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AC 1.1   
[bookmark: _Hlk191233269][bookmark: _Hlk191219136]To address the issues of attracting, acquiring, and retaining employees in a competitive labour market, ParcelCare must proactively position itself as an employer of choice. A competitor analysis aims to assess the competitive landscape and identify all direct and indirect competitors in the labour market's competition for talent (Taylor and Woodhams, 2012).

To gain a competitive advantage, ParcelCare must take a comprehensive approach that includes competitor analysis, improving its employer value proposition (EVP), and strengthening its employer branding. 
A competitor analysis reveals that companies like Amazon Logistics and DPD leverage strengths such as competitive wages, flexible schedules, and advanced technology to attract younger workers (CIPD, 2023a). But employee burnout and turnover (CIPD, 2023b) usually stem from their negatives, which include demanding work environments and little job security. 

A SWOT analysis can help ParcelCare identify internal and external factors affecting its labour market competitiveness. Internally, ParcelCare’s strengths may include its long-established brand and national presence, which provide stability and recognition. However, Potential workers may be discouraged, though, by flaws including outdated technology or fixed work rules. While threats include competitors offering higher wages or better career development prospects, enterally opportunities include implementing creative HR practices including remote work options (Noe et al., 2020; CIPD, 2025e).

DPD UK improves its work environment by funding driver training and using route optimisation to ease workload and boost job satisfaction. Parcel care could assess its won practices in comparison, especially in areas like work life balance, training and technology use, to identify improvements and stay competitive (Walker Logistics, 2025).
To become an employer of choice, ParcelCare must align its image with what current and future employees want. 

The CIPD (2025c) defines a good employer brand as one that clearly communicates the company's values, workplace culture, and dedication to employees, which helps attract and retain talent.
Attracting talent requires competitive pay. To meet market prices, ParcelCare should review its salaries structures. A workplace culture that values inclusiveness, recognition, and involvement can boost retention. Younger workers who value work-life balance may prefer performance-based bonuses and flexible hours (Taylor & Woodhams, 2022).
Employer branding is about clearly sharing a strong employee value proposition (EVP) that makes ParcelCare stand out from its competitors. This can involve promoting values such as career growth, job security, and community engagement. For example, ParcelCare could run a campaign highlighting employee success stories or showcasing its commitment to diversity, appealing to candidates who want to work for a purpose-driven organisation (CIPD, 2025c).
These initiatives can help attract candidates who are looking for purposeful employers with a clear commitment to their people (CIPD, 2025c).
To attract good employees, you need to have a strong sense of ethics and a good image. The CIPD Labour Market Outlook Survey -Spring 2025 shows that candidates value companies with fair ethical practices and social responsibility more and more (CIPD, 2025e). 
ParcelCare could strengthen its reputation by introducing greener delivery options and openly supporting fair treatment for employees. Focusing on these values can help the company stand out to jobseekers, making it easier to attract and retain skilled, committed staff in a competitive market.

 AC 1.2  
Labor market factors influence resource allocation decisions. Understanding these shifts is critical for ParcelCare, which is struggling to hire and retain employees. 
Companies face skills shortages and recruitment challenges in a tight labor market where demand exceeds supply (CIPD, 2025c). on the other hand, A loose labor market, has a larger supply of workers, making hiring easier but potentially resulting in lower salaries.
The United Kingdom is currently undergoing a rough period. According to the CIPD Labour Market Outlook - Spring 2025, employer confidence is dropping, and the net employment balance is +8, the lowest since 2020 (CIPD, 2025e).

Early 2025 saw a 4.5% unemployment rate and 75.1% employment rate, indicating a competitive market. Labour shortages and post-Brexit visa restrictions affect logistics companies like ParcelCare (Recruitics, 2025).
In a competitive market, ParcelCare struggles to recruit and retain staff. There should be a priority in the allocation of resources such as:
• Candidate recruitment: ParcelCare should emphasise stability, career development, salaries, and flexible benefits like mental health support to stand out (CIPD, 2024). Taylor and Woodhams (2022) emphasise social media promotion, employee recommendations, and employment agency collaboration.
• Effective retention strategies are crucial for reducing turnover. Training and development reduce skill gaps while improving job satisfaction (CIPD, 2025c). Flexible work hours and recognition initiatives can boost employee engagement and loyalty by addressing work-life balance preferences (Taylor and Woodhams, 2022).

People's finances are impacted by the National Living Wage and National Insurance as the result this has raise their living expenses. in order for the company to be successful ParcelCare has to find a balance between automation, productivity, and competitive pay in order to balance this out.
When there is a big quantity of candidates are available compared to demand, ParcelCare can be pickier and perhaps cherry picking in hiring and have greater control over salary and conditions.
PC (Parcel care) can possibly make sure they have chosen the best employees and perhaps prevent turnover. they can do this by being holistic and it is crucial for long-term initiatives. some of these can be including wellness support, training, and competitive benefits. (DavidsonMorris, 2025).

Visa and immigration requirements prevent ParcelCare from hiring enough workers, according to PESTLE research. Digital commerce and e-commerce development in the recent years boosts competitiveness and demand in majority of markets at the same time increasing the Technology and an aging population require adaptable workplace rules and programs that provides the employees new skills which are required at this age (Taylor and Woodhams, 2022). 

ParcelCare must improve its employer brand image and methods they use in requirement to stay competitive due to environmental sustainability initiatives and increased wages that create new jobs and reduce the costs (Michael Page, 2024; CIPD, 2025c).

ParcelCare needs an EVP that emphasises professional growth and work-life balance to attract personnel in a competitive labor market (CIPD, 2025c). Taylor and Woodhams (2022) value retention strategies like tech-based upskilling. ParcelCare can hire selectively and offer competitive incentives to retain personnel in a looser market (Michael Page, 2024).

AC 2.1   
CIPD (2024f) defines workforce planning as having the "right people, right skills, right place, right cost, and right contract". It suggests analysing and forecasting labor demand, while assessing internal and external labor supply, which helps to identifying supply and demand gaps, and addressing them or even preventing it in some cases (CIPD, 2024d).

Taylor and Woodhams (2022) in order to have a long-term profitability, the employees have to have to be aligned with the company goals. According to the CIPD Resourcing and Talent Planning Report 2024, only 38% of organisations identify talent gaps on the other hand fewer than one-third estimate future skill requirements or retention challenges, suggesting that ParcelCare may not fully utilise this approach.


When ParcelCare anticipate employee expectations, recruitment become faster and more economical. This is important as 64% of organisations face difficulties to recruit competent employees, while 41% experience early resignations (CIPD, 2024d). 

According to BDO's (2024) logistics sector views on talent shortages, staff planning improves retention through targeted development.

Overstaffing and understaffing can be almost and mainly avoided by planning and lowering labour costs (CIPD, 2025c). Moreover another topic worth mentioning is AI and machine learning can improve logistics workforce planning by scheduling and minimising manual tasks (DispatchTrack, 2024).

And lastly, workforce planning can support L&D and succession planning to provide a trained and even motivated staff. Strategic talent development can also prepare people for automation-related changes, which require new skills but reduce some roles (CIPD, 2024d; Baker, n.d.; X2 (UK), 2024).
ParcelCare should benefit from efficient people planning, especially given the current labor market conditions (CIPD Labour Market Outlook Survey Spring 2025).
Workforce planning can help ParcelCare acquire and develop qualified personnel to meet operational needs, as 69% of companies report increasing competition for skilled workers (CIPD, 2024d). Given that one-fourth of businesses want to lay off employees, retention strategies are critical (CIPD, 2025e).

ParcelCare can reduce turnover in a labor-constrained business by identifying skill shortages and provide long term education to the employees and workers. According to the CIPD (2025c), Identifying and choosing the workers for the right jobs can improves production and overall performance. Staff planning ensures that ParcelCare has the capacity and experience to successfully scale operations, aligning with long-term strategic goals for future expansion (Grand View Research, 2025).

As National Insurance and National Living Wage increases, effective workforce planning can help ParcelCare increase its workforce size and skill mix, lowering labour costs while maintaining service quality (Michael Page, 2024). 

In a competitive labor market, a well-planned requirement process can help ParcelCare respond quickly. The CIPD Employer Brand Factsheet (2025e) states that workforce planning and a strong employer brand can help ParcelCare attract top and skill-full employees.


AC 2.2  
ParcelCare is currently facing significant challenges in attracting, recruiting, and retaining staff. To address this, introducing effective workforce planning is essential. Workforce planning enables the organisation to anticipate labour needs and develop strategies to meet them, improving both operational efficiency and employee retention.
Hard workforce planning relies on quantitative forecasting to determine the number of employees required, using data such as labor turnover, absence rates, promotion/demotion rates, and business growth predictions (Taylor and Woodhams, 2022). 

Furthermore, two intresting analysis that being used quite often ate Ratio analysis and trend analysis. They use previous data to forecast future staffing numbers against operational variables. 
ParcelCare, for example, might analyse delivery volumes by employee to calculate and forcast how many additional staff are required to cope with future demands.
Structured approaches, such as working backwards from financial predictions, are also beneficial. These include assessing staffing requirements based on budgets and predicted workloads, which allows for more precise operational planning (Taylor and Woodhams, 2022).

However, hard planning must be combined with contextual understanding to ensure figures reflect real-world conditions, especially in a volatile labour market.
Furthermore Soft or strategic workforce planning considers the broader context such as business goals, cultural alignment and external labour market conditions. moreover, Scenario planning, for instance, allows the corporation to model various future conditions (e.g., economic shifts, seasonal fluctuations in parcel volumes). This can be used to evaluate potential changes in staffing needs, which is particularly useful for ParcelCare due to the seasonal peaks in delivery demand (CIPD, 2024d).

Employer branding is another important aspect. The CIPD (2024f) notes that an efficient employer brand enhances recruiting and retention. By establishing oneself as an employer of choice, ParcelCare may reduce reliance on reactive hiring and create a sustainable talent pool.

Taylor and Woodhams (2022) propose for a hybrid approach to labor planning that combines statistical forecasts with strategic analysis. This enables businesses to plan for future personnel requirements while remaining agile and responsive. For ParcelCare, this entails analysing data to estimate demand and supply, as well as taking into account employee engagement, leadership development, and labour market trends when developing long-term strategy.
In my opinion the best workforce planning strategy for ParcelCare would combine both soft strategic approaches and data-driven strategies. in this case the organisation will be able to keep more employees while manage staffing concerns more proactively and keep service quality high in a delivery market that is very competitive using this integrated methodology.


AC 2.3
The development of a variety of recruitment and selection strategies is essential to ParcelCare's capacity to attract and retain talent. Currently, posting job openings on the company website and relying primarily on interviews as a selection process have limited reach and may not attract the best candidates.
Social media sites like Instagram and LinkedIn can significantly expand reach and attract a diverse talent pool, particularly from younger, tech-savvy candidates (CIPD, 2023). Real-time communication and employer branding are enabled, potentially elevating ParcelCare's standing as a premier employer. However, it can be time-consuming to manage social media recruitment, and it may overlook older groups that aren't as active on these platforms (Taylor and Woodhams, 2022).
Moreover, especially for specialised or high-volume positions, working with employment agencies can speed up the hiring process and provide access to pre-screened candidates (Baker, 2014). Agencies provide expertise in managing the paperwork and identifying the most qualified applicants. The negative aspects include limited control over the recruitment message and employer brand, as well as the related expenses.

Moreover, some other strategies such as assessment centers employ simulations and psychometric testing provides a fairly good picture of a candidate's skills. They're exceptional at assessing soft skills and forecasting future job performance (CIPD, 2024b). However, on the other hand because they can require an extensive amount of time and resources, they can be less helpful for entry-level or routine jobs.

According to Taylor and Woodhams (2022) candidates can demonstrate their abilities through completing real-world job tasks in work samples. The accuracy and fairness of selection can be enhanced by these tests. However, they may not be suitable for all job roles and may not evaluate cultural fit or long-term behavioral competencies.
To sum up, ParcelCare should consider integrating social media recruitment and work sample testing into its present methods to develop a productive workforce. These tactics can promote equity and relevance to employment while enhancing the hiring process's quality and scale.


AC 3.1  
Avoidable turnover happens when an employee leaves for reasons that the employer can control, like poor management, an uncompetitive salary, a lack of progression or poor culture. However, unavoidable turnover arises from employees' personal circumstances such as retirement, relocation, illness or caring for family members (CIPD, 2024). By using exit interviews, employee surveys and analytics, ParcelCare can discover preventable problems to reduce the gaps in leadership, job design or recognition programs. Push factors are internal concerns that cause employee dissatisfaction, such as limited opportunities for promotion, poor leadership, low pay, toxic culture or high stress.
Poor line management, a heavy workload and unclear progression paths are all possible push factors in ParcelCare.

Pull factors, on the other hand, entice people to pursue external opportunities such as higher salaries, more flexible roles, better benefits, or improved work-life balance. Research shows when recruitment promises do not align with the realities of the job, new hires often depart early,41% quit within the first 12 weeks (CIPD, 2024a).

To reduce employee leaving caused by push factors, ParcelCare should prioritise identifying and resolving employee dissatisfaction. Holding both exit and retention interviews may provide valuable information into the specific reasons why employees leaving. The results suggest that the organisation should invest in line manager development, explain career advancement, improve incentive programs, and revise responsibilities to promote flexibility and diversity. These methods can significantly increase employee engagement and reduce avoidable turnover. 

To mitigate the impact of pull factors, ParcelCare must keep its employee value proposition competitive. To retain employees, provide attractive salaries and benefits, flexible work arrangements and clear internal career advancement opportunities. Furthermore, incorporating realistic job previews into the onboarding process can help align employee expectations from the start, reducing early resignations due to role incompatibilities.
Unavoidable turnover, such as retirements or relocations, must be anticipated and planned for. ParcelCare can better forecast natural attrition by using turnover metrics like acute and cohort rates. Ultimately, the outcomes can improve efficient recruitment and internal career development, so assisting in the retention of critical roles and reducing the impacts of labour shortages.

ParcelCare then could develop an effective retention strategy by identifying between avoidable and unavoidable exits and understanding the push and pull factors that influence turnover. Integrating advanced analytics, staff development programs, stronger managerial capability and an appealing employment offer will assist reinforce its personnel management approach, assuring alignment with the expectations of promoting long-term organisational stability.


AC 3.2
Retaining employees in warehouses is a significant challenge, especially when the job market is challenging. By implementing these 4 main strategies (realistic job previews (RJPs), induction, job enrichment and award systems) parcel care can retain employees. 

Realistic Job Previews (RJPs) require providing candidates with a precise overview of their position, including challenges and expectations. Realistic Job Previews (RJPs) involve providing candidates with an honest overview of the role, including challenges and expectations. RJPs can reduce early turnover by aligning expectations and improving job satisfaction. While inexpensive and easy to perform, their effectiveness is most evident with new recruits rather than existing employees (CIPD, 2024e).

Induction programs aim to incorporate new employees into the organisation quickly and efficiently. Armstrong and Taylor (2020) suggest that an extensive induction can improve early engagement, reduce tension and clarify goals. However, they require more resources than RJPs, including increased time for staff assistance and training.
Long-term employees are especially concerned with job enrichment, which involves expanding roles to increase autonomy, responsibility, and opportunities for growth. It boosts motivation and satisfaction by giving labor more purpose (Herzberg, 1968). While more resource-intensive to adopt, it can result in long-term retention and lower absenteeism.

Reward systems, both financial (bonuses) and non-financial (recognition), are crucial to employee retention. Competitive rewards help retain staff in high-demand sectors like warehousing. However, if not managed equitably, they can cause dissatisfaction. Reward strategies must be aligned with individual and organisational goals to be truly effective (CIPD, 2025c).
Comparing these approaches, their effectiveness varies by employee tenure. RJPs and induction are critical for newer employees, with RJPs reducing early turnover by setting expectations and induction supporting integration, both with relatively low to moderate costs. Job enrichment and reward systems benefit longer-serving employees more, as they promote engagement through job redesign and provide ongoing motivation through recognition and rewards, yet both can be resource-intensive. RJPs have the lowest costs and resources, followed by induction, although job enrichment and incentive systems may necessitate significant expenditure, particularly in terms of cash rewards. Suitability increases with status; for new hires, RJPs and induction are most effective, however for maintaining experienced employees, job enrichment and recognition are more beneficial. It is suggested that ParcelCare implement a combination of these strategies.

Using RJPs ensures that candidates recognise the warehouse's requirements, potentially preventing early turnover. Effective onboarding programs help new workers adjust quickly, while professional development gives long-term staff new duties to inspire them. A good incentive system including financial and non-financial incentives can enhance employee engagement and make ParcelCare a better place to work in a competitive labour market.

Realistic job previews (RJPs) and induction facilitate the transfer and reduce early retention for new hires. Job enrichment and good pay keep long-term employees. ParcelCare expects best outcomes from a coordinated, targeted strategy.


AC 3.3

Dysfunctional employee turnover is when a company loses high-performing or important employees that it would rather maintain. This impacts performance, continuity, and culture. Functional turnover may not cause much trouble when undesirable workers leave, but dysfunctional turnover means that the best employees leave usually to competitors, which causes problems with operations and finances (CIPD, 2025c). ParcelCare needs experienced delivery drivers, warehouse managers, and customer service workers. If they leave, it may impact service consistency, organisational knowledge, and customer satisfaction.
Dysfunctional personnel turnover incurs considerable direct and indirect costs, which can have a severe impact on business performance and continuity.
Direct costs are solid expenses that often include job advertising, recruiting agency fees, interview and evaluation processes, and new hire induction and training. These expenditures typically range from 30% to 50% of an employee's annual wage, but can reach 200% for specialised or high-performing roles (SHRM 2008).
According to AIHR (n.d.), replacing a top performer can cost a company six to nine months' income. For ParcelCare, this is especially costly in professional roles like experienced drivers and warehouse managers, where turnover affects operational efficiency and hinders new personnel from attaining full productivity (CIPD, 2025c).

Even though they are more difficult to measure, indirect costs frequently outweigh direct expenses and have longer-term effects. These consist of: 
• Reduced productivity during hiring and onboarding, when new hires perform below their potential 
• Loss of knowledge, particularly intuitive and role-specific knowledge, which reduces team proficiency.
• Morale suffers because remaining employees may feel overworked and demotivated, which raises stress levels and increases the likelihood of additional turnover.

The CIPD (2025) emphasises that inefficiencies during vacancy periods and during the time it takes for new starters to become fully effective account for the majority of total turnover costs. In ParcelCare’s logistics-driven environment, these disruptions can lead to delayed deliveries, reduced customer satisfaction, and potential revenue loss. Furthermore, a cycle of poor retention may emerge, where declining morale contributes to even higher turnover.


AC 4.1

ParcelCare, a national parcel delivery business, continues to struggle with attracting, recruiting, and retaining delivery personnel. These challenges are mostly due to the unpredictable nature of delivery labour, which includes evolving workloads, peak seasons, long hours, and the need for flexible scheduling. To solve this, contractual arrangements must be compatible with both operational requirements and employee expectations.

Research from CIPD (2025b) emphasises that permanent contracts offer job security, which is essential for retaining experienced staff. For ParcelCare, hiring a core group of delivery drivers on full-time contracts guarantees employee continuity, reliable service, and lower turnover. In addition to supporting long-term training and development and encouraging staff engagement, this approach helps ensure business continuity during both peak and off-peak times.
However, permanent contracts may lack the flexibility required to manage variable demand, perhaps resulting to greater employee costs during quieter times. To solve this, ParcelCare might include flexible employment arrangements—such as part-time or variable hours—in permanent contracts. This method enables the organisation to match staffing levels to operational requirements while still gaining the benefits of a stable and committed workforce (Daniels, 2022).
Zero-hour contracts give both employers and employees the most flexibility, making them ideal for ParcelCare's seasonal peaks and locations with varying parcel volumes. These contracts, which have no fixed hours, enable the business to cut labour costs during slow times and swiftly increase its delivery workers during peak demand. (CIPD, 2025d). The legal definition of "workers" rather than "employees" means that workers on zero-hour contracts are entitled to basic rights including paid holidays and minimum wage (Daniels, 2022).


Despite their flexibility, dependence on zero-hour contracts can have a negative impact on service quality and staff morale due to fluctuation in earnings and job insecurity. Given its current retention issues, ParcelCare is especially worried about this. Restrictions on exclusivity agreements have allowed zero-hour workers to explore alternative jobs since 2015, which may ease some worries (Gov.uk, 2022). Incentives or minimum-hour guarantees are two ways ParcelCare may boost employee retention and satisfaction while preserving operational flexibility and financial stability.
Agency contracts, which offer instant access to labor without long-term commitments, are a suitable solution for ParcelCare's short-term staffing needs. They are particularly helpful in supporting new distribution sites or covering worker absences. According to the Agency Workers Regulations 2010, agency workers, although employed by the agency, are supervised by ParcelCare and are eligible for the same benefits, such as pay and working conditions, after completing 12 weeks in the same role (Daniels, 2022; Gov.uk, 2022). 
This approach offers administrative convenience and flexibility, but long-term adoption may restrict cost reductions and decrease labour loyalty.
In conclusion, ParcelCare would benefit from a blended workforce strategy: maintaining a core team of permanent full-time drivers for consistency and reliability, while using zero-hour or agency workers during peak periods or for unplanned demand. This approach balances operational flexibility, legal compliance, and workforce engagement, ensuring both short-term responsiveness and long-term stability.

AC 4.2
Increased staff retention is one of the primary benefits of effective onboarding, and ParcelCare is particularly focused on this. A successful onboarding process can increase retention ratesbyupto82%,accordingtoresearch(Bourany,2022),makingitaneffectivemethodforreducingearlyturnover.ThisisconsistentwithCIPDdata,which,accordingtoHRNews(2017),showsthatmorethan80%organisationshaveretentionconcernsthatarefrequentlyaddressedbyenhancedonboardingmethods.Byprovidingdefinedroleobjectives,organisationalcontext,andearlyassistance,ParcelCarecanhelpnewhiresavoidthecommon"inductioncrisis,"inwhichalackofclarityorinvolvement leads to early leave(CIPD,2025a).Ensuring that employees feel welcome and supported from the start not only improves retention but also stabilises the workforce and decreases continuing recruitment costs—critical in the competitive logistics sector. 

Effective onboarding also reduces time to productivity, which is a significant advantage for ParcelCare given its operational requirements. According to the CIPD (2025a), a comprehensive induction ensures that new employees receive the information and assistance they need to perform their tasks effectively from the start. For delivery drivers, this entails quickly implementing systems, routes, and service standards, essential for sustaining service quality at peak times.
A well-designed onboarding process can help new employees become up to speed swiftly, allowing them to begin contributing sooner. This lessens the impact of a slow start on performance and the customer experience. It also improves overall efficiency while lowering the risk and cost of early employee turnover (CIPD, 2020).

Effective onboarding improves the overall employee experience and supports long-term engagement, which are critical for ParcelCare's retention efforts. According to the CIPD (2025a), a great introduction helps new employees settle in and feel a part of the organisation, setting the groundwork for a positive workplace culture. This support is especially vital for ParcelCare employees, who frequently work long hours and weekend shifts.
Onboarding new hires to ParcelCare's principles and work practices fosters cultural integration and a sense of belonging. This socialisation boosts motivation, lowers absenteeism, and allows employees to emotionally invest in their duties, all of which are important aspects in retaining a mainly independent, delivery-focused workforce (CIPD, 2025g).

Furthermore, onboarding is an excellent chance to demonstrate ParcelCare's dedication to employee growth. During onboarding, the organisation can increase job satisfaction and establish long-term loyalty—both of which are critical in solving retention concerns.
In summary, investing in an efficient onboarding programme provides considerable benefits to ParcelCare, including increased retention, faster productivity, increased employee engagement, and lower turnover. As competition for logistics talent increases up, an innovative onboarding approach can become a key advantage.
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