability to manage unpredicted demand, with ParcalCare being able to respond quickly to changes in customer demand (Croix, 2024).

Zero-hour contracts could result in an unreliable workforce, as ParcelCare is not obliged to provide any work, and the individual not obliged to do any work that is offered (Daniels, 2025). The individual could become less engaged, seeking alternative or multiple jobs to guarantee regular income (Croix, 2024). 

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)
Onboarding is the process of introducing and integrating a new employee into a company, ensuring they understand the importance and significance of their role, company culture and values and expected standards of performance and behaviour (Armstrong & Taylor, 2023). 

A carefully planned and implemented onboarding plan means it sets the foundation for an employee’s success and long-term commitment (Armstrong and Taylor, 2023). 

An analysis conducted by CIPD shows that the yearly figures of employees leaving the transport industry for alternative employment is 25.2%, with 14.1% of those leaving within the first 12 months of employment (CIPD, 2024). Effective onboarding can significantly improve retention rates at ParcelCare. 
When new employees feel welcomed, supported and equipped to do their roles, this can reduce turnover and the associated costs of recruiting and training (Taylor, 2025), with the estimated cost of replacing employees according to CPID’s 2024 survey of resourcing and talent planning is £1,500 per employee (CIPD, 2024c), significantly more than ParcelCare investing in onboarding. 

The onboarding process and the first impressions a new employee has can substantially impact a new employees’ integration and job satisfaction (CIPD, 2025). If ParcelCare deliver a comprehensive onboarding and induction program, this can see a boost in overall productivity, with the employee quickly contribution using the full extent of their skill (Edwards, 2024). 

Onboarding can effectively mitigate risks which can result in costly errors to ParcelCare. By delivery mandatory training as part of the onboarding process, which includes health and safety and vehicle check training, new employees will be better equipped to navigate potential risks on the road and reduced likelihood of accidents or violations which can negatively impacting ParcelCare’s reputation (With Wise, 2024).  

Finally, onboarding is an opportunity for new employees to understand and integrate into company culture and to create a sense of belonging and motivation (CIPD, 2025). This positively impacts performance and job satisfaction by having a committed and engaged workforce (Martin, 2023). 
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