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Project Context.
This advisory plan will cover Talent Development within the workforce of the Carmarthenshire Bay Film Festival (Carmarthenshire Bay Film Festival – CBFF Homepage, 2026). CBFF is a cultural event that encourages local filmmakers in the South Wales region to showcase their work to the local community. From a HR point of view, the film festival operates on the quality of delivery via their outputs of attendees and overall staff participation. By prioritizing staff members within an event company, it fosters a supportive work culture (LinkedIn, 2025).
Potential filmmakers, industry professionals, and the local community are prime target material for CBFF. When CBFF reaches their target market, they are also considered a hospitality-driven event as they are prioritizing guest needs and satisfaction where operational and audience professionalism are the key to a successful event. 
[bookmark: _Int_dAt8R1mS]As CBFF operates on a high-operational cost, but low-profit basis, their service levels are considered mid-range. This is due to the event being a not-for-profit business, which favors the attendees massively as most of CBFF’s events are either free or very budget friendly (Rivers, 2025). Low budget, events-focused events make sure that each and every one of CBFF’s staff is taken care of, while also maintaining guest and service excellence. 
Talent development is critical for events such as film festivals as it gives the staff involvement and a sense of belonging. Encouraging staff to develop their skills within the workplace enhances workplace morale, and makes the staff feel like the business is investing in their growth within the company (EHL Graduate School, 2024). Talent development helps event organisers notice staff of high priority, to help them reach workplace promotions, and feel more important within the workplace. 

Problem or Opportunity Identification.
The main problem CBFF are facing, is that they don’t publicise and promote their staff’s success stories within the business via social media, or newsletters etc, meaning that they lack a structured and consistent approach to talent development. As CBFF rely on temporary / volunteer and seasonal staff, certain areas of the event will take a hit, such as the lack of knowledge from the seasonal staff themselves, and overall reduced staff confidence and performance. (Solving volunteer problems, no date) These challenges impact serve quality and overall guest experience. Without CBFF training and promoting their staff to their full potential, it damages the brand reputation, and audience satisfaction with repeat attendees.
On the other hand, this problem within CBFF could highlight a significant improvement to be made within the business. If a structured talent development strategy was implemented, CBFF could enhance and improve their staff visibility, meaning that every one of CBFF’s members of staff will be seen and heard for their progression and succession within the workplace. (Point solutions or an integrated solution: why choose?, 2026) This would significantly improve its brand reputation and competitiveness within the local tourism industry.
Academic Theory & Literature.
Service-Profit Chain.
[bookmark: _Int_SfQxQFrO]By implementing the Service-Profit Chain (Hessket, Sasser and Schlesinger, 1997) it demonstrates the way staff should be valued within the workplace, and how it will return to the workplace as a profit in the near future. Within the events industry, well-trained and emotionally supported members of staff are a lot more engaged and willing to put into the business than most members of staff. For CBFF, it is vital to have this balance with staff as the workforce is the core of improving and maintaining guest experiences and ensuring repeat attendees. While promoting and noticing staff succession stories and talent development, it ensures staff and customer loyalty to CBFF itself.

Human Capital Theory.
Within CBFF, the Human Capital theory (Becker, 1993) mainly emphasises that staff within the workplace have a variety of skills and knowledge, ranging from person to person, in which they are very valuable assets to an events team. Becker suggests that the more time and effort managers put into the staff, the larger their return of profit and investment due to staff productivity and enhances overall guest experience and performance during the event itself. For CBFF to improve on their HR team, they need to start investing in their staff more and prioritising promotions and recognising various talents within their team.

Psychological Contract.
Psychological Contracts within organisations and businesses highlight the unwritten expectations of employees within the workforce (Rousseau, 1995). By implementing verbal expectations, it makes staff feel more confident within the workplace of the duties and responsibilities of the job role and can overall make a lasting impression on the organisation, leading to ultimate staff togetherness and further guest satisfaction. By doing this, staff will respond to tasks in a positive manner, as they will have a more structured approach to their duties and roles within the workforce.

Motivation Theories.
[bookmark: _Int_cDYfM8iK]According to Herzberg, motivation and hygiene factors are essential for creating a balanced and productive work environment (Herzberg, 1959). Motivators such as recognition within the workplace lead to staff satisfaction and motivation. On the other hand, hygiene factors such as working conditions prevent dissatisfaction within staff working events. These two factors go hand-in-hand, ensuring the working conditions are suitable and safe for individuals to work in, but also to feel seen and heard.  Similarly, (Maslow, 2021) suggests that individuals within the workplace should satisfy low-level needs such as eating during work, but then advancing on satisfying higher levels of needs such as self-actualisation needs which entails creativity in the workplace and recognising various strengths and weaknesses and adapting to them. By entailing Maslow’s theory through training within CBFF, it will strengthen the workforce and make staff feel valued and supported within their roles and responsibilities.

Talent Management Theory.
Within talent management, it is very important to attract members of staff that meet the needs of the events bare minimum standards. Talent management is also vital for employees working for CBFF as it ensures that employees are getting seen and heard for their diverse characteristics and various talents (Danao, 2022) Employees value talent organisation within the workforce as it makes them feel more valued by managers. For CBFF to become more organised, they should implement a structured approach to talent development meaning that they should create more training programmes and also recruit a more permanent workforce, so they can continue the standard of guest satisfaction and experiences throughout.

Advisory Operational Plan.
Objectives.
The primary aim of this advisory operational plan is to create a structured talent development strategy that can be sustainable and suitable for both employees and employers of CBFF. This plan will ensure staff capability and strengthen employer organisational skills within the workplace. By creating this advisory plan, it will take CBFF away from the informality of temporary staff, or volunteering staff, and value their staff to the point they are irreplaceable assets of the festival. (Royal Voluntary Service, 2024) Between festival cycles, temporary volunteering staff could lose knowledge of the roles and responsibilities necessary for the job role, so implementing a workforce with permanent members of staff would greatly improve CBFF’s brand image and reputation.

Key actions / strategies.
[bookmark: _Int_nkxLL6wK]By not having any sort of training programme, staff within CBFF can lose knowledge of the roles within the job role in CBFF. (Herrity 2025) To sway from this problem, CBFF could introduce mandatory training sessions prior to each festival to refresh temporary staffs memory, for them to do their role-specific jobs to the full potential, leading to potential promotions within the workplace. Various sessions before each festival should include main topics such as addressing customer excellence and communication skills, mandatory health and safety procedures, guest satisfaction, and diversity and inclusion awareness. These mandatory training sessions will benefit staff within CBFF greatly, as well as the management team as staff will have a clearer outline of their roles and responsibilities. By introducing role-specific workshops, it gives each department a clearer understanding. 






Who is responsible?
For this change to be successful, primary responsibility lies within the festival management team, but specifically HR. Management will ensure that training runs smoothly, and each member of staff feels valued, and seen within the workplace for talents and capabilities. Staff development should be treated seriously within the workplace in CBFF as managers and organisers of the festival will get great benefits from staff being highly knowledgeable about their departments, as well as other core departments within CBFF. (What is a department manager: Responsibilities and skills, 2025) Volunteering managers will be expected to organise said training sessions and workshops, ensuring that training hours fit around staffs' personal lives as well as in the workplace. Within each department, supervisors and managers will play an important role on briefing up their staff before each film festival for around fifteen to thirty minutes prior to the show, ensuring everyone understands their roles and responsibilities throughout the event. Finally, some responsibility lies on the staff themselves, as they need to participate in each training session, ensuring they turn up accordingly. 

Resources Required.
A few factors of succession within this change resources wise, would entail digital learning resources, as CBFF could do hybrid workshops, working online, and face-to-face with their staff. (Watson, 2026) Overall, CBFF need to implement a combination of technological, financial and HR resources to provide a successful training scheme for their staff. However, as they operate on a low-cost but high-operation cost basis, they need to think of cost-effective approaches wherever they can, to make their festival company stay financially stable. Technological resources will ensure that training materials such as manuals, schedules, run sheets and evaluation sheets are stored efficiently. Additionally, training spaces, meeting rooms, and social gatherings will also be required for these training sessions for CBFF to maintain a good brand image. Although these training sessions will put CBFF under short-term financial stress, developing and enhancing staffs' talents and development can be seen as a long-term investment within CBFF.

Expected Outcomes.
Following the succession of the training programmes within CBFF, there are multiple successful outcomes possible within staff talent development strategies. Firstly, staff capability and confidence in each department are likely to develop through staff training programmes via hybrid and in person training techniques. (Sherman, 2010) This should lead to more professional and consistent standard of guest service within the guest satisfaction sector. Secondly, the organisation will recognise staff talents more, leading to more promotions, with a much stronger workforce, where everyone will feel included, and part of a team. Improved and adapting to knowledge within the workplace will not only improve guest satisfaction and retention, but ensure that all staff feel seen and heard.




Conclusion.
To conclude, talent development is a critical value within the workplace when working within the events and festivals industry. For the Carmarthenshire Bay Film Festival, they could add additional training resources that could further develop and skyrocket their organisation further. The absence of a talent development approach leads to staff feeling unappreciated, unorganised, and puts service excellence and brand reputation at risk. (Chen, 2024) By CBFF training and valuing their employees more, it will benefit the company massively, as staff will turn up to work feeling appreciated, and will more than likely become permanent employees to CBFF. By following structured theories such as Herzberg and Maslow, CBFF will become more aware of their staffs needs and desires within the workplace.



















Reference List.
1. Advantages of Prioritizing People and Culture in Event Planning
2. Becker, G.S. (1993) Human Capital: a Theoretical and Empirical Analysis, with Special Reference to Education. University of Chicago Press.
3. Carmarthen Bay Film Festival - CBFF Homepage (2026) Carmarthenbayfilmfestival.co.uk. Available at: https://www.carmarthenbayfilmfestival.co.uk/.
4. Chen, R. (2024) The Value of Employees: Understanding and Appreciating Their Contributions, Bucketlist. Available at: https://bucketlistrewards.com/blog/value-of-employees/.
5. Danao, M. (2022) What Is Talent Management? – Forbes Advisor, Forbes. www.forbes.com. Available at: https://www.forbes.com/advisor/business/what-is-talent-management/.
6. EHL Graduate School (2024) Employee engagement: The method behind hospitality success, hospitalityinsights.ehl.edu. Available at: https://hospitalityinsights.ehl.edu/employee-engagement-method-hospitality-success.
7. Heskett, J.L., Sasser, W.E. and Schlesinger, L.A. (1997) The service profit chain : how leading companies link profit and growth to loyalty, satisfaction, and value. Free Press.
8. Herzberg, F. (1959) The Motivation to Work. 2nd edn. John Wiley & Sons.
9. Herrity, J. (2025) The importance of training employees: 11 benefits, Indeed. Available at: https://www.indeed.com/career-advice/career-development/importance-of-training.
10. Rivers, E. (2025) Charitable Events Explained: Purpose, Planning, and Powerful Impacts, Bristol Community Connect. Available at: https://emerge-bristol.co.uk/charitable-events-explained-purpose-planning-and-powerful-impacts.
11. Rousseau, D.M. (1995) Psychological Contracts in Organizations : Understanding Written and Unwritten Agreements. Sage.
12. Royal Voluntary Service (2024) Benefits of Volunteering | Royal Voluntary Service, www.royalvoluntaryservice.org.uk. Available at: https://www.royalvoluntaryservice.org.uk/volunteering/why-volunteer/benefits-of-volunteering/.
13. Solving volunteer problems (no date) NCVO. Available at: https://www.ncvo.org.uk/help-and-guidance/involving-volunteers/supporting-and-managing-volunteers/solving-volunteer-problems/.
14. Sherman, F. (2010) Why Is Promotion Important for a Business?, Bizfluent. Available at: https://bizfluent.com/about-7221403-promotion-important-business-.html.
15. Point solutions or an integrated solution: why choose? (2026) Planon. Available at: https://planonsoftware.com/uk/resources/white-papers/point-solutions-or-an-integrated-solution-why-choose/?utm_source=bing&utm_medium=cpc&utm_term=workplace%20management&utm_campaign=uk_search_manual_broad&utm_content=&msclkid=85f6d82cbb3f1baf0297b22fd0d764c5 (Accessed: 12 May 2026).
16. Maslow, A.H. (2021) Maslow on management. John Wiley.
17. What Is a Department Manager: Responsibilities and Skills (2025) CLIMB. Available at: https://climbtheladder.com/what-is-a-department-manager-responsibilities-and-skills/ (Accessed: 13 May 2026).
18. Watson, T. (2026) Hybrid Workshops Guide: Best Practices for 2026 Success - My Training Network, My Training Network. Available at: https://mytraining.net/hybrid-workshops/ (Accessed: 13 May 2026).








