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1. 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 emerging new entrants to the delivery market, ParcelCare’s primary objective is to develop an effective Resourcing Strategy to attract, employ, develop, and retain the right people to support its achievement of corporate strategic goals. 
Armstrong & Taylor (2023) define the labour market as the place where employers seek workers and workers seek employment. Recent changes in employment law, provides employee rights from day one and guarantee hours for zero hour contracts, have significantly affected the labour market through the Employment Rights Bill (Gov, 2025).  
In developing a strategy, ParcelCare’s goal should be to become an employer of choice by creating a workplace that attracts and retains top talent through a compelling and positive work environment, complemented by competitive benefits and pay rates (Taylor & Woodhams, 2022).   
Developing a strong employer brand highlights a unique workplace culture and career opportunities. It will help it stand out, becoming even more critical when organisations compete for talent and experience recruitment challenges, according to the CIPD (2024a).  Workers are increasingly attracted to companies with ethical practices.  ParcelCare could emphasise sustainable initiatives such as electric delivery fleets, which can improve appeal to job seekers. 
It is also worth observing how competitors position themselves in the labour market through an analysis which can provide valuable insights.  SWOT analysis is a powerful tool for evaluating competitors and examining their Strengths, Weaknesses, Opportunities and Threats (CIPD, 2025a).  This can involve analysing the employment deals offered by competitors, the employee experience, salary, working environment, and workforce expectations. Once you have this information, ParcelCare will be better placed to consider what the organisation can offer to stand out and adapt to labour market trends (Taylor & Woodhams, 2022). 
Research by Hosseini et al (2022) highlights that a positive employer brand results in better performance against competitors by retaining talent.  Communicating this clearly through digital channels and testimonials can support the attraction of top talent; however, the organisation should be aware of both the potential for positive and negative feedback (CIPD, 2024b). 
Streamlining operations through automation and Artificial Intelligence (AI) could improve efficiency and reduce reliance on excessive labour, with Randstad (2024) stating that AI is shaping employee expectations.  AI should be encouraged as a tool for efficiency rather than replacing human roles, with employees viewed as an asset rather than a threat. 
By implementing strategies such as those mentioned, ParcelCare can strengthen its position in the labour market. 	
2. Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2) 
Changing labour market conditions will significantly impact resourcing decisions at ParcelCare, with economic conditions determining the number of people the organisation needs to recruit, retain, and develop to meet its demands (CIPD, 2025b). Unemployment has risen to its highest level in nearly four years, while job vacancies continue to decline (People Management, 2025b). The Net employment balance in the transport industry declined in the last quarter, with 36% expecting an increase in staff levels, while only 13% anticipated a decrease (CIPD, 2025b).  
ParcelCare may focus on enhancing workplace culture, providing career progression opportunities, and offering training programs to retain staff. As the labour market changes, decisions regarding long-term workforce planning and marketing strategies can be examined through a PESTLE analysis, helping organisations anticipate external factors that may affect their staffing, recruitment, and retention strategies (Taylor & Woodhams, 2023).  
The ONS (2021) reports that approximately 120,000 people work in the delivery industry, highlighting its role as a significant employer.  Demand continues to rise, with the UK processing approximately 5 billion parcels in 2023 (Shiply, 2024).  This increased economic growth leads to skills shortages, with ParcelCare needing to compete to employ more people as it grows in what is called a ‘tight’ labour market (Taylor & Woodhams, 2023).  
Taylor & Woodhams (2023) define a ‘tight labour market’ as a situation where there are more job opportunities available than active job seekers, with a ‘loose market’ where many job seekers are looking for a smaller number of jobs.   
This tight labour market means that ParcelCare will need to make decisions about offering better benefits and enhancing its workplace culture to attract and retain employees. Poláková, et al. (2023) in their study found that employers frequently seek a workforce with soft skills such as problem solving, analytical skills and are likely to see a surge in demand for digital skills that can be used through intelligent technologies.
According to the CIPD (2024b), organisations are increasingly offering better pay and benefits to address recruitment challenges, more commonly in the private sector.  That said, Employment Regulations such as minimum wage adjustments and worker rights protections can affect ParcelCare’s labour costs and hiring strategies (CIPD, 2024b).  Taylor & Woodhams (2023) report that there is now a shift towards more flexible forms of working with changes in part-time and self-employment. ParcelCare may wish to consider hybrid employment models offering a combination of full-time, zero-hours, and freelance roles (gig economy) to balance stability with flexibility.


3. 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 defined by Hayden (2024) as a core business activity, with typically the biggest cost, that aligns the organisation's needs with the people’s strategy. Research suggests that many employers have historically failed to use data effectively (HRM, 2021), and ParcelCare has not undertaken effective workforce planning in the past, instead being reactive. 
Workforce planning can reduce unnecessary labour costs by aligning workforce needs with business goals and involves generating information, analysing it to help ParcelCare anticipate future demand for personnel and skills (Gibson, 2021).  By forecasting demand, the company can avoid last-minute hiring emergencies and ensure smooth operations.   
The Planning process, according to CIPD (2024c), must be organisation-wide and require communication between the HR team, the rest of the business, and key stakeholders.  This will benefit ParcelCare through fostering a sense of ownership and commitment through increased employee engagement (Hayden, 2024).  Planning will allow for better coordination between drivers, warehouse staff and customer services teams, reducing delays and errors.  Armstrong & Taylor (2023) advocate for plans to be treated as tentative, flexible, and regularly reviewed and modified.  
Offering an evaluation process through workforce planning that identifies staffing gaps and inefficiencies ensures ParcelCare can correct and prepare for the future rather than just focusing on immediate needs (Organ, 2024).  This approach will help ParcelCare adapt to changing market conditions and can improve retention with well-structured roles, developing talent and opportunities for growth while ensuring that employees are not overworked and satisfaction improves (Organ, 2024). 
ParcelCare will be managing generational gaps with potentially five different generations in the workplace simultaneously; therefore, workforce planning will draw the greatest value from behavioural tendencies, capability and skills mixes within the generations (Gibson, 2021). As technology evolves through automation or GPS routing, workforce planning can ensure employees are trained, keeping the business competitive.   
The CIPD (2024c) resource and talent planning report recommends taking a strategic approach to workforce planning, reviewing organisational critical skills and roles, and looking at data for retaining these people as well as identifying future leaders allowing the company to develop internal talent, which will reduce disruption from turnover. Workforce planning does, however, typically require significant time and resources to develop and implement (CIPD, 2024c).  
In conclusion, workforce planning should be considered a vital strategy for ParcelCare.  It will enable the organisation to align its workforce with its goals, optimising costs and ensuring they have the right skills.  Whilst it may present challenges, benefits outweigh the drawbacks, making it essential for growth and resilience.
4. To strengthen your argument to introduce workforce planning, evaluate techniques that can be used to support the process of workforce planning. (AC 2.2) 
The Planning process is illustrated in Figure 4.1. It is a series of six steps and should involve stakeholders from across the company (Hayden, 2024).  
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                                    Figure 4.1 Workforce Planning Process (CIPD, 2024).



Using numbers, e.g. ‘Hard’ workforce planning helps ParcelCare predict how many people and what skills are needed, preventing overstaffing or understaffing while supporting sustainable performance. However, quantitative data alone is insufficient and must be analysed and understood (Hayden, 2024). This approach does not capture qualitative information, such as employee morale, culture, and effectiveness of leadership, which can affect retention strategies (HRM, 2021).   
Analysing data is a technique that could be used and Forbes (2024) supports the idea that reliable data enables informed decision-making and justifies those decisions. By analysing delivery data, they can monitor delivery volumes and fluctuations in demand, enabling data-driven decisions on hiring extra staff during busy periods.  Taylor (2019) argues that estimating future requirements is based on an analysis of past and current experiences. Hayden (2024) states there is no one-size-fits-all solution; instead, it is about utilising a wealth of data and interpreting it in a meaningful way.  
Scenario planning is a technique that explores possibilities and preparing for disruptions, such as changes in fuel prices or labour shortages, often informed by PESTLE analysis to identify potential external factors. Workforce planning should focus on the future, undergo continuous feedback and review, and remain flexible to adapt to changing circumstances (Hayden, 2024). This technique relies on assumptions about future events and can often overwhelm decision-makers, complicating the determination of the best course of action. Heikkinen et al. (2023) states that this method works best for anticipated risks, such as inflation rate forecasts or the likelihood of a new competitor.  
Talent planning involves forecasting the organisation’s future demand for skills and what skills the organisation will have in the future and then identifying the gaps between supply and demand (Taylor & Woodhams, 2022). The merit of this technique is ensuring a steady supply of skilled workers and the ability to align recruitment strategies with long-term organisational goals. Appraisal meetings are central to this process, as they identify the aspirations of the workforce, assess skills, and determine future development needs (Taylor and Woodhams, 2022). 
The CIPD (2024c) confirms in their report that organisations are increasingly turning to internal training and development to meet their talent requirements, with 56% stating they have developed more talent in-house this year than the previous.    One of the challenges of this technique, however, is that it requires continuous monitoring and updating to remain effective, and it relies heavily on high-quality workforce data, which can be challenging to maintain.  
5. 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) 
Taylor (2019) highlights that ‘recruitment’ and ‘selection’ are often considered together. However, they are two distinct human resource activities. 
‘Recruitment’ is the process of finding and engaging the people needed by the organisation, according to Armstrong & Taylor (2023), with CIPD (2024d) arguing that the recruitment process is also about candidates finding out about the organisation and whether it’s a place they want to work. ParcelCare uses its own website to advertise vacancies but could also use multiple methods to widen the talent pool (CIPD, 2024d). 
Using an external recruitment agency provides the opportunity to bring in new ideas and perspectives, as confirmed by Armstrong & Taylor (2023), who also note that it can offer expertise, as well as the timesaving benefits of the administrative functions undertaken by the agency (Taylor, 2019).  On the other hand, however, it can lead to increased costs and be more time-consuming, with the challenge of being provided with unsuitable candidates.  Mitigating this, the organisation needs to be clear about its requirements (Armstrong & Taylor, 2023). 
Employee referral schemes incentivise employees to assist in recruitment, with the CIPD (2024d) stating that this method should complement other recruitment methods.  A positive aspect for the organisation is that it boosts employee engagement, as noted by Reed (2025), who supports this by stating that it encourages them to feel involved. As a result, new staff will be knowledgeable about the company, increasing their likelihood of staying.  The downside of a referral scheme, however, is that it may introduce potential bias and limit diversity if employees only refer to candidates who are like themselves. 
A selection method consists of two main stages: shortlisting and assessment, according to McCartney (2025b), with both stages ensuring fairness without discrimination or bias.  When considering the most appropriate method, it is essential to consider the role itself and the key factors involved.  In ParcelCare’s case, when selecting drivers, a key consideration is the candidate's ability to concentrate for long periods. 
Psychometric tests allow companies to systematically assess individual differences, with McCartney (2024b) arguing that psychometric testing can be an effective predictor of cognitive ability and good decision-making, and performance.  Tests are practical and provide an evaluation of traits like attention, reaction time, and risk tolerance, which would be key for safe driving. However, reliability could be questioned if candidates are not answering honestly. McCartney (2024b) argues that some tests may not be tailored to driving roles, making results less relevant unless carefully chosen as well as putting some individuals at a disadvantage based on cultural background or language barrier.  They may not test as well, and this may not necessarily be because they are not a good fit for the role. 
A trial shift gives candidates an opportunity to experience what it is like to perform in a role as well as the employer having the ability to assess the suitability for the role (Waite, et al. 2022).  The benefits of offering a trial shift are that it reduces the risk of a new starter leaving because of the job not being what they thought it was (Waite, et al. 2022).  The weakness of this selection method is that it has pay implications and it is typically used to validate a selection decision, with Armstrong & Taylor (2023) arguing that it would be best to combine structured interviews in a selection process.
6. 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) 
Employee turnover can harm an organisation’s performance and increase costs, which can be significant (CIPD, 2025c).   Avoidable turnover occurs due to preventable reasons, such as poor leadership, lack of career development, and low job satisfaction, meaning that it’s potentially controllable (Taylor & Woodhams, 2022).  Taylor & Woodhams (2022) anticipate that 90% of employee departures fall into this category, with Mercurio (2025) stating that often people leave because they don’t feel seen, valued, or essential. 
Unavoidable turnover refers to reasons for leaving that are mainly outside the organisation's control and are unrelated to the workplace (e.g., retirement, ill health, domestic commitments, career change) (Taylor & Woodhams, 2022).  
The difference between avoidable and unavoidable turnover lies in whether an organisation could have prevented an employee's departure, with Allen (2012) stating that it makes little strategic sense to invest resources to counteract unavoidable turnover. ParcelCare could address and identify turnover through exit interviews, surveys with existing staff, and post-exit surveys. Conducting a thorough analysis of turnover will help diagnose which turnover is a problem (Allen, 2012). 
In the case of push factors, these may be internal reasons that occur when employees are driven away due to a lack of career advancement and opportunities, or poor workplace culture or management (Taylor, 2019). Pull factors are when employees are attracted to external opportunities that entice them to leave for better prospects, such as higher salaries, improved work-life balance, and shorter commutes.  
Understanding the difference can help ParcelCare target the right retention strategies. Improving internal factors to reduce push turnover and offering competitive incentives to counter pull turnover are essential. Taylor (2019) supports this, stating that organisations should determine what employees truly value and seek in their careers so they can ensure they meet their needs.  
Al-Suraihi et al. (2021) emphasise that management should pay special attention to avoid and reduce turnover and improve retention by utilising healthy workplace methods. This is in addition to preparing for unavoidable turnover through succession planning, ensuring business continuity (Allen, 2012).  
7. 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) 
There are several retention methods available that contribute to retention in different ways.  It can be argued that realistic job previews and induction support early-stage transition following recruitment and selection, with job enrichment and reward supporting retention of longer-serving employees (Armstrong & Taylor, 2023)
A Realistic Job Preview (RJP) provides candidates with a balanced presentation of relevant, favorable, and unfavorable job-related information (Kupperschmidt, 2022), allowing employers to communicate their expectations.  They play an important role in attracting potential employees who are a good fit and discouraging employees not suited (Allen, 2012).  Indeed (2025) highlights, however, that it presents potential employees with harmful elements, which could deter some.
This method was used by North Yorkshire Police (NYP).  Whilst it can be resource-intensive, taking time and incurring high costs to create RJP’s, Hogarth (2021) reports that there was a significant improvement in the quality of candidates, work outputs, retention, and candidate experience, with a much accelerated next-level promotion in the study undertaken by NYP.
The aim of an induction, according to Armstrong & Taylor (2023), is to create a positive impression of the organisation, provide the necessary information to settle in quickly, ease the initial stages, ensure they know what to do.  Whilst it can be resource-intensive and involve wider departments and HR, Armstrong & Taylor (2023) argue that an immediate team leader is best suited to carry out the induction, a well-designed induction programme can help them understand more about the organisation, meet colleagues, and get them up to speed with their job role quickly, thereby improving productivity and having a positive impact on the broader workforce (McCartney, 2024).  The benefit of this method is that it can help avoid early-stage turnover among warehouse staff. 
Job enrichment entails providing development opportunities, enriching jobs through skills varieties and having the autonomy to use them, along with receiving positive feedback on performance (Allen, 2012). According to Taylor (2019), research suggests that employees are likely to stay with an employer if they feel fulfilled in their existing roles.  The cost of this retention method can vary, with investment needed, however, personal and professional growth and promotion opportunities increase employee commitment to stay, according to Kossivi & Kalgora (2016). It can require increased managerial and labour cost through coaching and mentoring; however, on-the-job training can also increase retention, according to Deery (2008). Specific consideration should, however, be given to employees' workload as acquiring new skills may also entail additional workload (Indeed, 2025).  
'Reward' encompasses all financial provisions, including payment made to employees, as well as all non-pay benefits (CIPD, 2025d), whereas ‘total reward’ relates to all aspects of work that employees value (CIPD, 2025e), such as flexible working, learning and development opportunities, which should align with the employees’ needs and are provided to retain employees. 
An effective reward strategy can enhance reputation and help attract and retain employees (CIPD, 2025e). What employees see as a benefit in terms of rewards must also be considered (CIPD, 2022a), with Taylor (2019) arguing that increasing pay only provides short-term job satisfaction without a comprehensive reward strategy.  
Whilst rewards increase costs, Gifford & Young (2022) provide evidence that the benefits to motivation, performance, and retention through rewards outweigh the costs. It must also be considered that being an employer who does not offer effective rewards will mean that there will be pull turnover and employees may quit and take up other positions offering a better reward scheme (Taylor, 2019). It is recommended that ParcelCare identify opportunities for both job enrichment and rewards within the warehouse staff to improve retention and culture as well as having robust selection and induction. 
8. To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover. (AC 3.3) 
The ParcelCare senior leadership team needs to understand the reasons staff leave an organisation to enable them to devise initiatives to reduce turnover and increase employee retention (CIPD, 2025c).  
Dysfunctional employee turnover is considered problematic and occurs when high-performing employees leave an organisation at a higher rate than lower-performing staff, negatively impacting business operations and potentially harming an organisation's performance (CIPD, 2025c).  Taylor & Woodhams (2022) argue that dysfunctional turnover can be expensive for an organisation, with both direct and indirect costs.  
A single instance of dysfunctional turnover resulting in a vacancy will result in direct costs for recruiting replacement staff (e.g, advertising, management time) and can be detrimental and costly to an organisation (Wallace and Gaylor, 2012).  
When losing dysfunctional employees, there are also indirect costs such as the loss of critical skills and knowledge, which will slow down operations, reduce service quality, impact on the customers, and increase the burden on remaining staff and quality of services (Taylor & Woodhams, 2022). When key people leave, it can set back strategic objectives and delay innovation and succession plans (James and Mathew, 2012). 
Wallace and Gaylor (2012) point out that employers should recognise that different employees represent different values and the loss of one employee is not necessarily equal to the loss of another with the impact resulting in employees who do not enjoy their work reducing their effort, leading to even lower performance (Maertz, et al. 2022). When experienced employees leave, their experience and insights go with them, making it more difficult for the organisation to maintain efficiency (Al-Suraihi et al. 2021). It can also lead to uncertainty and dissatisfaction among the remaining staff. 
There are also significant costs for the labour market, with high turnover forcing organisations to offer higher salaries to attract talent, increasing overall costs (CIPD, 2024f). The Leadership team should address employee turnover to retain the top talent, as it is essential to sustain performance, reduce costs, and maintain a competitive edge. 
9. 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) 

An employment contract provides legal protection for employees and employers, outlining the employment conditions, rights, responsibilities, and duties (Armstrong & Taylor, 2023). Permanent, full-time contracts, zero-hours contracts, and freelance workers (gig economy) offer both advantages and disadvantages to delivery drivers. 
Permanent, full-time contracts provide job security, consistent income, and benefits such as paid leave, pensions, and maternity leave for the employee; however, they do not allow ParcelCare the option to adjust the hours of work when the demand for services decreases. It also lacks flexibility compared to other arrangements.  
DX Delivery, a logistics company in the UK and Ireland, offers full-time, permanent contracts, ensuring employment protection and stability for its employees, while also limiting recruitment costs (DX Delivery, 2025). They do not offer other types of contracts as they prefer more structured employment models. 

Zero-hours contracts, also known as ‘casual contracts’, would allow ParcelCare the flexibility to call upon a bank of individuals when they have an increased need (Daniels, 2022). It is a type of contract that would not require a minimum number of working hours provided to the employee (Gov, 2025). However, changes introduced by the Employment Rights Bill in the UK mean that workers will have the right to a guaranteed hours contract if they work regular hours over a defined period (Gov, 2025), and ParcelCare should consider this.  It would, however, give cost efficiency, only paying for work completed and reducing overhead costs associated with permanent contracts (Gov, 2025). The CIPD (2022b) reports that zero-hours workers report a better work-life balance and are under less stress at work; however, they are less satisfied overall with their employment contracts and are less likely to have a voice at work to express issues or concerns. 

Freelance contracts and the gig economy are a labour market characterised by short-term contracts rather than permanent jobs.  The Employment Rights Bill, introduced in 2024, brought new regulations for gig economy workers, providing increased job security and fairer compensation, as well as allowing gig workers to request a more predictable schedule.  The gig economy can still offer flexibility, allowing drivers to choose their work and work for multiple platforms, increasing income opportunities. However, unlike traditional employees, gig workers lack employment benefits e.g. employer pension contributions and redundancy pay (CIPD, 2022b).  ParcelCare would benefit from increasing the availability of drivers when the demand rises, ensuring efficiency during peak periods; however, it must ensure the employment status is clear to ensure delivery drivers are aware of their rights (CIPD, 2024e). 
In conclusion, ParcelCare may wish to consider a hybrid model, employing some on full-time, permanent contracts, while also relying on zero-hours contracts and gig workers for peak demand (ACAS, 2025a).  This would offer flexibility, cost efficiency, improved service quality, and competitive advantage, attracting a wider range of workers (CIPD, 2025g). 

10. 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)
Armstrong & Taylor (2023) describe ‘onboarding’ as the process of welcoming employees when they first join an organisation and begin after the job is accepted.  By improving and ensuring effective onboarding through completion of paperwork, IT set up, and sharing essential information, ParcelCare can ensure that new employees are welcomed into the organisation and have the necessary information to perform their job effectively (CIPD, 2025). 
Onboarding includes information about the organisation, covering company policies, clarification of employment status, and reinforcement of company values, expectations, and culture. This helps new employees integrate smoothly, making them feel supported and more likely to be engaged and committed to the organisational goals (CIPD, 2025h). People Management (2025a) reports that 43% of employees will leave the organisation within the first 90 days, with Phelan (2024) stating that onboarding not only enhances productivity but also helps increase loyalty and engagement and decreases turnover. 
For delivery drivers, onboarding is essential to ensure they understand safety protocols and legal regulations, potentially reducing accidents and compliance issues. Engaged and well-trained employees contribute to higher efficiency and overall success, as evidenced by the CIPD, which highlights that employee engagement leads to improved performance and commitment (CIPD, 2021).  It can also reduce turnover and absenteeism and increase job satisfaction, according to McCartney (2024a). 
Effective communication during onboarding, involving the Line Manager, immediate team, colleagues across the company, key stakeholders, and customers, will improve the overall employee experience and lower the risk of employees not settling in, which can lead to early attrition and related costs (CIPD, 2025h). 
Additionally, part of the onboarding process involves developing mutual trust and creating a safe environment. Implied terms, which are obvious things that may not be explicitly stated (ACAS, 2025b), play a crucial role in onboarding, as they establish expectations that may not be explicitly stated but are nonetheless understood. Onboarding practices can significantly impact legal outcomes, as companies often face legal challenges related to employment classification.  The case of Deliveroo Drivers in the Supreme Court highlights this (Supreme Court, 2023). 
Investment in onboarding is the foundation for long-term success, benefiting both employees and employers, and can improve overall business performance. 
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