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(AC 1.1) 
Due to the recent entry of rival businesses and new delivery operators, recruiting and retaining employees is challenging for ParcelCare. To maintain its position in the present job market and remain competitive, ParcelCare must create strategic initiatives. By improving its organisational perspective of candidates, the company can establish itself as a preferred employer while analysing its competitors in the market.
For ParcelCare to create its unique selling proposition, the first step is to analyse competitors' offers. The process of investigating direct and indirect competitors, their sales, marketing, and business strategies, as well as their products, to gain a better understanding of their advantages and disadvantages is known as a competitor or competitive analysis (Gasparyan, 2025). For this competitor analysis, ParcelCare will need to identify and categorise all competitors, determine each competitor’s market position, benchmark key competitors, deep dive into their market strategies and potentially look to perform a SWOT analysis on all companies including ParcelCare (White, 2025).
As ParcelCare is struggling to attract, recruit and retain employees, it must look at its overall benefit package. Benefits for employees provide a means of attracting and retaining talent, enhancing well-being, and promoting necessary behaviours, accomplishments, beliefs, and skills (CIPD, 2025a).
Employer of Choice
Making ParcelCare an Employer of Choice should be a top priority HR strategy for the Company to focus on to attract and retain talent (Mohiya, 2024). Mohiya (2024) also states that the idea of an EOC implies that workers consciously decide to work for an EOC rather than for other businesses. People become aware that pay is not as important in the workplace. These days, people are more concerned with possibilities for advancement, work-life balance, and meaningful work. It's not just about having a pleasant and stimulating culture; it's also about creating an environment where workers can grow professionally and acquire new skills (Copos de Parada, 2022).
Employer brand
In addition to attracting excellent candidates, ParcelCare may also lower its recruitment expenses by developing a strong employer brand, a positive workplace culture, and positive employee feedback. The CIPD has previously defined an employer brand as "...a set of attributes and qualities, often intangible, that makes an organisation distinctive, promises a particular kind of employment experience, and appeals to those people who will thrive and perform best in its culture" (CIPD, 2024). Social media, job fairs, and digital recruitment platforms should be used by ParcelCare to increase the organisation's visibility and draw in prospective employees.
(AC 1.2)
The backdrop for HR's daily operations is provided by the state of the economy. They calculate the number of workers that businesses must hire, retain, and develop to satisfy consumer demand for their products and services (CIPD, 2025e). Numerous political, economic, social, technical, legal, and environmental (PESTLE) elements cause these conditions to fluctuate between tight and loose states. Developing targeted resourcing strategies that are in line with current economic realities requires an understanding of the differences between tight and loose labour markets (VQ Solutions, 2025).
Tight labour markets
During a tight labour market, ParcelCare would face further challenges in hiring new employees since there are still fewer workers available than what employers require. 
To help combat this and effectively recruit applicants, ParcelCare will need to strengthen employee benefits packages and compensation rates through increased pay, performance-based bonuses, health insurance, and flexible work schedules. Identifying employee benefits that would set ParcelCare apart from other employers would help significantly with recruitment, e.g. assistance with childcare. Accessible childcare is one of the obstacles to the labour market's supply (Parry, 2025). 
To fill skills gaps by training and promoting current employees, when possible, as well as to increase the pool of candidates that the business can attract, it will be crucial that ParcelCare invests in staff development and provide possibilities for internal advancement (CIPD, 2022).
Loose labour markets
When there are more underemployed or unemployed candidates than job openings, there are loose labour markets, also known as labour market slack (Harver, 2021).
ParcelCare may create a high-calibre workforce at regulated costs in loose markets by enforcing strict standards, allocating time for thorough cultural fit assessments, using candidate surplus for better negotiations, and emphasizing long-term potential (VQ Solutions, 2025).
Selective hiring for specialised talents, pipeline development, leadership investments, and market upturn preparations are all made possible by loose markets, however, ParcelCare should also focus on optimising its workforce planning. During loose labour market periods, employers may freeze compensation as there is less pressure to increase salaries (Elmeligi, 2025). ParcelCare could utilise the savings to create a development programme to establish succession frameworks and reduce external reliance.
Anticipating market changes and fostering resilience are key components of strategic workforce planning, which goes beyond reactive actions to guarantee long-term operational excellence for ParcelCare. 
(AC 2.1)
A key business procedure that synchronises evolving organisational requirements with people strategy is workforce planning. Workforce planning is the technique of balancing labour supply (skills) versus demand (number required). For an organisation to fulfil its mission, goals, and strategic plan, it entails analysing the current workforce, estimating future workforce requirements, identifying the gap between the present and the future, and putting solutions in place. (CIPD, 2025f).
CIPD (2025c) recommends using a six-stage workforce planning method which includes, establishing a baseline, managing workforce supply, recognising demand, conducting a gap analysis, creating an action plan and delivering the right workforce for business success.
ParcelCare will need to engage with key stakeholders and complete a PESTLE analysis to identify external pressures which are impacting the business. Stakeholder consultation will help all parties reach a consensus and comprehend the reasoning behind the action being done (Institute of Directors, 2024).
ParcelCare can also look to identify internal risks. An organisation may manage potential labour gaps with the least amount of disturbance to the business if it knows which employees are most likely to leave (CIPD, 2025c). ParcelCare could also think about the abilities, credentials, and qualities that are essential to accomplishing the main objectives of the company. As electronic systems are used more in the parcel industry, ParcelCare could recruit software engineers who would understand the latest technologies to troubleshoot issues.
The company should examine its current staff members' skill sets and search for any talent shortages or surpluses. In a similar vein, contrast their qualifications with the organisation's future needs (Buckner, 2022).
ParcelCare should then choose the best course of action based on its evaluations. This could include providing current employees with additional training, hiring more employees or redeploying workers from their current roles where they are no longer needed and into roles in other areas of the business. 
ParcelCare should ensure to correctly prioritise if they identify multiple gaps and implement them properly.
There are many benefits to successful workforce planning which include productivity improvement, improved employee retention, targeting inefficiencies and being able to make recommendations that will deliver strategic value through talent (Institute of Directors, 2024).
ParcelCare should also continue to monitor the effectiveness of their tactics and assess if they close the gaps. To maintain a productive and sufficient workforce, the business should repeat the procedure as needed.
(AC 2.2)
Workforce planning is a flexible, evidence-based, and analytical procedure that is iterative rather than rigid. ParcelCare can use this to find the gaps between their present workforce and future workforce requirements by analysing current workforce and estimating future workforce demands (CIPD, 2025c). Examples of techniques used for workforce planning are SWOT analysis and scenario planning.
SWOT analysis
Strengths, Weaknesses, Opportunities, and Threats (SWOT) analysis is a planning tool that helps identify important aspects of a project or an organisation and is often used as part of a strategic or planning process (CIPD, 2025d).
The advantages of ParcelCare using a SWOT analysis are that technical expertise and training are typically not required for the business to comprehend how to do a SWOT analysis. Because of this, SWOT analysis could be a cost-effective method. Instead of employing a consultant, the business may just choose a member of staff to carry out the analysis (Indeed, 2023).
The disadvantages of ParcelCare using the SWOT method are that the data may be based on presumptions that turn out to be false later and due to the method’s lack of detailed structure, key elements might be missed (CIPD, 2025d).
Scenario planning
Making assumptions about the future and how your business environment will evolve over time in light of it, is known as scenario planning (Mariton, 2016).
ParcelCare could use this method to identify its critical uncertainties and plausible scenarios (for example, the requirement to change their fleet to electric vehicles). This will allow them to proactively come up with ideas to combat them (such as looking for grants to assist with the financial element of changing the vehicles).
The advantages of using scenario planning are boosts creative thinking, improves ability to forecast trends and fosters better communication between employees (Indeed, 2025).
Being immobilised by the abundance of options is a classic trap. When creating the scenarios, ParcelCare will need to avoid constantly experimenting with different combinations of uncertainties and keep things straightforward and concentrate on two main unknowns (Mariton, 2016).
Conclusion
Both methods mentioned would benefit ParcelCare if utilised. ParcelCare could use the SWOT analysis method to assist with workforce planning for the immediate future and scenario planning for helping with the long-term workforce planning.
(AC 2.3)
ParcelCare is currently only using their website to recruit with but there is a vast array of other options that will be more beneficial. These include:
Recruitment agencies
Recruitment agencies are extremely popular as a recruitment method. This is because recruiters can offer insights into market trends, pay expectations, and the requirements of companies because they often possess essential industry knowledge. Working with a recruiting agent might save ParcelCare time and effort in the job search process as they frequently take care of things like locating appropriate jobs, sending applications, and setting up interviews (Punj, 2023). 
Of course, using a recruitment agency has downsides too. Using a recruitment firm can be quite costly, typically, recruiting agencies’ costs are roughly 20 to 30% of the employee’s annual income (Zojceska, 2018).
Employee referral
Using an employee referral scheme would benefit ParcelCare. Asking your existing employees for references shows them you trust them to identify high quality applicants through their network. This will raise morale and show you value their input (King, 2024).
The disadvantage of employee referrals is that ParcelCare may get biased recommendations. Although an employee's motivations should generally be "pure," there may be situations in which they just wish to work with a friend or get a referral bonus (Pereyra, 2020).
Panel interviews
When assessing candidates, panel interviews have several advantages, including them offering a diverse perspective. By bringing together multiple opinions, it allows ParcelCare to have a more comprehensive assessment of the candidate’s skills and experience (Aulia, 2025).
On the other side of this, bringing more perspectives in means that panel interviews are more logistically demanding. To make sure that everything runs smoothly and effectively, you will usually require several managers. Coordinating this could be difficult (Morris, 2025).
Psychometric testing
Psychometric exams are intended to reduce the influence of biases and offer a more impartial evaluation of a person's fit for a position. This can lead to greater accuracy in ParcelCare’s selection judgments (Training Journal, 2022).
A disadvantage of using psychometric assessments is that licensed professionals must administer and interpret psychometric assessments (Bonfield, 2025). This would mean that ParcelCare would need to pay to put one or more managers through training for this to be used effectively.
Conclusion
In conclusion, ParcelCare could expand its recruitment options by creating an employee referral scheme and then use psychometric assessments as the selection method. This would increase current staff morale and reduce the possibility of biased recruiting.
(AC 3.1)
Employee turnover could highly impact a company’s performance. Understanding why individuals quit firms is crucial to reducing the high turnover rates in ParcelCare. These causes can be divided into push and pull variables and avoidable and unavoidable turnover.
Avoidable vs. Unavoidable turnover
When workers leave for reasons that the company might have managed, this is known as avoidable turnover. These include a negative work atmosphere, lack of growth, or inadequate management (Swift, 2025). Other reasons for avoidable turnover could include salaries and overall employment benefits.
Unavoidable turnover may result from employees moving away, returning to study, domestic obligations, or poor health. ParcelCare would have limited impact over these matters (Taylor & Woodhams, 2022). Another reason for unavoidable turnover is retirement.
Push factors
The "push" factors are typically employer-controllable elements that lead an employee to seek other employment. Low job satisfaction, disappointment with career opportunities, restricted access to training and development, a bad rapport with a line manager, or an inadequate work-life balance are a few examples of these (Bevan, 2023).
Pull factors
The “pull” factors are the outside temptations that persuade employees to leave their current roles. Some of the reasons why employees are pulled to other organisations include better compensation and benefits, better physical location, more opportunities for growth and desirable company culture (Orr, 2021).
Conclusion
Both avoidable turnover and push factors are intrinsically linked due to them both being employer controlled.  Identifying the real reason for turnover is crucial to enable ParcelCare to manage their retention. ParcelCare should look to collect data via exit interviews and staff attitude surveys to assist with creating a retention strategy. As well as basic pay and benefits, organisations should consider flexibility, employee wellbeing and career development when creating their retention strategy (CIPD, 2025b). 
Unavoidable turnover and pull factors are also linked in the fact that they are due to external reasons. Even with this being the case, by introducing the retention strategy which would improve employee’s working benefits and offer flexibility were possible, this could significantly reduce the appeal of external temptations and potentially mitigate employees leaving for domestic reasons.
(AC 3.2)
ParcelCare is currently suffering with a retention issue amongst its warehouse employees. Due to the number of competitors on the market currently, it is strongly advised that the company look to implement an effective retention strategy to help maintain morale within the department.
Realistic job previews
For both companies and potential employees, realistic job previews are crucial. This enables both sides to ensure that it is an appropriate job role and that the responsibilities can be effectively carried out. Realistic job previews reduce the risk of employees leaving after a short time by managing the new employee’s expectations so that they can make an informed judgment (Robson, 2024). Ranjan (2023) explains that even though this approach reduced the likelihood of employees leaving once they have been onboarded, it could also increase the number of applicants who back out of the recruitment process once they understand the job complexity.
Induction
An employee induction is a process designed to assist a new team member in acclimating to their position. In addition to outlining their primary duties and responsibilities, it also provides them with a chance to meet their coworkers and become acquainted with the company's overall culture (Fields, 2024). Even though having a robust induction plan in place can improve retention, it can also be resource intensive to implement and maintain. A negative that should be taken into consideration is the amount of time new hires spend in the training sessions rather than performing their job duties – this could frustrations within ParcelCare’s current workforce (ESA, 2025).
Job enrichment
Job enrichment is a strategy that companies might adopt to enhance overall employee satisfaction and lower turnover rates. It typically entails assigning employees new and more challenging responsibilities to support them in recognising and reaching their full potential (Indeed, 2024). Job enrichment can improve morale and create a sense of accomplishment but can also have the opposite effect. Creating additional workload can result in increased stress levels which may then lead to under performance with the warehouse department.
Reward
Using rewards such as financial incentives (bonuses) and non-financial incentives (recognition) is also a strategy that can be used to help retention. Numerous studies indicate that, in general, financial rewards positively influence employee motivation and, as a result, their performance (Cotton, Gifford & Young, 2022). Implementing bonus schemes can be a huge cost that ParcelCare would need to consider as it would need to set up for all employees and not just the warehouse employees. Recognition can come from something as simple as giving positive feedback or thanks and although, this does not come at a cost, this may not be enough for some employees.
Conclusion
All the strategies aim to improve employee satisfaction and retention, adopting separate methods to achieve this. To assist ParcelCare’s retention issue within the warehouse department, they should look to implement realistic job previews and a bonus scheme. The realistic job previews will help to reduce the short-term turnover, and the bonus scheme will assist in reducing the turnover in the long-term.
(AC 3.3)
Dysfunctional turnover relates to the departure of employees who demonstrated significant leadership potential or were highly trained and knowledgeable but exited the company. These instances of turnover are the most detrimental and should be prevented by implementing a succession plan (Santos, 2025).
Functional turnover happens when employees who are not performing well or are not a good fit leave the organisation, either by their own choice or through termination, allowing for the introduction of more suitable talent. In such instances, turnover can rejuvenate teams and enhance overall performance (Lofgren, 2025).
As ParcelCare is now finding it difficult to attract, recruit and retain staff throughout the organisation, dysfunctional turnover could be particularly damaging to the company at this time. Due to the highly competitive labour market, losing the most highly skilled workers would be detrimental to the business and their workforce.
The direct costs of employee turnover involve expenses that arise during the processes of recruitment, hiring, and training. Kurian (no date) states that these can encompass fees for recruitment advertisements, costs associated with conducting interviews and pre-employment assessments, as well as the expenses related to training and integrating new employees. 

It’s crucial to understand that the expenses associated with high turnover are not the only issue ParcelCare will face when dealing with dysfunctional turnover. It disrupts various elements of the company, and ParcelCare will need to work towards minimising it if they wish to stay competitive in the current market (Cosentino, 2025).
Dysfunctional turnover creates a loss of knowledge. When employees are promoted, change roles, or leave the company, their expertise departs with them. If they stay, you can still access their knowledge beyond just the documentation and handover notes they've provided. However, when someone exits, you're unable to reach out for assistance later, resulting in a less effective workforce. ParcelCare will then need to request their remaining employees — who are probably already at their maximum workload — to either assume extra responsibilities that the previous employee handled or guide the new hire through the process (Hall, 2019).
Dysfunctional turnover can also create a negative image of the organisation as, when someone is unhappy with their job and decide to leave, they will often communicate their experience with family and friends. These negative effects are known as indirect costs – they could have a significant impact on ParcelCare’s productivity and effectiveness but are more challenging to quantify.
(AC 4.1)
The size of the workforce at ParcelCare needs to be adaptable, depending on the demand for their delivery services. At present, most delivery drivers are employed permanently on a full-time basis; however, the company has the option to utilise different types of contracts to respond more effectively to fluctuating market conditions. Below is an assessment of the circumstances surrounding permanent full-time, temporary, and zero-hours contracts.
Full-time contract
Having a full-time contract offers a variety of benefits for the employees, including financial security. Full-time employment agreements encompass a commitment to pay employees a specified, protected, and legally enforceable sum monthly (or, in certain situations, weekly or biweekly) (Stylianou, 2017).
Experiencing growth in the workplace is essential for employee satisfaction; therefore, providing full-time employees with chances to acquire new skills will lead to a more content workforce that is also more productive (Hurst, 2024).
With the fluctuating market conditions for delivery drivers, ParcelCare needs to acknowledge the disadvantages of having a predominantly full-time workforce is that in times when the demand is low, several employees may be getting paid full-time hours even if the hours are not needed.
Temporary contracts
Temporary work, or temporary employment, describes a job situation where the employment arrangement is confined to a specific duration depending on the requirements of the hiring organisation (Miller, 2021).
One of the main benefits of temporary contracts is the adaptability they provide to employers. Companies frequently encounter changing workloads because of seasonal shifts, sudden increases in demand, or short-term initiatives. Temporary contracts will enable ParcelCare to swiftly modify their staffing levels to align with these changes without the long-term obligation linked to permanent hires (Morris, 2024).
Although temporary contracts provide notable benefits regarding flexibility, they also pose challenges that can affect their effectiveness if not managed appropriately. In situations of temporary work, employees might experience decreased satisfaction since the position is not long-term, and this may result in a high turnover for ParcelCare (Miller, 2021).
Zero-hour contract
A zero-hour contract is an agreement between an employer and an employee in which the employer is not required to offer a specific number of hours or, in some instances, any hours at all (Indeed, 2025b)
The primary benefit of zero-hours contracts is that they provide both employers and casual employees with flexibility. Employers can swiftly respond to the fluctuating needs of their businesses by hiring additional workers at short notice, while employees can select their working hours and the tasks they accept. Croix (2024) states that these agreements allow employers to swiftly adapt to shifts in customer demand and modify their workforce as needed. 
However, employees on zero-hour contracts have no obligation to accept work which could result in a decrease in the quality of work and productivity if ParcelCare is unable to find someone to undertake an assignment.
Conclusion
Because of fluctuations in demand, ParcelCare should implement temporary work agreements, zero-hours contracts, and full-time roles. By employing staff on various types of contracts, ParcelCare can enhance workforce flexibility and manage costs effectively. The organisation needs to strike a balance between flexible employment options and the objectives of retaining employees and ensuring their satisfaction.
(AC 4.2)
Employee onboarding can be generally described as the process of introducing a new employee to the organisation’s policies, their specific role within the company, and the overall culture of the organisation. It also includes fostering an environment where the employee feels comfortable enough to engage openly with coworkers and build social connections in the workplace (Lalwani, 2025). 
A successful onboarding process is crucial to ensure that new hires feel welcomed and at ease right from the beginning. This would be ParcelCare’s chance to demonstrate to new employees that the business genuinely cares about their well-being and that the company culture is both encouraging and forward-thinking. An organized onboarding process that includes detailed guidelines will provide numerous benefits for ParcelCare.
Increased employee retention
An organised onboarding procedure makes new employees feel embraced and supported, thus lowering the chances of early turnover. Caveney (2025) states that workers who feel linked to the company’s culture and comprehend their responsibilities are more inclined to remain for a longer duration.
Increased productivity and employee engagement
The onboarding process familiarises new employees with the organisation’s mission, values, and culture, cultivating a feeling of inclusion and involvement while also offering the essential tools, resources, and training needed for them to carry out their responsibilities effectively. Fraraccio (2025) explains that by illustrating how employee’s responsibilities influence the company's overall objectives, ParcelCare can foster greater dedication and motivation among their employees to make contributions. This also provides what is needed for new employees to integrate and become productive more quickly.
Consequence of inadequate onboarding
Workers who encounter a subpar onboarding experience are more inclined to express their discontent on sites such as Glassdoor or LinkedIn. A negative company reputation can discourage high-quality candidates from applying, creating more difficulties in recruitment over time (Prasad Uppa, 2025). A further outcome of this could be that ParcelCare could face hidden costs in the future due to the difficulties in recruitment.
Increased understanding of compliance
Employee onboarding plays a crucial role in ensuring that staff are aware of company policies, security protocols, and legal obligations. Procter (2025) tells us that engaging training sessions, practical case studies, and assessments improve retention. Even more crucially, having employees formally recognise these policies in writing establishes a legal document, safeguarding ParcelCare against potential conflicts in the future.
Therefore, an effective onboarding procedure at ParcelCare enables the company to attain improved employee engagement, increased employee retention, greater workplace productivity and other many benefits. A thoughtfully structured onboarding program lays a solid groundwork for new team members to establish success that boosts their contributions to ParcelCare.
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