1.1
To regain its competitive edge, ParcelCare can rebrand itself into a purpose-driven, employee-focused organisation that balances fair pay, employee well-being, and career development (McCartney, 2017). A strategic balance of an employee focussed acumen, with clear business objectives is a great starting point. 
Successful businesses focus intensely on customer needs. This approach should be mirrored internally by prioritising the needs and motivations of employees (Levine, 2022). This strong sense of direction cultivating satisfied employees, will then mirror back into the view of the wider talent pool, with the employees becoming ParcelCare most authentic and powerful advocates. This will enhance the company's reputation in the purest form of organic marketing. 
A strategic due diligence into competitor offerings will be a key aspect of the rebranding as a need to be in line with what is currently a standard in the space, forms the non-negotiable foundation of the brand. Building on this by offering additional motivations such as compensation and financial security, clear career growth and development opportunities, as well as tasks that offer purpose and corporate responsibility, recognition and appreciation along with a work life balance, are all areas for developing a compelling brand. Internal functions such as HR, marketing, and public relations must collaborate to build and communicate this vision. Stakeholder opinions are essential in shaping how the company is perceived.
Creating a positive candidate experience, irrespective of outcomes, reflects the organisation’s values and supports a supportive management style. Focusing on career development enhances retention and allows for tracking turnover, monitoring new hires, and reviewing pay and benefits (Expert Panel, 2020). Attracting top talent broadens perspectives and fosters innovation, but the employer must consistently deliver on its brand promises to maintain appeal.
Google exemplifies an employer of choice, offering generous benefits, career development opportunities, and flexibility to work on passion projects. This fosters employee satisfaction, creativity, and engagement (Gillett, 2016). For ParcelCare, refreshing and promoting a compelling Employee Value Proposition (EVP) is vital. Key focus areas include job security, stable contracts and clear career development pathways (Kornferry.com, 2025). A positive working culture with a focus on well-being, can be communicated via digital platforms, job fairs, and employee testimonials, to enhance visibility.
ParcelCare should benchmark its offerings against industry standards with salary surveys and market analysis. This might involve performance-related bonuses or loyalty rewards, flexible benefit schemes tailored to various demographics and financial well-being support such as access to wage advance schemes (Cullen et al., 2023).
ParcelCare can also explore underserved labour pools, such as older workers, return-to-work parents, students, and those in rural or high-unemployment areas. Partnerships with job centres, colleges, and community organisations can support recruitment efforts largely (CIPD, 2025).
To improve the attractiveness of roles, ParcelCare can streamline operations through automation and mobile route planning, thus reducing workload intensity. A long-term workforce planning strategy, including apprenticeship and graduate schemes, internal development programs, and succession planning, will ensure sustainable talent acquisition (CIPD, 2023). By adopting these strategies, ParcelCare can enhance its EVP and establish itself as a competitive employer in the delivery sector.
1.2
Labour market performance is driven by supply and demand. This impacts how organisations recruit, retain, and develop talent (Boys, 2024). Brexit disrupted UK-EU trade, and although a deal was reached, it lacked the benefits of the single market. The new immigration system, introduced in January 2021, made hiring EU workers more costly, affecting the UK labour market. The Covid-19 pandemic also forced changes in employee terms, with a rise in agile working and greater focus on wellbeing, trust, and reassessing traditional work practices.
Loose labour markets, where more jobseekers exist than job openings, allow employers to be selective and control wage growth (Office for National Statistics, 2022). In contrast, tight labour markets, with more openings than available workers, push wages higher and increase the need for financial rewards to attract and retain top talent. Reports like those from ONS and CIPD provide key economic indicators to forecast trends in unemployment, GDP, and wage growth (Boys, 2024).
In uncertain times, retaining experienced staff is crucial for employers (IES, 2019). Brexit and Covid-19 have reshaped the labour market, especially in logistics, where there is greater competition for talent. Key trends include growth of the gig economy and flexible working models, decline in low-skilled labour, partly due to new immigration rules, increased competition from tech-based delivery platforms (Spital and Aerssen, 2023) rising wage expectations due to the cost of living and greater demand for job purpose, flexibility, and wellbeing.
ParcelCare must move from reactive to proactive recruitment, focusing on talent mapping and pipelining through strong employer branding to attract passive candidates. The AI revolution allows also for more data-driven recruitment decisions (Recruitmint.com, 2022). This helps ParcelCare stay ahead of competitors and fill roles more efficiently.
ParcelCare should offer, flexible shifts and part-time roles, self-scheduling tools for drivers and alternative contracts (e.g., seasonal, job-share). These changes align with candidates’ expectations of flexibility.
To reduce reliance on external hiring due to high turnover rates, ParcelCare should develop internal talent through skills development programs, succession planning for key roles and supporting staff advancement into supervisory roles (CIPD, 2024). They should also target under-represented groups and use inclusive recruitment practices, such as, hiring older workers, people with disabilities, or ex-offenders, using bias-free job advertisements and recruitment processes. This approach helps build a diverse, sustainable workforce.
Seasonal demand will require flexible staffing. Using contingency labour and effective relationships with recruitment agencies, pre-vetted talent pools become readily available for streamlined onboarding for temporary workers (Prestige Recruitment Group, 2023).
Given the pace socioeconomic change, using a PESTLE analysis would be a practical way for ParcelCare to assess and pre-empt external influences on its workforce strategy. By combining this with insights from CIPD research, the company can build a more resilient, agile, and forward-looking approach to talent management that supports long-term growth (CIPD, 2025).
2.1
Workforce planning is the process of ensuring an organisation has the right number of people, with the right skills, in the right roles, at the right time. It involves analysing the current workforce, predicting future staffing needs, identifying gaps, and developing strategies to recruit, train, and retain employees (CIPD, 2023).
This is an area ParcelCare has not previously invested in, which has resulted in reactive hiring practices, short-term staffing decisions, and inconsistent development opportunities. These approaches may fill gaps temporarily but often lead to higher costs, higher turnover, and lower staff engagement (Department for Business, Innovation & Skills, 2010).
The CIPD Core Business Plan strongly supports the integration of people-focused strategies into overall business planning. It emphasises the need for fair, inclusive, and sustainable employment practices, which can only be achieved when workforce needs are anticipated and addressed in advance. A useful tool depicting the CIPD Workforce Planning Process can be seen below. 
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(Hayden, 2024)
Utilising this tool, management can then begin to implement workforce planning following this structured approach. We can begin by analysing the current workforce, identifying future skills and staffing requirements, and then implementing targeted actions to bridge the gaps where necessary. 
Furthermore, to ensure the smooth continued management of this workforce planning framework, ParcelCare can utilise both hard and soft models of HR management (BrightHR, 2020). The hard aspect focuses on using data to forecast staffing needs, particularly during peak delivery periods, ensuring the right number of employees are in place without resorting to last-minute hires (Cotten, 2009). The soft aspect addresses the development and engagement of our people by supporting career progression, succession planning, and creating a positive working environment that improves job satisfaction and retention (Syedain, 2010).
Through this structured approach, ParcelCare can identify skill gaps, especially in areas like digital capability and customer service two key functions, ensuring overall improved operational efficiency (Faragher, 2022) thus enabling enhanced planning for demand fluctuations, reduce reliance on agency staff, and invest in training and development to build a more capable and loyal workforce, all enhancing employee productivity and Morale. This will lead to improved customer experience, and a stronger employer brand all whilst ensuring cost efficiency through strong utilisation of their current assets. 
Workforce planning should not be seen as a one-off task but as an ongoing imperative business practice that aligns people strategy with long-term goals. With leadership commitment, this approach will place ParcelCare in a stronger position to manage current challenges and prepare for future growth (CIPD, 2023).



2.2
To strengthen the case for introducing workforce planning at ParcelCare, it is important to highlight the techniques that can support this process and ensure it delivers real value. Workforce planning should be guided by both qualitative and quantitative data, drawn from a combination of internal and external sources (CIPD, 2023). This allows for a more complete understanding of the organisation’s current position and future needs.
Quantitative internal data plays a vital role. Metrics such as staff turnover, absence rates, headcount, retirement projections, and productivity levels help to build a clear picture of existing workforce capacity and identify where gaps may appear (CIPD, 2025). This data can be used to forecast staffing requirements for peak periods or to measure the impact of recruitment and retention initiatives over time. 
In addition, with ParcelCare operating in 54 locations across the UK, it is important to conduct a comprehensive review of workforce data across locations to provide insight into many areas of company strategy. For example, if understanding the quantitative metrics allowed the possibility to operate a centralised HR model, many avenues for cost saving would open up such as standardisation of systems, tools, and processes, improving vendor management and improved technology use, with lowering headcount and administrative overhead (Moltke, 2024), leaving more capital on the table for reinvestment into areas highlighted through skills gap analysis. Another imperative metric that will come to light through workforce planning. 
Alongside this, qualitative internal data provides insight into workforce behaviour, engagement, and motivation. Staff feedback from surveys, exit interviews, one-to-one discussions, and performance reviews can reveal deeper issues, such as lack of progression opportunities or poor management practices that numbers alone may not capture (Indeed Career Guide, 2025). Understanding these patterns helps shape meaningful action plans for improving employee experience and long-term retention.
External data is equally important. Labour market intelligence, industry benchmarks, and reports from bodies such as the CIPD and the Office for National Statistics help businesses compare themselves with others in the sector. Local employment trends and skills shortages also provide valuable context for making recruitment decisions or targeting specific talent pools (Leaker, 2022).
A particularly useful tool to support workforce planning is the PESTLE analysis. This allows organisations to examine external influences across six key areas: Political, Economic, Social, Technological, Legal, and Environmental. For example, changes in immigration policy, the rising cost of living, or advances in delivery technology could all effect ParcelCare’s workforce in different ways. Understanding these factors allows leaders to anticipate risks and respond strategically, rather than reacting too late (Shaw, 2021).
Using a combination of these techniques ensures that workforce planning is rooted in evidence. It moves the process beyond guesswork and helps create a future focused strategy that supports both people and business priorities (CIPD, 2023). With the right data and tools, ParcelCare can take control of its staffing challenges and build a more stable and capable workforce for the future.

2.3
At ParcelCare, the current approach of advertising vacancies on the company website and conducting interviews with shortlisted candidates is simple and cost-effective. However, relying solely on this method may limit access to a wider talent pool. Broadening recruitment and selection strategies could improve both the reach and the quality of their hiring process (CIPD, 2024).
One method worth considering is the use of social media and digital campaigns. Employers can leverage targeted digital advertising campaigns on social media platforms, such as LinkedIn, Instagram, and Facebook, to attract specific audiences (Morris, 2020). Tools like Facebook ads and LinkedIn talent insights provide detailed analytics to measure the effectiveness of campaigns.
These platforms attract large numbers of applicants quickly and are particularly useful for filling high-volume roles (www.wikijob.co.uk, 2023). This will encourage candidates based on specific criteria, making it easier to manage applications. However, the downside is that they often generate high volumes of unsuitable applications, which can slow down shortlisting. They also offer limited scope for showcasing ParcelCare employer brand, making it harder to stand out in a competitive market.
Another effective recruitment method is implementing an employee referral scheme. Staff are often well placed to recommend individuals who they believe would fit in with the company’s culture and expectations (HR Daily Advisor, 2024). Referrals tend to have higher retention rates and can speed up the hiring process while reducing advertising costs. That said, this approach may reduce diversity, as employees often refer people with similar backgrounds or experiences. Over-relying on referrals could limit the variety of perspectives in the workforce (Sargent, 2024).
When it comes to selection methods, structured interviews offer clear advantages. They involve asking all candidates the same set of questions and scoring their answers against defined criteria. This helps reduce unconscious bias and makes it easier to compare applicants fairly. The downside is that they can be restrictive, offering limited opportunity for candidates to express their individuality or demonstrate how they might handle unexpected challenges in the role (Jobya, 2024).
Another valuable selection technique is the use of work trials or job simulations. These allow candidates to experience aspects of the role and give hiring managers a clearer view of how they perform in real-life tasks. This is particularly useful in operational roles such as driving or handling packages. However, it can be time-consuming to set up and may raise concerns if candidates are expected to perform work without pay (CIPD, 2024).
By incorporating a mix of these methods, ParcelCare can enhance its recruitment and selection process, attracting a wider range of candidates and making better-informed hiring decisions.
3.1
ParcelCare is currently facing higher-than-expected employee turnover. Addressing this issue requires an understanding of the types of turnover and the underlying causes. 
Avoidable turnover occurs when an employee leaves for reasons that could have been influenced or prevented by the employer. This may include factors like low pay, poor benefits, lack of career progression, inadequate training or support, poor management, or burnout from excessive workloads (CIPD, 2025). If employees are leaving due to these factors, HR and leadership teams can take specific actions to improve conditions, such as addressing long hours, low morale, or unclear career paths.
Unavoidable turnover, on the other hand, refers to departures that happen due to factors beyond the organisation’s control, such as retirement, relocation, health issues, family commitments, or career changes (This vs. That, 2023). Although this type of turnover cannot be prevented, understanding these patterns helps with forecasting and ensures that appropriate succession planning and hiring strategies are in place.
Push factors are internal causes that drive employees to leave the organisation. These could include poor working conditions, inadequate management, limited career growth, lack of recognition, or ineffective communication. If employees feel undervalued, overworked, or unsupported, they may be pushed to leave (XCD, 2024). Identifying these issues through exit interviews or employee surveys and addressing them strategically is essential for reducing turnover.
Furthermore, pull factors, conversely, are external attractions that encourage employees to leave for better opportunities elsewhere. These may include higher pay, flexible working options, a more appealing company culture, or an improved work-life balance. If competitors offer more attractive roles (Helios, 2021), ParcelCare needs to ensure its offerings remain competitive to retain staff.
By distinguishing between avoidable and unavoidable turnover and understanding both push and pull factors, ParcelCare can develop a targeted retention strategy. The focus should be on addressing the avoidable turnover by improving working conditions and ensuring a competitive offer, while also monitoring industry trends to stay attractive to employees.
3.2
ParcelCare is facing challenges with warehouse staff turnover, which is being exacerbated by the competitive labour market. To address this issue, several retention strategies can be implemented. Realistic job previews (RJPs) involve providing candidates with a transparent and honest view of the job, highlighting both the positives and challenges before they accept the position (Robson, 2024). This approach helps candidates better understand the role's demands, reducing the chances of early resignation due to unmet expectations. However, if not communicated properly, the negative aspects of the role, like physical demands or long shifts, could deter suitable candidates as they would make decisions in the light of certain theories (Morris and Morris, 2025). RJPs are particularly useful for warehouse staff, where physical and shift-based work can lead to dissatisfaction if not properly explained upfront.
Induction programs are another key retention strategy. They help new employees feel welcomed and integrated into the company by familiarising them with the company's culture, policies, and procedures from day one (CIPD, 2025). A structured induction improves employee engagement, reduces anxiety, and enables quicker ramp-up times. However, these programs can be time-consuming and may impact short-term productivity (Anon, 2021). To be effective at ParcelCare, the induction process should be tailored specifically to warehouse operations, including health and safety training and logistics software, ensuring new hires feel confident and prepared for their roles.
Job enrichment focuses on making work more fulfilling by adding variety, responsibility, and opportunities for personal growth. This approach motivates employees by providing them with new challenges and opportunities, leading to higher job satisfaction and long-term retention. However, it can sometimes place extra pressure on employees, especially those who prefer routine tasks (Mile Yuri, 2024). Additionally, job enrichment may incur costs due to training and role changes. For warehouse staff, job enrichment can be particularly effective by diversifying tasks, such as offering cross-training or leadership roles, to reduce monotony and increase engagement.
Finally, reward and recognition programs are essential for retaining employees. Offering competitive pay, bonuses, and non-financial rewards such as employee-of-the-month programs boosts morale and job satisfaction. A well-designed reward system helps retain top performers and creates a culture of appreciation within the company. However, the risk of inequity arises if rewards are not distributed fairly, potentially leading to dissatisfaction among staff (CIPD, 2022). To be effective at ParcelCare, a reward system should be part of a broader employee engagement strategy, ensuring that recognition is consistent and meaningful.
A combination of these strategies, realistic job previews, structured induction programs, job enrichment, and reward systems can help reduce warehouse staff turnover at ParcelCare. By offering clear expectations, opportunities for personal growth, and meaningful recognition, ParcelCare can foster long-term employee commitment and reduce turnover.

3.3
Dysfunctional turnover can be costly for organisations, leading to disrupted operations and reduced productivity (Cosentino, 2022). While employee turnover is normal, it becomes problematic when skilled, long-term employees leave at higher rates than less experienced staff. This kind of turnover increases recruitment, hiring, and training costs, and negatively impacts team morale, dynamics, and retention. Losing talented employees means losing their skills, knowledge, and leadership (Hazelton, 2024), resulting in the loss of time and money invested in their development.
Employees are a company's most valuable asset, and analysing turnover data can reveal patterns and trends in specific areas of the organisation. By identifying the root causes of turnover, companies can address issues and improve retention (CIPD, 2024). 
High turnover and low retention rates typically indicate underlying problems, such as inadequate pay, insufficient training, poor work culture, or ineffective management (NetSuite, 2021). Dysfunctional turnover occurring not only impacts productivity, innovation, company culture, and operational continuity but has detrimental costs both direct and indirectly (Maertz et al., 2022). For example, the loss of a skilled driver would result in the direct costs of recruitment, then training and onboarding of a new employee (Reeves, 2024) whilst the simultaneous incurring the indirect costs of reduced productivity, delayed deliveries, reduced customer satisfaction and possible overtimes or relying on temporary staffing solutions needed to achieve the same completed workload. 
(sajhrm.co.za, n.d.) emphasises the more senior a role, the greater the financial and operational burden resulting from the dysfunctional turnover with a key emphasis on the fact that the indirect costs spiral greater as a knock-on effect down the chain. It is therefore imperative that senior leadership recognises the long-term impact of dysfunctional turnover in order to mitigate the challenges that inevitable come paired with it. By focusing on retention strategies, fostering a supportive work environment, and addressing the root causes of turnover, ParcelCare can improve stability, enhance employee engagement, and maintain a competitive edge.

4.1
ParcelCare currently employs most of its delivery drivers on permanent, full-time contracts. This offers job security, regular income, and benefits. While this contract type provides stability, it may not be the most flexible option during periods of fluctuating demand. Given the varying demand throughout the year, including busy seasons and quieter times (Ayling, 2024), it is worth considering alternative contract types, such as zero-hours contracts and fixed-term contracts, to provide more flexibility.
During slower periods, ParcelCare could find itself overstaffed, leading to higher operational costs. Additionally, offering benefits like health insurance and paid leave increases the overall cost of employing full-time drivers.
Zero-hours contracts, on the other hand, provide flexibility, allowing ParcelCare to scale the workforce according to demand (Morris, 2021). This reduces labour costs during quieter periods. These contracts can also be attractive to part-time workers, such as students or retirees, who value flexible hours. However, zero-hours contracts come with significant downsides (ACAS, 2022). Employees on these contracts may feel less secure and loyal, as they have no guaranteed hours, which can affect engagement and retention. There is also growing scrutiny over these contracts, with some arguing that they exploit workers by offering little stability. Therefore, while zero-hours contracts can be useful during peak times, they should be used carefully and in compliance with labour laws (GOV.UK, 2015). ParcelCare should also prepare a strategy that coincides the possible upcoming changes to these contracts (amberwhitehouse, 2025) for them to have an effective strategy mitigating any adverse effects these changes will bring to the effect on their workforce. 
Fixed-term contracts offer a balance between flexibility and stability. These contracts provide employees with a set end date, making them more predictable than zero-hours contracts, but still temporary. They are particularly suited to seasonal or project-based work, where demand increases in specific quarters. However, employees on fixed-term contracts may not feel as invested in the company’s long-term goals due to the temporary nature of their role (CIPD, 2021). Additionally, the company may face increased recruitment and training costs if it frequently hires temporary workers. 
A hybrid approach could work well for ParcelCare. Permanent contracts should be reserved for core roles, where continuity and expertise are critical. Fixed-term contracts can be used to manage seasonal demand, while zero-hours contracts may be useful for short-term, flexible staffing needs. This approach could provide the right balance between stability and flexibility, whilst at the same time managing costs effectively. 
4.2
At ParcelCare, the onboarding process currently lacks consistency. Line managers are responsible for ensuring that essential paperwork is completed and that new hires receive health and safety training. While these steps meet basic requirements, they do not offer a well-rounded or engaging experience (CIPD, 2024). A more structured approach could provide real value for both the company and its employees.
Onboarding is more than just introducing new staff to the company. It is a whole process involving helping employees settle into their roles, understand the culture, and become productive in a shorter period. It involves more than paperwork, it includes training, guidance, and the opportunity to become part of the wider team (Junça Silva, Faria and Lopes, 2025). When new employees are properly supported from the beginning, they are more likely to stay with the company. Evidence shows that those who go through a structured onboarding process are significantly more likely to remain after several years (Huttunen, 2022). At ParcelCare, where turnover among warehouse and delivery staff is a concern, improving onboarding could lower recruitment and training costs over time.
A better onboarding experience also leads to higher engagement. When people understand how their work contributes to the company’s goals, they are more motivated and invested in their roles. By giving employees clear direction, practical training, and meaningful support from the start (Jobya, 2024), ParcelCare can strengthen commitment and improve performance.
Helping new hires become productive more quickly is another benefit. In delivery and warehouse roles, even small delays or errors in the early stages can create wider operational issues. A structured introduction helps prevent these problems, ensuring that staff are equipped to meet expectations from day one (Watkins, 2019).
Cultural integration also plays a key role. When employees understand the values and working style of the company, they are more likely to feel part of the team. This is especially important in a demanding environment (Bell, 2024) like ParcelCare, where teamwork and communication are vital.
Good onboarding also eases the natural stress of starting a new job. A clear structure helps employees feel more confident and settled, improving morale and reducing early-stage anxiety, in which, 30% of new employees are most likely to quit (People Element, 2022).
In industries like logistics and delivery, where safety is critical, onboarding ensures that staff are aware of procedures and policies (Cloud, 2025). This lowers the risk of accidents and ensures compliance with regulations.
Finally, a positive onboarding experience can improve the company’s reputation. Employees who feel valued and well-prepared are more likely to speak positively about their employer, fostering an environment of positive advocation right from the start, enhancing ParcelCares’ organic marketing network (Said et al., 2016) Thus, improving onboarding at ParcelCare offers a clear opportunity to reduce turnover, improve productivity, and create a stronger, more connected workforce.
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