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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)

Parcel Care faces many challenges due to increased competition in the labour market. Things such as attraction and retention are all part of these challenges. Having a good understanding of the economy is important in any organization as it can provide us with valuable information on how to strategically place ourselves within the labour market. There is a lot of data out there to support with this such as the Office for National Statistics (ONS) (CIPD, 2025b). 
Parcel Care have an opportunity to define their attraction and retention policies to make them an employer of choice. There are many things Parcel Care can do to strategically position themselves in a competitive labour market such as strengthening employer branding for example. Employer branding gives the organization a chance to highlight the work they do, their purpose, values, people strategies and the impact they have in their sector, which should help attract people who have the same values and interest in the sector (CIPD, 2024b). 
	Another consideration is competitor analysis, which is a strategic process of identifying and evaluating competitors in the marketplace. This type of analysis highlights how the competitor might operate, what they offer their employees and identify any differences. A competitor analysis from an employee’s perspective would look at pay rates, working conditions, employee reviews and what benefits they offer. By doing this analysis, it can help identify if people are looking for something particular or if Parcel Care are behind on what they offer their employees. A SWOT analysis would be a good tool to use as it focuses on strengths, weaknesses, opportunities and threats (CIPD, 2025e).  
	In order to retain staff, ParcelCare are encouraged to revisit some of their benefits and flexible working arrangements. According to the CIPD (2025d), 56% of organizations have concerns over retention and reported that employees look at what work-life balance and personal wellbeing options the organization offers when they are considering employment. Work-life balance has a different meaning to everyone and this can range from reduced or compressed hours, hybrid working, flexi-time to name a few. These are all options that can help retain staff (CIPD, 2023a). Personal wellbeing packages such as offering an employee assistance scheme for example is also an option to consider as again, this can help retain staff when they feel the organization is concerned about their wellbeing. This also has a positive impact on organizational success when an organization has various ways in which they deal with employee wellbeing (Armstrong and Taylor, 2023).   

Explain the impact of changing labour market conditions on resourcing decisions at ParcelCare. (AC 1.2)

Labour market conditions are forever changing because of the dynamic global economy, affected by things such as technology, policy changes, and economic conditions. Organizations must adapt to changing labour markets if they want to ensure they remain competitive, maintain operational efficiency and sustainability (CIPD, 2025f). Workforce planning that is based on labour market facts and figures can support decision-making, anticipate trends and be proactive in an ever-changing talent pool of people. 
A changing labour market will significantly impact on how any organization decides to resource. In 2024, figures from the Recruitment and Employment Confederation (REC) showed a reduction in the number of permanent staff and new starters and an increase in redundancies (Partington, 2024). When the number of positions available is less, this means there is a bigger pool of candidates to choose from. When unemployment rates are low, this means there is more competition for skilled workers (Taylor and Woodhams, 2022). Depending on unemployment rates, ParcelCare could tailor their approach to recruitment to align with what’s happening in the labour market. For example, if there aren’t many skilled workers out there, ParcelCare could focus on upskilling existing staff. 
	Technology is rapidly changing the way we work and can surpass education and training systems which in turn creates skills shortages. Organizations such as ParcelCare, could take the view that it is better to look for a certain type of person with certain skills and invest heavily in upskilling them to fulfil critical roles. Technology can also affect resourcing decisions, when there are labour shortages, this can prompt organizations to look at adopting a more IT automated approach, which in turn lessens the need for human labour, but could increase the need for tech-savvy professionals (CIPD, 2025g). Therefore, it’s important to keep up to date with external factors such as technological advancements, to inform decisions on hiring needs.
	Demographic changes within the labour market can also affect resourcing decisions. Ageing populations, migration, and work-life balance force organizations to adapt and offer flexible roles and inclusive workplace cultures. Since Covid-19, we have seen a huge increase in the number of remote working. Covid-19 changed the way we work, and organizations had to adapt to ensure they could keep going. By offering remote working, means organizations can accept a pool of candidates beyond their geographical boundaries, adapting hiring decisions to demographic changes (CIPD, 2025h). For ParcelCare, this approach may only be applicable to certain roles, it would not apply to drivers as they need to be within their geographical boundaries. However admin roles could potentially be offered remote working. Ultimately, ParcelCare needs to ensure they are constantly being updated with what the labour market is doing to enable them to make informed decisions on their resourcing approach. One way they can do this is from the CIPD’s Labour Market Outlook report which provides an early indication of changes to the labour market, specifically around recruitment, redundancy and pay (CIPD, 2023b).

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 crucial for any organization; it is the process of balancing the availability of skilled workers against the demand of workers. There are many elements to workforce planning, but it all comes down to getting the right amount of people with the right skill set and at the right time and place to meet the needs of business and achieve its goals. This is done through forecasting future workforce needs, identifying talent gaps, and succession planning (CIPD, 2024a). 
According to a podcast held by the CIPD (2019), workforce planning, once popular in the 60s-70s, is resurging because of economic uncertainty, skills shortages, technological advancement, and employment rates. Its benefits include clearer strategic direction, better alignment between HR and business goals, improved talent acquisition and development, better retention rates, potential cost savings, and enhanced agility and responsiveness to change (CIPD, 2019). 
Workforce planning prepares for uncertainty and responds to external changes such as technological advancements (e.g., AI). It also aligns talent with strategy through reviewing talent acquisition, development, and retention to ensure they align with long-term business goals. Workforce planning improves decision-making through data and insights from across the business to better inform decisions about staffing and skills needs (Armstrong and Taylor, 2023). Organizations can also be more flexible and resilient when they look at workforce planning by anticipating future needs and building adaptable workforce models (Taylor and Woodhams, 2022). 
Return on investment is key in workforce planning, and it does this by supporting organization to avoid overstaffing or understaffing and reducing costs. Workforce planning highlights gaps in diversity, skill set, or progression, which enables a more inclusive and strategic talent development (CIPD, 2019).
Effective workforce planning can improve operational efficiency by preventing overstaffing, which causes waste, and understaffing, which could have an impact on delays. For example, during the Christmas period, which would be a peak time for ParcelCare, they could forecast demand and bring in trained seasonal drivers to avoid missed deliveries and improve operations. By doing this, it would also influence cost management by reducing unnecessary overtime and recruitment costs. Effective workforce planning would impact on customer service as it would improve reliability and enhance customer satisfaction and loyalty, which will have a long-term impact on ParcelCare. There are just a few examples of how workforce planning can have an effect on the overall organization’s success. 

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 concept of workforce planning means analyzing and forecasting an organization’s workforce requirement; it means making sure the business has employees with the right skills, ensuring they are in the right role, at the time required. Workforce planning will assess the current employees within an organization, predict any future needs and implement strategies where needed (CIPD, 2024a). Workforce planning is important as it ensures efficiency, aligns with the organization’s strategy, reduces costs (Organ, 2024), improves talent management and allows adaptability to external situations (Buckner, 2025)
One technique that could be used is to do a SWOT analysis, this will provide the organization with a strategic, big-picture view of its current and future employment requirements. SWOT stands for strengths, weaknesses, opportunities and threats. Analyzing the strengths will help get an understanding of what works well, for example, high employee engagement and using this information to help the organization grow and develop. Weaknesses analyze what isn’t working such as skills gaps and help identify areas for improvement. Opportunities identify emerging trends and or changes in the market that could guide your decision when identifying recruitment needs. Threats identifies external concerns and helps prepare for a contingency plan (CIPD, 2025a). The benefits to using a SWOT analysis to perform workforce planning include strategic alignment, cost efficiencies, risk mitigation, improved decision making and employee development. The cons include time and resource restrictions, external and internal uncertainties and resistance to change.  
Another technique to consider is workforce analytics. This technique uses data and metrics to predict the workforce requirements. Data helps make informed decisions about hiring, training and retention through raw numbers and turning them into actionable goals (Armstrong and Taylor, 2023). Data can help forecast talent needs by looking at growth, retirements and turnover trends that will guide the organization on focus areas. Analytics also provides information to enable the organization to analyze employee skills to support it and make plans around upskilling or recruitment. Analytics can be used to identify reasons for turnover which will help the organization make informed decisions should anything need changing (CIPD, 2025k). 
ParcelCare could also consider doing a skills audit which is a systematic assessment of the current employee skills against future needs of the business (Armstrong and Taylor, 2023). A skills audit identifies skill gaps and training needs, aligns employee capabilities with organizational goals, supports succession planning and internal mobility. This type of exercise is conducted through employee surveys, interviews and employee performance evaluations. However, it is a time-consuming exercise and is resource intensive. It may rely on subjective self-assessments if not properly validated.

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)

ParcelCare currently advertises vacancies on their website and then interviews shortlisted candidates. These are great recruitment and selection methods, but I feel ParcelCare should broaden their methods.
	Company websites and social media are great platforms to advertise roles. This can be done on sites such as Linkedin and Facebook. One of the benefits of advertising via company websites and social media is the fact that it reaches a wider, more targeted audience, it’s a cost-efficient way to advertise, it’s quick and efficient, and it enhances employer branding (CIPD, 2024e). Advertising through social media can reach too many people and therefore an organization can be inundated with applicants that aren’t suitable or qualified. However, advertising through the company website may not reach as many people if the website isn’t well-optimized for search engines and may not reach passive candidates (The Guardian, no date). 
	Interviews are a great selection method as they assess the candidate’s suitability based on their skills and experience. They provide a two-way exchange which will benefit both employees and employers. Interviews provide flexibility as they can be tailored to the role advertised. However, interviews can also be subjective and biased when questions are inconsistent (CIPD, 2024f).  
	Employee referral programs are a great method to reach potential applicants. These programs often see a higher retention rate whilst also providing a higher quality of candidates. They often come with more knowledge of what the role entails. Employee referral programs can however see a less diverse workforce and be subject to bias where applicants are based on personal relationships rather than merit (Indeed, 2025b). 
	 Assessment centres are a great selection method as they provide a holistic evaluation that uses a combination of exercises such as role play to assess competencies. They provide a realistic job simulation which tests candidates in scenarios they would experience in reality (Waite et al, 2021). This offers candidates a better understanding of the role. However, assessment centres can be cost and resource intensive. They can be quite stressful for candidates which may not give a true representation of their character (Armstrong and Taylor, 2023). 
In summary, effective, expanding methods could improve reach and fairness. Online platforms broadens reach and enhances branding, though it may attract unsuitable applicants. Interviews are useful for assessing skills and fit, but can be biased and inconsistent. Referral Programs provide quality candidates with higher retention but may reduce diversity and introduce bias. And finally, assessment centres offer realistic evaluations and deeper insights, though costly and potentially stressful for candidates.

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 refers to the number of staff who leave the company over a specific period, usually measured on a year-on-year calculation. The reasons for employee turnover can vary and can be anything from redundancy to resignation. Therefore, it refers to voluntary and involuntary leavers (CIPD, 2025c). At ParcelCare, the turnover rates are much higher than what the organization would like to see and therefore it’s important to try and understand this further. In the People Profession 2023 report conducted by the CIPD (CIPD, 2023), the report found that workforce planning including retention, was in the top 5 workforce priorities in the UK and Ireland. 
Avoidable turnover is defined as the company being able to take steps to retain the employee (Taylor and Woodhams, 2022). This could be done through better management practices, or improved working conditions. An employee may not like the way their manager decides to run the department and decides to leave. This could be avoidable if the employee and the manager discussed and addressed concerns as retention is best achieved through a supportive and caring workplace (Thomas, 2019).  
Unavoidable turnover means when employees leave an organization due to reasons outside of the organization’s control (Taylor and Woodhams, 2022). This includes reasons such as retirement, ill-health or relocation. An example of this could be that ill health has caused the employee to leave the organization as they can no longer perform their normal duties. 
In summary, avoidable turnover is rooted in workplace issues the company can address, which includes things like improving communication and leadership. Whereas unavoidable turnover is driven by external or personal factors that aren't linked to how the company operates.
Push factors are defined as employees leaving the organization due to negative aspects of the role. This may include poor working conditions, conflict with colleagues, or lack of career development (Clark, 2022). Internal factors such as a more visible career development strategy could reduce the number of leavers. 
Pull factors refer to attractive offers from outside of the company that entice the employees away such as better pay, benefits or more career opportunities (Chowdhary, 2024). 
To summarize the main differences between push factors and pull factors; push factors drive employees away because of what's wrong inside the organization. Where pull factors attract employees elsewhere because of appealing opportunities outside the organization. 
Avoidable turnover and push factors can often be associated as both may be avoided with internal improvements. Similarly, unavoidable and pull factors can also be related where external influences attract employees away. Organizations can typically address avoidable turnover and push factors proactively while unavoidable turnover and pull factors require competing more effectively in the job market.

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)

Staff retention is an important part of any organization. ParcelCare are experiencing a high turnover of warehouse staff where there is strong competition in the labour market. It’s important that ParcelCare explore a variety of retention strategies in order to maintain a stable and productive workforce. 
One retention strategy includes realistic job previews where candidates are provided with an honest review of what the job entails before they are onboarded. This reduces turnover by ensuring the candidates have an honest view of what the job is and realistic expectations. However, on the downside, this can discourage some candidates, especially where communication may be on the poor side or they have understood something not in the way it was meant (Indeed, 2025a). 
Induction is another strategy to consider where employees are welcome and integrated into the company. Some of the benefits of a strong induction process include new employees feeling supported and reducing the risk of early turnover. The risk of not doing a successful induction includes employees feeling disengaged and overwhelmed (CIPD, 2024c).
Job enrichment is another important retention strategy and includes adding more meaningful tasks and responsibilities which will enhance the employee’s job role. This will make the job more satisfying, which will increase the employees’ engagement. However, this may not be suitable for all employees and job roles (Herrity, 2025). 
Rewards are also a retention approach which could include financial incentives such as a bonus for example. Other non-financial incentives include recognition and career development. Rewards are a powerful motivator for retention. Some of the negatives of rewards include additional costs to the organization, and the risk that this might create a transactional relationship with the workforce (CIPD, 2025i). 
The main similarities with all these strategies are that they are all aimed at enhancing employee experience and keeping staff engaged long-term but need thoughtful execution to be effective. They differ in when they're applied, for example pre-hire vs. onboarding vs. during employment, how they motivate retention, and who they benefit most depending on context. For ParcelCare, all strategies would have their benefits, and all come with their negatives. My proposal to ParcelCare is that they review their induction process initially and then move on to non-financial recognition, so to start on a smaller scale and review how these strategies have been responded to and then develop this even further by possibly then looking at realistic job previews for example. 

To influence the senior leadership team to accept that employee turnover should be addressed, explain the impact of dysfunctional employee turnover. (AC 3.3)

Dysfunctional turnover refers to valuable or high-performing employees leaving an organization which has a negative impact on productivity, morale, or business outcomes (Taylor and Woodhams, 2022). Functional turnover has the opposite meaning where underperforming employees leaving the business can be beneficial. Dysfunctional turnover could be damaging to ParcelCare due to the competitive labour market and the importance to retain skilled workers.
Dysfunctional turnover can have a huge impact on productivity because when experienced workers leave, it can lead to a loss of valuable knowledge and skills which can weaken team efficiency and decision-making (Taylor and Woodhams, 2022). High performers are often much more productive than average staff and therefore their departure can slow down projects, disrupt workflows and increase workload for remaining staff.
Dysfunctional turnover impacts morale where frequent departures can create a sense of uncertainty and instability. As a result of this, employees may feel less engaged and reduce job satisfaction, which could then increase the number of employees leaving (Choi, 2025). This can damage the culture when staff question leadership. This may put the organization’s reputation amongst staff at risk as current or exiting employees may share negative comments which may harm the employer brand and affect future hiring processes. 
There are also the financial costs that are associated with high turnover. Some of these costs include direct costs such as recruitment and training, as well as some of the indirect costs, for example loss of productivity and the time spent looking for new staff (Hall, 2019). This can also impact other areas of the business and budget which could impact the organization’s growth and success.  
Customer satisfaction is also a point for consideration where frequent changes in staff can impact on customer satisfaction and service quality. Customers may experience delays or errors when new staff don’t yet have all the knowledge. This can have a huge impact on ParcelCare’s reputation and could potentially lead to a loss in business (Taylor and Woodhams, 2022). 
The senior leadership team should recognize that addressing and investigating turnover will support data-driven decisions. This will help the team identify the main causes for turnover which may lead to things they can change and give them a competitive advantage to retain high performing employees which will positively affect the performance of the business and ultimately save money (CIPD, 2025j). 

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)

There are many types of contracts ParcelCare could look at, but it’s important to remember that all contracts require certain elements such as, an employee must be given their contract on or before their first day of work, it is a legally binding agreement, and a contract must include certain information such as pay, holidays, notice period etc (CIPD, 2024d).
Permanent, full-time contracts certainly have their place, and these contracts offer stability and security to both the employee and employer. For the employee, this increases job satisfaction and retention. For the employer, this ensures a consistent and reliable workforce (CIPD, 2023c). The biggest downside is that at ParcelCare, there are peak seasons, and these contracts aren’t as flexible when it comes to working different or additional hours which can be costly and inefficient. 
	ParcelCare could consider part time contracts as an alternative as these contracts provide more flexibility which will allow them to increase or decrease the workforce according to demand. Pay and leave are given in proportion to the hours they work (ACAS, 2024). One of the main pitfalls with these contracts is that it may lead to lower employee commitment and higher turnover (Daniels, 2024). 
	ParcelCare may also want to consider zero-hour contracts. These are contracts that have no set number of hours the employee must work, ParcelCare may call on workers as and when they are needed (Daniels, 2024). These contracts offer maximum flexibility, and are useful during peak periods. They have many cost associated benefits such as lowering the workforce during quieter periods where there will be fewer wages to pay. One concerns with zero hour contracts is they can lead to instability and dissatisfaction which in turn could have an effect on the productivity of the organisation, lower moral and affect the customer service (CIPD, 2021). 
	The positives of permanent contracts are that they provide job stability and security and encourage employee loyalty and retention whereas part time contracts are more adaptable to business needs meaning they can attract a wider pool of candidates such as students, and they have lower labour costs than full-time employment. Zero-hour contracts offer maximum flexibility for employers and are useful during seasonal demand and have lower costs.
	The weaknesses of permanent contracts are they are less flexible, can be costly and harder to scale down quickly. Part time contracts may result in lower employee commitment and have a higher turnover where zero-hour contracts can lead to job insecurity and is harder to build a reliable, engaged workforce. 
	My recommendation is that ParcelCare use a variety of contracts as mentioned above to offer stability and flexibility to the organization. 

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)

Onboarding means integrating a new employee into an organization which includes orientation, where the employee is introduced to company culture, policies and team dynamics. It includes training, ensuring the employee has all the tools and skills they need to do their job. This process involves integrating the new employees to form connections with their colleagues and encouraging them to work as a team. They must have clear expectations and goals that align with organizational objectives. It also includes a support system from their line manager and peers (Waite et al, 2021). 
Onboarding is an important aspect of the employee lifecycle such as giving the new employee the confidence that they are part of a team and transitioning them from the recruitment stage. Engaging them with the team early which will increase connections and trust. Successful onboarding reduces turnover by helping the employees feel valued and helps the employee understand where there could be potential career opportunities. This increases their commitment to the organization (Taylor and Wodhams, 2022). When new employees feel equipped, supported and welcomed, they are more likely to stay. 
	A well-structured onboarding process helps new employees become productive quicker when they receive proper training and guidance, which ultimately leads to quicker integration and less downtime (ACAS, 2015). This will help the team meet their goals in a productive and faster way. This could include, ensuring the employee has a full detail of their job description and any SOP’s linked to their role. 
	A successful onboarding process will increase employee engagement and morale. When a new employee feels the organization is invested in them, the employee will feel a sense of belonging and motivation. This will make the workforce more engaged and committed which will help the organization succeed and increase performance and job satisfaction (CIPD, 2024c). 
	A well-structured introduction into the organization will help the employee integrate and understand the company’s culture. This is an opportunity for the organization to introduce the employee to their values, mission and practices which will help the employee understand what the company is trying to accomplish, their goals, and what their part in that process is. This also gives the organization an opportunity to ensure the new employee is fully aware of all company policies which will reduce the possibility of errors. This entails training on health and safety and legal requirements which are all extremely important elements of any organization to keep their staff safe and working within their parameters. This will minimize risks and the possibility of costly errors (Armstrong and Taylor, 2023). 
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