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Talent management and workforce planning
1.AC 1.1 
With new parcel-delivery entrants and intense labour market competition, ParcelCare must take a more strategic approach to positioning themselves as an attractive employer. Strategic positioning involves understanding the external labour market, assessing competitors, and refining the organisation’s employer brand to appeal to key talent groups (Armstrong & Taylor, 2023).
A starting point is competitor analysis. The CIPD SWOT Analysis Factsheet (2023) emphasises that organisations must analyse the strengths and weaknesses of competitor employee experiences, including pay, flexibility, culture, and development opportunities. By benchmarking rivals’ pay rates, benefits, onboarding practices and work environments, ParcelCare can identify where improvements will have the greatest impact on attraction and retention. People Management (2023) notes that logistics employers who regularly conduct competitor benchmarking are better able to respond to market changes, especially with driver shortages.
A strong employer brand is also crucial. The CIPD Employer Brand Factsheet (2023) highlights that employer brand reflects how employees and candidates perceive an organisation, shaped by culture, values, leadership, and reward. ParcelCare can strengthen their position by communicating a clear proposition centred on safety, stability, career progression and community impact—factors shown to influence job-seeker decisions in the People Profession Survey (CIPD, 2023). HR Magazine (2022) adds that authenticity is essential; organisations must align branding with real employee experiences to avoid credibility issues.
Being viewed as an employer of choice is another key element. The characteristics of an employer of choice include fair reward, meaningful work, development opportunities, and a positive culture (CIPD, 2023). ParcelCare can enhance this by expanding flexible working options, improving induction and onboarding, offering clearer progression pathways and embedding wellbeing support into operational roles. Labour Market Outlook (2024) shows that employees increasingly value purpose and stability, suggesting ParcelCare should emphasise job security and investment in people.
ParcelCare also needs to strengthen its organisational image and reputation. Daniels (2022) highlights the importance of ethical treatment, compliance, and fairness in shaping workplace reputation. Ensuring managers consistently apply policies, supporting diversity and inclusion, and improving communication will reinforce trust internally and externally. The CIPD Recruitment Brand Factsheet (2023) stresses that reputation now spreads rapidly through online reviews and candidate feedback, making consistency in candidate experience a strategic necessity.
Finally, ParcelCare must develop a clear reward philosophy aligned to market expectations. Competitive base pay for drivers, shift premiums, recognition schemes, and transparent reward structures can significantly differentiate the organisation in a crowded labour market (Armstrong & Taylor, 2023).
Overall, by combining competitor intelligence, employer brand development, a compelling employee experience, and a strong reputation, ParcelCare can strategically position themselves to attract and retain talent more effectively..

2. AC1.2   
Changing labour market conditions have a significant impact on how ParcelCare plans, attracts, and retains its workforce. The CIPD Labour Market Factsheet (2024) highlights that fluctuations in labour supply, skills availability, economic conditions and demographic trends directly shape organisational resourcing strategies. For ParcelCare, operating in a highly competitive logistics sector, these external shifts influence recruitment methods, employer branding, workforce planning and reward decisions.
A key factor is the move from a loose to a tight labour market. In a tight labour market, the supply of drivers and warehouse staff is low while demand across competitors remains high. The CIPD Labour Market Outlook (Winter 2024) reports continued shortages in transport, logistics and warehousing due to rising e-commerce volumes and competition from gig-economy operators. For ParcelCare, this means recruitment becomes more challenging and more expensive, pushing the organisation to strengthen employer branding, improve pay competitiveness, and diversify attraction channels.
Changing labour market conditions also influence the skills landscape. Increased automation and digital scanning systems require higher digital literacy among warehouse staff (Armstrong & Taylor, 2023). As technology changes, so must resourcing decisions around training, internal development pathways and job design. People Management (2023) notes that logistics organisations are increasingly investing in upskilling rather than relying solely on external hiring.
Using a PESTLE lens helps explain these shifts.
· Political factors such as immigration rules affect the availability of overseas workers, impacting driver and warehouse labour pools.
· Economic conditions, including inflation and cost-of-living pressures, influence wage expectations and turnover (CIPD, 2024).
· Social expectations for flexibility and wellbeing push organisations to revise working patterns.
· Technological developments increase the need for digital skills and automation-ready roles.
· Legal changes around worker status and employment terms affect gig-economy competitors.
· Environmental pressures can reshape last-mile delivery models and skill needs.
Labour market pressures also affect retention and turnover strategies. High competition means employees can leave easily for marginal pay increases or better working conditions. ParcelCare therefore needs to focus on onboarding quality, development pathways, job enrichment and fair reward—areas strongly linked to retention (CIPD People Profession Survey, 2023).
Finally, labour market volatility requires more robust workforce planning. The CIPD SWOT Analysis Factsheet (2023) highlights the need to analyse strengths, weaknesses, opportunities and threats to align resourcing with external pressures. For ParcelCare, this means using data to anticipate peak-season shortages, review contract types, and plan for flexible staffing options.
Overall, changing labour market conditions compel ParcelCare to adapt strategically—enhancing employer brand, reviewing reward, developing talent internally and strengthening long-term workforce planning.

3. AC2.1
Effective workforce planning aligns the number of people and the skills they hold with the organisation’s strategic objectives (CIPD, 2025). For ParcelCare—facing supply challenges in drivers and warehouse staff—introducing a structured workforce-planning process would deliver significant impact across cost, performance, flexibility and risk management.
Firstly, workforce planning enables demand forecasting. ParcelCare can project how many drivers and warehouse staff will be needed over the next 12-24 months, based on parcel volumes, seasonal peaks and service expansion. By doing this, the business avoids understaffing that reduces customer satisfaction, and over-hiring that drives up costs unnecessarily (Armstrong & Taylor, 2023). The impact here: improved service delivery and cost-containment.
Secondly, it supports a robust assessment of internal and external supply of labour. Internally, ParcelCare can analyse current headcount, skills, retention patterns and talent pipelines. Externally, it can monitor hiring markets for drivers, availability of temporary labour and skill trends (CIPD, 2025). The impact is a clearer understanding of whether current workforce levels and skills will meet future needs.
Thirdly, effective workforce planning involves identifying and analysing gaps between supply and demand—where skills or capacity are insufficient. For ParcelCare, this might reveal a shortfall of drivers capable of handling new route-optimisation technology, or a lack of warehouse staff trained in automated sorting systems. Recognising these gaps early enables the organisation to plan development, recruitment or contract-type adjustments. The impact includes reduced time to competence and less reliance on expensive agency labour.
Finally, workforce planning supports strategies to address gaps, such as targeted recruitment campaigns, internal upskilling, flexible staffing models or temporary support during peaks (CIPD, 2025; People Management, 2023). For ParcelCare, this might mean establishing a driver-cadet programme, scheduling flexible shift pools, or partnering with training providers. The impact: stronger workforce agility, resilient capacity and faster adaptation to market change.
Beyond operational advantages, workforce planning also delivers strategic benefits. It builds senior leadership confidence by providing data-driven insights, risk mitigation against labour shortages, and alignment between people strategy and business strategy (CIPD, 2023). The impact for ParcelCare: improved decision-making, better investment justification for people initiatives, and enhanced employer brand due to proactive capability management.
In summary, effective workforce planning offers ParcelCare measurable impact in improved performance, cost control, talent readiness and strategic agility. By moving from ad hoc resourcing to a systematic workforce-planning approach, ParcelCare would position itself to anticipate change rather than react to it.

4. AC2.2
Introducing structured workforce planning at ParcelCare is essential given the organisation’s struggles with attraction, recruitment and retention. Effective planning relies on several techniques that help leaders anticipate workforce risks, understand capability needs and take evidence-based decisions.
A core technique is demand forecasting, which estimates the number and type of employees needed in the future. For ParcelCare, forecasting should consider parcel volume trends, customer expectations and automation plans. Armstrong and Taylor (2023) emphasise that accurate demand modelling enables organisations to prepare for peak periods and avoid costly understaffing. People Management (2023) similarly notes that logistics employers increasingly use data analytics to predict demand patterns and plan labour accordingly.
Alongside this, supply forecasting assesses the skills, availability and movement of the existing workforce. With ParcelCare facing high turnover in warehouse and delivery roles, analysing exit data, demographic trends and internal progression opportunities is crucial. CIPD (2023) highlights that mapping internal supply allows organisations to identify capability gaps early and invest in reskilling or talent pipelines. HR Magazine (2022) also stresses that supply forecasting helps organisations address retention risks before they become operational problems.
Scenario planning is another valuable technique, especially in a volatile sector affected by economic shifts, fuel costs and seasonal peaks. Scenario planning enables ParcelCare to explore different future conditions—such as rapid e-commerce expansion or competitor wage inflation—and test how staffing needs would change. HBR (2020) argues that scenario planning helps organisations build resilience by preparing for multiple potential outcomes rather than relying on a single forecast.
A skills audit is also essential, providing a clear view of the organisation’s current capability. For ParcelCare, this could include digital skills for route-optimisation systems, customer service skills in parcel hubs, and leadership capability in operational teams. CIPD (2023) notes that skills audits strengthen succession planning and ensure training investment is aligned to business need. Personnel Today (2021) adds that regular skills audits help employers shift toward skills-based workforce planning rather than job-based assumptions.
Finally, gap analysis links demand and supply forecasting by identifying where shortages or surpluses exist. For ParcelCare, this may highlight the need to enhance pay competitiveness for drivers, strengthen onboarding for warehouse staff, or create clear career pathways to reduce attrition. Daniels (2022) notes that gap analysis ensures that HR interventions are targeted and proportionate.
Together, these techniques provide ParcelCare with the insight needed to build a proactive, data-driven workforce plan that strengthens attraction, recruitment and retention outcomes.

5. AC2.3
ParcelCare currently advertises roles on its website and uses line-manager interviews to select candidates. While these are appropriate methods, broadening the approach would strengthen reach, fairness and workforce quality.
Recruitment Method 1: Advertising on ParcelCare’s Website
A key strength is control: roles can be posted quickly, edited easily and aligned to ParcelCare’s brand and values. It is also low-cost, which is helpful given tight recruitment budgets (CIPD, 2023). However, website-only advertising has limited reach and risks overlooking diverse candidates who are not actively searching for ParcelCare specifically. People Management (2023) notes that relying solely on organisational websites significantly reduces applicant volume in a competitive labour market. This is a weak point for ParcelCare, which is already struggling with attraction.
Recruitment Method 2: Using External Job Boards (e.g., Indeed, Reed, Totaljobs)
Job boards offer a far wider talent pool, improving visibility for hard-to-fill driving and warehouse roles. HR Magazine (2022) highlights that job-board algorithms can target candidates with specific skills, increasing both volume and relevance of applicants. They also support mobile applications, which improves accessibility. The weakness is cost and competition: logistics employers often advertise similar roles, which can dilute ParcelCare’s brand. There is also a risk of high applicant volume but low suitability, increasing screening workload (Personnel Today, 2021).
Selection Method 1: Line Manager Interviews
Interviews allow managers to assess cultural fit and communication skills directly. They are simple to administer and familiar to both managers and candidates (Armstrong & Taylor, 2023). However, unstructured interviews can result in bias or inconsistent decision-making. CIPD (2023) notes that interviews alone have low predictive validity, and line managers may focus too heavily on rapport rather than capability. This is a concern for ParcelCare, where turnover suggests that person–role matching may not currently be strong.
Selection Method 2: Work Sample Tests
Work samples—such as parcel sorting tasks or short driving simulations—provide a realistic measure of job performance. HBR (2019) reports that work samples are among the most reliable predictors of future performance because candidates demonstrate capability rather than simply talk about it. For ParcelCare, this method could reduce early turnover by ensuring applicants understand the physical and pace-related demands of roles. Weaknesses include the logistical effort required to set them up and potential access issues if not designed inclusively (CIPD, 2023).
Overall, broadening recruitment and selection methods would help ParcelCare reach a larger, more diverse talent pool and improve workforce quality by relying on more objective assessment tools.

6.AC3.1
ParcelCare’s turnover has exceeded internal targets, signalling the need to understand why employees leave and what can be changed. CIPD Labour Market Outlook (Spring 2024) notes that logistics and delivery roles face some of the highest national turnover rates, driven by labour shortages, pay competition and job pressures. Understanding turnover types is therefore essential.
Avoidable turnover refers to departures that could have been prevented through organisational action. This includes poor management behaviours, limited progression, ineffective onboarding, low pay competitiveness or inadequate wellbeing support. CIPD (2023) suggests that most avoidable turnover stems from organisational practices rather than individual failings. For ParcelCare, examples might include drivers leaving for better pay in competitor firms, or warehouse staff exiting due to inconsistent shift patterns—issues that can be addressed through job design, reward alignment or improved line management capability.
In contrast, unavoidable turnover involves departures that the organisation cannot reasonably influence, such as retirement, relocation, health changes or caring responsibilities. People Profession 2023 highlights that as workforce demographics shift, family-related and health-related exits are rising across the UK. While unavoidable turnover cannot be prevented, understanding these patterns helps ParcelCare plan workforce supply more accurately.
Turnover can also be explained using push and pull factors, which describe what drives employees away or attracts them elsewhere. Push factors originate within the organisation and “push” employees out. These may include poor management style, lack of recognition, high workload, limited autonomy, unsafe working conditions, or a culture misaligned with employee expectations. People Management (2023) stresses that poor leadership remains the strongest push factor in UK resignations. ParcelCare may be experiencing push factors if staff feel undervalued, poorly supported by supervisors, or disconnected from communication channels.
By contrast, pull factors are external attractions that draw employees to alternative opportunities. These include higher pay, better work–life balance, career development or more secure contracts. HR Magazine (2022) reports that in the logistics sector, increased competitor wages and flexible working options have become significant pull factors since 2021, particularly for drivers. The CIPD Press Release (May 2024) also notes that employees are increasingly attracted to employers offering purpose-led culture and stability—areas ParcelCare may need to strengthen.
Understanding these distinctions supports evidence-based retention planning. Avoidable turnover and push factors highlight where ParcelCare must change internal policies, management capability and reward strategies, while unavoidable turnover and pull factors reinforce the need for improved workforce forecasting and competitive positioning.

7. AC3.2
Retention of warehouse staff is a priority for ParcelCare, particularly as competition for labour in logistics remains intense (CIPD Labour Market Outlook, 2024). Comparing four key approaches—realistic job previews, induction, job enrichment and reward—helps identify how they support workforce stability.
Realistic Job Previews (RJPs) give candidates an accurate, balanced picture of the role before they accept an offer. For ParcelCare, this could include videos of warehouse workflows, shift patterns and peak-season expectations. RJPs help reduce early turnover by aligning expectations with reality (Personnel Today, 2021). Their strength lies in improving job fit and attracting applicants who understand the pressures of manual handling and time-critical work. However, a weakness is that highly realistic previews may initially reduce applicant numbers, which could be challenging given current shortages (People Management, 2023). The CIPD Inclusive Recruitment Guide (2023) also stresses the importance of ensuring RJPs remain accessible and inclusive to avoid deterring under-represented groups.
Induction plays a central role in early retention. A structured programme helps employees feel prepared, connected and safe—crucial in physically demanding warehouse environments. The CIPD Induction Factsheet (2024) notes that effective induction improves engagement, clarity and long-term retention. Strengths include reducing anxiety, supporting wellbeing, and accelerating competence. Weaknesses arise when induction is rushed due to operational pressures, leading to inconsistency and reduced confidence. For ParcelCare, a consistent induction that includes safety training, buddying and cultural orientation would strengthen early tenure.
Job Enrichment involves redesigning work to increase autonomy, responsibility and skill variety (CIPD Job Design Factsheet, 2023). In ParcelCare’s warehouses, this could include rotating tasks, empowering staff to contribute to process improvements, or offering pathway routes into supervisory roles. Strengths include higher job satisfaction, stronger commitment and reduced monotony (Armstrong & Taylor, 2023). Limitations include operational constraints in highly standardised environments, and the fact that not all employees desire expanded roles.
Reward—financial and non-financial—remains one of the strongest retention drivers. The CIPD Strategic Reward Factsheet (2023) highlights the need for fair, transparent and strategically aligned reward systems. For ParcelCare, competitive base pay, shift premiums, recognition schemes and career progression incentives could significantly boost retention. Strengths include immediate motivational impact and competitiveness against rival employers. Weaknesses include cost escalation and the fact that reward alone cannot compensate for poor management, unclear job design or lack of development opportunities (HR Magazine, 2022).
Comparison:
· RJPs and induction operate pre-hire and early-tenure, reducing early exits by managing expectations and embedding confidence.
· Job enrichment and reward operate throughout employment, maintaining motivation and commitment.
· Combined, these approaches address both expectation setting and ongoing engagement, providing ParcelCare with a holistic retention strategy.

8. AC3.3
Dysfunctional turnover occurs when high performers, experienced employees or individuals in hard-to-replace roles leave the organisation (CIPD, 2024). For ParcelCare, this is especially concerning within warehouse and driver roles, where local competition is strong, skills are specific, and operational continuity depends on reliable labour. Explaining the impact of dysfunctional turnover is essential for influencing senior leaders to prioritise retention.
The first area of impact is financial cost. Direct costs include advertising vacancies, screening applicants, interviews, onboarding and induction (CIPD, 2024). Each warehouse leaver requires time-intensive processing by People teams and operational leaders, and new starters need mandatory safety training before they become productive. Armstrong and Taylor (2023) highlight that when turnover is concentrated in operational roles, these repeated costs accumulate quickly, often exceeding the salary savings from a vacancy. When turnover is dysfunctional, the organisation also loses the return on investment for any training previously provided.
There are also significant indirect costs, which often exceed the visible financial ones. Productivity typically drops when an experienced employee leaves because remaining team members must absorb extra tasks, support new starters or manage backlogs (People Management, 2023). New starters generally operate below full efficiency for several months, creating a sustained productivity gap. HR Magazine (2022) notes that this productivity loss is particularly harmful in logistics environments where margins are tight and service levels depend on speed and accuracy.
Dysfunctional turnover also leads to loss of capability and knowledge. Experienced warehouse staff hold tacit knowledge about peak-time routines, safe manual handling, equipment troubleshooting and workflow sequencing. When these individuals leave, ParcelCare loses operational know-how that cannot be quickly replaced (CIPD, 2023). The People Profession (2023) report emphasises that organisations increasingly struggle when tacit, experience-based skills walk out of the door.
Team morale is another key impact. High-performing employees often act as stabilisers within warehouse shifts. When they leave, colleagues frequently interpret this as a sign of instability or poor management, creating further disengagement and the risk of a “turnover contagion” effect (Personnel Today, 2021). For ParcelCare, this can compound existing challenges around retention and attraction in a competitive labour market.
Finally, dysfunctional turnover impacts customer service and reputation. Errors increase, delivery delays become more common, and service reliability declines—issues the CIPD Turnover & Retention Factsheet (2024) identifies as common consequences when turnover is high in operational environments.
For these reasons, dysfunctional turnover must be addressed urgently at ParcelCare. Its cumulative financial, operational and cultural impacts directly threaten service performance, employer brand and workforce stability.

9. AC4.1
ParcelCare currently employs most delivery drivers on permanent, full-time contracts. These contracts provide stability, clear expectations, and strong employment rights, which can support retention and quality of service. The CIPD Terms and Conditions Factsheet (2023) highlights that permanent contracts include express terms (such as pay, hours and duties) and implied terms (such as trust, safety and mutual confidence), creating a secure employment relationship that promotes engagement. ACAS (2023) adds that express contractual terms also protect both parties by setting clear expectations, an advantage for a safety-critical role like driving. However, permanent full-time contracts reduce workforce flexibility during fluctuating parcel volumes, creating inefficiencies during quieter periods (Daniels, 2022).
To meet seasonal and unpredictable demands, fixed-term contracts offer an adaptable alternative. These provide a legally recognised employment relationship for a specified duration, often used for peak trading, projects or cover (CIPD Fixed-Term Contracts Guide, 2023). Their strength for ParcelCare lies in enabling rapid scaling without long-term costs. Fixed-term staff also receive many of the same statutory rights as permanent employees, supporting fairness. However, repeated renewals risk legal claims of continuous employment, and fixed-term staff may feel less committed or engaged (Daniels, 2022).
Another option is zero-hours contracts, which provide maximum flexibility where work availability varies. The CIPD Zero-Hours Contracts Guide (2021) notes that these contracts suit environments with fluctuating workload patterns, such as last-mile delivery. Strengths include cost efficiency—ParcelCare only pays for work delivered—and the ability to deploy staff quickly. They also attract people seeking flexible arrangements. However, ACAS (2023) highlights risks: zero-hours workers may face income insecurity, lower organisational commitment, and weaker integration—all of which can increase turnover. For ParcelCare, where retention is already a challenge, over-reliance on zero-hours contracts may undermine workforce stability and service quality.
ParcelCare may also consider agency workers, who provide an immediate labour pool for short-term needs. The CIPD Agency Workers Guide (2023) notes that agencies can rapidly supply vetted workers, which is useful during spikes in delivery volumes. The downside is higher cost due to agency fees, and reduced managerial control over training, culture, and performance. People Management (2023) warns that heavy reliance on agency labour can fragment team cohesion and reduce consistency of service.
In summary, permanent full-time contracts remain the most suitable foundation for ParcelCare’s core delivery workforce due to the need for reliability, consistency, and experience. Fixed-term contracts provide predictable short-term flexibility during peak periods, while zero-hours contracts or agency workers may be appropriate only in limited, targeted circumstances. A blended approach helps ParcelCare balance flexibility with workforce stability and legal compliance.

10. AC4.2
ParcelCare’s current onboarding approach is largely administrative and varies between line managers. To secure senior leader investment, it is important to highlight the strategic benefits effective onboarding brings to performance, engagement and retention. The CIPD Induction Factsheet (2024) stresses that onboarding is not just a formality but a structured process that shapes the “employee experience” from day one.
A key benefit is faster integration. Effective onboarding provides new starters with clear organisational, departmental and role-specific information, helping them understand expectations and how their work contributes to ParcelCare’s service aims. Armstrong and Taylor (2023) note that clarity in the early weeks reduces confusion, supports confidence and prevents the so-called “induction crisis”, where new recruits feel overwhelmed and exit prematurely.
Improved engagement and cultural alignment is another benefit. Onboarding introduces new employees to ParcelCare’s values, customer service standards and ways of working. The CIPD Employee Experience Map (2023) identifies early socialisation as a critical driver of belonging and trust. For warehouse staff and delivery drivers, understanding safety culture, teamwork expectations and communication channels helps them feel anchored from the start.
Effective onboarding also drives higher performance. When employees receive structured role training, buddying and early feedback, they reach full productivity faster (People Management, 2023). This is especially beneficial for ParcelCare, where operational efficiency depends on employees quickly mastering scanning systems, manual handling standards and route processes. The CIPD’s report on technology in onboarding (2023) further highlights that digital tools—such as pre-start portals or mobile learning—speed up knowledge acquisition and allow employees to complete mandatory modules before day one.
Retention is a particularly important benefit for ParcelCare. The CIPD Turnover Factsheet (2024) states that poor onboarding is one of the most common causes of early attrition, especially in logistics roles. Structured onboarding improves commitment, reduces uncertainty and provides support networks, which together reduce the risk of new hires leaving within the first six months. HR Magazine (2022) links strong onboarding directly to improved job satisfaction and lower recruitment costs.
Onboarding also strengthens management capability. When line managers follow a consistent process—including check-ins, expectations discussions and development planning—employees experience better relationships and clearer communication. People Profession 2023 emphasises that supportive management during the first 90 days is a major predictor of long-term retention and performance.
Finally, effective onboarding supports ParcelCare’s organisational reputation. A consistent, professional, and engaging start enhances employer brand and increases the likelihood that new staff will recommend ParcelCare as an employer, helping address attraction challenges highlighted in the Labour Market Outlook (2024).
Overall, investing in effective onboarding offers ParcelCare significant benefits: quicker productivity, stronger engagement, reduced turnover and a more stable, confident workforce.
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