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A case study is an in-depth inquiry into a topic or phenomenon within its real-life setting (Yin, 2018). The ‘case’ in case study research may refer to: a person (e.g., a manager), a group (e.g., a work team), an organisation (e.g., a business), a change process (e.g., restructuring a company and an event (e.g., an annual general meeting) (Saunders et al., 2019, p. 196). 

For this research project, a case study will be conducted, based on the human resources procedures of PGL, an outdoor pursuit company. This company is for young people, teachers, group leaders and parents as the UK’s leading outdoor education Provider. PGL has been delivering inspiration learning through adventure since 1957 and has grown enormously. PGL management are listening to customers and staff to invest and innovate to provide the very best combination of adventure activities, courses, equipment, accommodation, food and service (PGL, 2023). Primary data will not be relevant due to the sensitivity of the topic and the difficulty of finding the data. As such, secondary data will be the main sources.

Purpose of Research Activity (whole portfolio)
To develop the ability of students to engage critically and innovatively with theory and/or practice relevant to their studies subject areas in order to produce a discipline specific in-depth project. 

The purpose of this research activity is to analyse the Human Resources (HR) procedures of PGL as an outdoor pursuits company. Namely, it will focus on how the company supports its employees who have learning differences, their training and development procedures, performance management, and further compare its business position with a competing company. 

Research Question
HR procedures within Outdoor Activity industries – Inclusivity and Diversity at PGL.

Aims of Research Activity
· Analyse the recruitment process for people with disabilities and their experience in the workplace in the UK using media and content analysis.
· Suggest ways in which the experience of employees can be improved.
· To look at the HR procedures and business practices of PGL. 

Objectives of Research Activity 
· Examine how PGL applies reasonable adjustments for employees with learning differences. 
· Analyse how PGL provides training and development opportunities and reviews performance management. 
· Analyse the business reputation of PGL using Netnography. 
· Compare the business practices of PGL with a competitor company (Kingswood). 

Proposed Secondary data methods 
· Case Study - Documentary evidence from public sources (website, company report), Reflective piece about the recruitment process at PGL compared to other jobs.
· Netnography 

Portfolio Piece 2- Case Study 5,500
The case study will specifically focus on one of the sites of PGL, Bawdsey Manor, which is located in Suffolk and outline the personal experience of the recruitment process at the site.

Epistemology is relevant to this case study to find the most important information for the topic, gathering sources, (Baskarada, 2014). Epistemology means ‘information of knowledge, through: methods, validity and scope. How knowledge is gathered from a range of sources’, (Korstanje et al., 2016, p. 208-221). Subjectivity is the “quality of being based on or influenced by personal feelings, tastes or opinions. Existing in someone’s mind rather than the external world” (Uriely, 2005, p. 199-216). This will be important to gather opinions on PGL and within disability spaces specifically verbal dyspraxia. 

Objectivity is the “quality or character of being objective: lack of favouritism towards one side or another: freedom from bias; society and culture”, (Wiguna, 2008). This will be relevant to the comparison of the two different companies as there will be no favouritism to either company. Triangulation is the “(in surveying) tracing and measurement of a series or network of triangles in order to determine the distances and relative positions of points spread over an area”, (Carter et al, 2014). This may be useful to measure where both companies work and to consider which company work as a bigger scale.

The amount of data that will be gathered for this will depend on how much information previous employees and employers disclose. When researching the topic, the research onion will be used to find the information. Using quantitative and or qualitative research depends on the case study and which be mixed (Almalki, 2016). The nature of the research project would be either: exploratory, descriptive, explanatory, evaluative or a combination of these. Considering potential ethical concerns. 

The case study will be structured as: 
· Introduction and overview of PGL.
· Secondary Data Collection and Reflections

1. Evaluate the current reputation of the company, so that potential areas for further improvement can be identified. This will be done by conducting Netnography using review websites including Trip Advisor, Kaddi and Glassdoor. 

Netnography analysis is based on the collection of consumers' reviews containing detailed information about their experiences published on the Internet. Compared to other qualitative research techniques, the distinctive value of Netnography is that it excels at telling the story, understanding complex social phenomena, and assists the researcher in developing themes from the consumers' points of view (Kozinets, 2002; Rageh et al., 2013; Vo Thanh and Kirova, 2018).

Review platforms such as TripAdvisor, Glassdoor and Kaddi are good sources to review companies or experiences as it provides first-hand experience from different types of people, thereby offering various opinions, (Alijahdali, 2016). The drawbacks of using review platforms however, is that some people may exaggerate claims or not tell the truth. It is also subjective, what one person may perceive to be good may not be by another (Vinay, 2019).

2. Comparison of PGL with a competitor (Kingswood). Explaining the differences between the two organisations and reviewing the reviews to see whether PGL is the leading competitor.

Kingswood is ‘group residential adventures and outdoor activity centres’ providing year-round adventures that encourage both adults and young people to build confidence and resilience; exploring residential programmes and outdoor activity centres across the UK and beyond (Kingswood, 2024). The website advertises reviews from Glassdoor and Kaddi for comparisons.

Sites that both organisations have:
· Kingswood; 11 locations across the UK and 4 in France
· PGL Adventure; 1 Wales, 1 Scotland, 13 England and 3 in France 

PGL has more sites than Kingswood across the UK and France. More depth of information will be in the case study as examples below in ‘looking at’.

Looking at:
· Costs comparison (which is better in all areas e.g., catering, housekeeping and activity instructors (AI)/ Group Leaders (GL)
· Is it worth the money?
· Locations
· Productivity – how the product is different to each other. 
· How many employees, how much both are paid.

3. Personal reflection on the experience of recruitment as a person living with verbal dyspraxia.

The reflection will be based on the authors experience of the recruitment process at PGL, with consideration to how PGL considered the learning difference of verbal dyspraxia of the author.

As part of the reflection, the 7 employee life cycle stages will be discussed. The seven stages include the following: Brand attraction – which is how attractive the company is; where you first notice the company with the mission, vison and values; recruitment is the next stage which includes every stage of hiring a new employee; starting with the initial job advertisement and website demonstrating what the organisation does, purpose and brand. Onboarding is the new employees first day and the probation period; the next stage is development which is encouraging ongoing professional development, becoming smarter and happier; retention is keeping their employees through performing, developing and contributing to business success. Exit is accepting that employees leave for multiple reasons. And finally, advocacy is the employee experience across the whole lifecycle (Qualtrics, 2023; Gladka et al, 2022). This life cycle will be applied to the authors recruitment and employment experience. 

In terms of the application process, the following will be considered: whether PGL focuses on helping those with disabilities. If they asked whether additional help was needed. How the interview process was like and considering learning differences. How the recruitment staff supported the author and whether they adapted to additional needs with support. Finally, consideration on whether this experience was positive or negative and why.

Also including: how companies can make the recruitment process accessible to people with disabilities especially verbal dyspraxia.  Using past experiences to show how organisations can open up with those with a disability. Opening up the recruitment process with those with a disability. Relate to the Travel and Tourism Industry specifically outdoor pursuit companies. 

Using references from: government websites and blogs on the matter. Other sources that could be used are the following:
· https://www.inclusiveemployers.co.uk/blog/understanding-and-improving-disability-recruitment-practices/ 
· https://assets.publishing.service.gov.uk/media/5fbe437b8fa8f559e0e5cc61/disability-confident-line-managers-guide.pdf 
· https://jobs.accaglobal.com/article/improve-your-recruitment-process-for-people-with-disabilities/ 
· https://jobs.pgl.co.uk/faqs/  

Portfolio Piece 3 - Critical literature review (2,000 words)

An analysis of the experiences of employees with disability within the workplace in the UK. This will focus on: how people with disabilities are treated within the workplace. Putting theory behind each experience to see how the experience can be improved. Using multiple sources by using the search strategy.

Search strategy:

Databases to be used: UWTSD databases, narrowing down to outdoor pursuit companies within the Travel and Tourism Industry, relying on company documents/ reports and using google scholar (Aromataris and Riitano, 2014). 

Search Tools:
· PEO (person environment occuptation model) – to enable successful engagements in the chosen environments (Strong et al., 1999). This will be qualitative research. 
Example: Strong, S., Rigby, P., Stewart, D., Law, M., Letts, L. and Cooper, B., 1999. Application of the person-environment-occupation model: A practical tool. Canadian Journal of Occupational Therapy, 66(3), pp.122-133.
· SPIDER – used for qualtitative/mixed methods research using; sample, phenomenon of interest, design, evaluation and research type, Cooke et al (2012). This will be considered for the reviewing the application process with a disability to see whether more could be done to improve the process.
Example: Cooke, A., Smith, D. and Booth, A., 2012. Beyond PICO: the SPIDER tool for qualitative evidence synthesis. Qualitative health research, 22(10), pp.1435-1443.
· GOOGLE SCHOLAR – for academic sources. Using relevant information necessary.

Boolean Operators – using simple words like: and, or and the (in capital letters).

The criteria’s; include references as old as 1980s. Relevant to outdoor pursuit companies within the Travel and Tourism Industry.
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	Month:
	

	Dec 2023
	
Portfolio Piece 1 – independent project plan 2,000 words 

Portfolio Piece 2 – Case Study 5,500 words
· Current reputation of PGL
· Comparison with a competitor 
· Recruitment for someone with a disability 

	Jan 2024
	
Portfolio Piece 2 – Case Study 5,500 words
· Current reputation of PGL
· Comparison with a competitor 
· Recruitment for someone with a disability 

	Feb 2024
	
Portfolio Piece 2 Case Study 5,500 words
· Current reputation of PGL
· Comparison with a competitor 
· Recruitment for someone with a disability 

Portfolio Piece 3 – Critical Literature Review 2,000 words
Experience of employees with disability within the workplace in the UK.

	Mar 2024
	
Portfolio Piece 3 – Critical Literature Review 2,000 words
Experience of employees with disability within the workplace in the UK.

Portfolio Piece 2 – Case Study 5,500 words 
· Current Reputation of PGL
· Comparison with a competitor 
· Recruitment for someone with a disability 

	Apr 2024
	
Portfolio Piece 2 – Case Study 5,500 words
· Current Reputation of PGL
· Comparison with a competitor 
· Recruitment for someone with a disability 

	May 2024 
	
Final Finishing of the Portfolio Document with Portfolio Pieces: 1,2 and 3. Submit before May 10 2024.
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Background Information 
PGL is owned by Midlothian Capital Partners and standing for Peter Gordon Lawrence who was the founder of PGL. This company has been providing holidays and experiences since 1957 for children and young people between age 8 to 16. They provide other services such as family breaks which includes adults and church groups where all ages are welcomed (Prince and Loynes., 2016). Accommodation can be indoors or outdoors (buildings with 4 to 6 beds in room and tents with 4 to 5 in a room) depending on the budget and which site a person chooses to stay at, the time of year and weather. 

Adventure activities are undertaken with instructors who are activity trained with safety measures in case anything happened with first aid training required. They offer over 40 activities; taken place on land, water and air (rope based) to bring a difference and fun. Activities range from: team building, high ropes, raft building, historical walks to explore the area (may depend on the site), giant swing and abseiling towers with many more depending on which site (PGL, 2023). Referring to Flyvberg (2009; pg. 201) a case study is an ‘intensive analysis of an individual unit (as a person or community) stressing development factors in relation to environment’. 

Overview and Introduction
Focusing specifically on PGL Adventure (Bawdsey Manor); located in Suffolk meanwhile using the other sites to show other feedback as there is a varied rating overall for all sites around the UK. Outlining the personal experience of the recruit process through application and up to the probation period. Gathering information through epistemology to find the most relevant information. Using secondary data to evaluate the current reputation of PGL, comparative with a competitor (Kingswood) and reflection of the recruitment process with someone living with a disability (verbal dyspraxia). Beneath discusses what PGL Adventure is and a bit of background information on the organisation.

Aims and Objectives 
The aims and objectives of this case study is to do the following. Evaluate PGL Adventure and to investigate whether improvements are necessary with feedback from previous employees within evaluation platforms.  Comparison of PGL Adventure with a competitor (Kingswood Residential and Activity Centre) to see which is providing a better service. Considering how PGL considers those with learning difference and the recruitment process and evaluating the authors experience with this organisation.

1)

Using Netnography to evaluate the current reputation of this company to see whether any potential areas need improvements using; Indeed, Trip Advisor, Kaddi, Glassdoor and Trustpilot. Netnography is based on collection of consumers’ reviews about personal experiences, (Kozinets, 2002; Rageh et al.,2013; Vo Thanh and Kirova, 2018). 

Using review platforms as mentioned above to provide first-hand experience from different types of people; offering various opinions. The negatives of these platforms are: exaggerate claims and or not telling the truth; may perceive to be good may not be by another. Referring to Sen, S. and Lerman, D., (2007) suggests that negative reviews are more accurate than positive reviews as they are more trusted. The positives of these platforms are: getting your company out there for more recruitment and staff; making a name for yourself. Referring to Salminen, j., et al (2022) suggests that more people are relying on reviews and the detection of fake reviews are required which was easier to produce by using the model, GPT-2 to create a dataset for a classification of fake review detection. 

Current Reputation Generally 
Mella, P., and Gazzola, P., (2015) discusses reputation as a long-lasting of individuals or institutions; measured as the success or failure of the organisation which can affect the reputation. The current reputation of PGL that has been agreed on through the researcher’s feedback and PGL is having a first-class reputation from the highly trained staff to teach new skills and care for wellbeing; standards are second to none (PGL, 2023). Having multiple options to develop and train into better staff and higher employment as team leaders in all departments which are full time yearly roles. Team leaders encouraging development through staff being put into the deep end and learning new skills and qualities to use from the experience. According to Koval (2015) employee training and development is vital to improve training methods with the employee development. 

Training for English as a foreign language is partnered with EFA Teaching Centre in Torquay which is an international language school and is a 4-week course, EFA Teaching Centre (2024). The water sports training is invitation based only from working at PGL and is a 3-week course where you train at a PGL site and gain a paddle sports qualification with the level 1 British Canoeing Awarding Body. Training for staff to take groups on excursions near the sites as well. An example at Bawdsey Manor is groups are taken out to London, Oxford and Cambridge as they are all near the site. Focusing on areas within a few hours radius as they need to still not be too far away.

The negatives would be related to human resources (HR) and low pay rates for all staff as most roles are in the summer season which is March to November. A case study relating to the challenges of seasonal employment in tourism is (Rahimié et al, 2019) showing that there is a high level of jobs due to the flexibility for students. Another example is linked with human resources due to past experience with paperwork not being submitted at the end of the season for the next season and sending unnecessary emails as multiple emails have been sent to complicate matters to returning to PGL for another season. Using additional contacts to organise the problems. Having to sort the matters out quickly for the new season is complicated if you do not have contacts to organise everything out for you. 

The pay for all the roles is lower for what staff need to do in all departments but you would not work at PGL for pay as it’s about the experience and working with kids. The pay has increased from £10.70 per hour in 2023 to £12 per hour in the new tax year (April 6th 2024) to help with the new system coming in place across all sites and the new living wage. 

Indeed Evaluation
Indeed, is the number one worldwide side with over 350 million visitors per month available in more than 60 countries in 28 languages, covering 94% of global GDP. Giving job seekers free access to millions of jobs for networking and recruitment advertising. Founded by Paul Forster and Rony Kahan, indeed (2024). Evidence of reviews in the ‘Appendices’.

Using ‘Indeed’ to show that multiple previous employees have enjoyed working at the company at Bawdsey Manor, giving a good break from university. With good managers and good vibes on site with a variety of jobs. The positives of working at PGL is the company has and includes: scenery, helpful staff, plenty of opportunities, challenges and no two days are the same. Meanwhile, the negatives include: expensive food and accommodation. Evidence is in the ‘Appendices’ to show some of the reviews from indeed, (2023).

Trip Advisor Evaluation
Trip Advisor has grown since the year 2000 to be the world’s largest travel platform with over 8 million tourism businesses listed for travellers to rely on to get the best suggestion for traveling to the best destinations comparing prices and bookings, Rappensperger (2023). Using ‘Trip Advisor’ to evaluate the PGL experience with evidence in the ‘Appendices’. The advantage to use Trip Advisor is providing reviews of hotels, restaurants and tourism activities. The disadvantage to use Trip Advisor is the presence of biased or fake reviews (Schuckert et al, 2016).  

One review from April 2022 in the ‘Appendices’ shows that four activities were each day and two evening activities were available. This family loved the site and titled the review as a ‘superb family holiday’ and saying that everything was well maintained and that the trip felt like a week away trip instead of just a four-night stay, commenting the staff and using ‘tireless’ showing the enjoyment of all the activities (Trip Advisor, 2024).

Generally, for PGL, the ‘TripAdvisor’ reviews are mixed rating as all sites are different from 1 star to 5 star showing that all sites are different with different atmospheres as shown in the other reviews. At Bawdsey Manor in Suffolk the overall review is 5/5 as this is one of the top PGL sites as known from the overviews whilst working at PGL. 

At PGL Liddington in Wiltshire the overall review is 3.5/5 as due to safety of food, safety of the site and attitude of staff however PGL Travel have made it clear that sickness is extremely important to cover and this is being investigated on. The reviews more recently have had better reviews compared to back in 2016-2018 (Trip Advisor, 2024). 

At PGL Boreatton Park in Shrewsbury the overall review is 4/5 with the main area to focus on is cleanliness as this 3.5/5. Food poisoning needs to be looked at and cleanliness of rooms due to smells and broken light bulbs which is currently being looked at as PGL has strict food and hygiene standards across all sites. The reviews have improved since back in 2011 to today which shows that improvements are still happening to help improve all aspects of the sites (TripAdvisor, 2024).

Glassdoor Evaluation
Glassdoor is one of the largest job and recruiting sites, helping people find work is the platforms mission. The company was built on foundations to increase workplace transparency offering job listings, company reviews, salary reports and interview reviews (Glassdoor, 2023). Using ‘Glassdoor’ to evaluate PGL reputation through reviews in the ‘Appendices’. 

Shows that employees would recommend and have met lots of amazing people. Learning and gaining experience in different areas as most staff have to work in all areas around site. As shown in the evidence in the ‘Appendices’ from October 2022. Other reviews show that overall, 67% of employees would recommend working at PGL, based on 223 anonymously submitted reviews on ‘Glassdoor’ with a rating of 3.5 out of 5. This is shown from flexible working whilst in the summer. 

Kaddi Evaluation
Kaddi is a main website to easily research fun and worthwhile activities for all ages in the UK, available for: teachers, youth workers and centres, nurseries, academies and colleges. This site is nationally recognised with Quality Badge Site for good quality educational; managed and developed by the Council for Learning Outside the Classroom. As a tool to plan for weekends and holidays by parents and guardians (Kaddi, 2024).  Using ‘Kaddi’ to evaluate the current reputation of PGL with evidence in the ‘Appendices’. 

Shows that there is a massive range of activities with professional staff, aim outcomes were met with every child enjoying the trip. Some negatives include: lack of staff, facilities requiring maintenance, temperatures in rooms need to be looked at in the smaller kid rooms and accommodation in the manor a maze away from children to staff bedrooms. Moving the bigger groups into less of a maze to help school staff look after the children. The positives include amazing activities for groups and well-trained staff (Kaddi, 2023). 

Trustpilot Evaluation
Trustpilot was born in 2007 to create a vision to independent currency of trust. This is a digital platform that brings businesses and consumers together to foster trust and inspire collaboration. Hosting reviews to help consumers shop with confidence and deliver insights to help businesses to improve. With over 167 million reviews, more than 714,000 websites reviewed, 7.8 billion monthly impressions, top 1% popular website ranked with Alexa, 850 employees and over 50 nationalities (Trustpilot, 2021). Using ‘Trustpilot’ reviews to evaluate the current reputation of PGL with evidence in the ‘Appendices’.

The reviews were very positive, commenting that there was a challenging experience however travel arrangements could be better. Activities well-organised and amazing staff throughout all sites. Evening activities were varied and well organised. From all of the reviews, the main areas of improvements are: travel arrangements, HR needs to be more organised to sort money back and improvements of rooms. The PGL team have replied to relevant reviews to resolve problems. Evidence is in the ‘Appendices’ to show some of the reviews from Trustpilot (Trustpilot, 2023).

2)

Comparing PGL Adventure with Kingswood Residential and Outdoor Activity Centre (a competitor organisation) to evaluate the differences between the two organisations; reviewing the reviews to see whether PGL is a leading competitor. Looking at multiple areas which are: cost’s comparisons in catering, housekeeping and activity areas to see which is worth the money, which has the better locations and what products each organisation offers including: how many employees and how much they are paid. Both organisations are changing and developing over time to help with the future of outdoor pursuit organisations, especially with the environmental responsibility. According to Irmeli et al (2020), the study discusses pupils with experiences from the outdoor activities and how they develop with self-confidence and feelings of safety. Also comparing with pupils without the experiences to find out which is better. The results show that the pupils had a strong and clearly definable empathic relationship to nature, better social behaviour and higher moral judgements.

PGL Adventure 
PGL has multiple sites around the UK and France; 1 in Wales, 1 in Scotland, 13 in England and 3 in France. PGL stands for ‘Parents Get Lost’ or ‘Peter Gordon Lawrence’. Open between March and November in the summer season. Reviews are mostly positive with a few improvements needed as mentioned in the first section. Having a wide range of activities for school groups, families and individuals e.g., zip-lining, archery, climbing, kayaking, team building and many more. Groups may choose this organisation due to more sites around the UK and France being available to visit.

The main improve needed from the reviews are: cleanness of the sites and food portions. The website is easier to find what you need with different sections to click on depending on what you are looking for and multiple headers at the top of the website to find more information. The phone number is on the top of website if you need to call the company for any help or advise.

Using Breakroom (2024) PGL pays £10.70 - £12 per hour for all jobs with accommodation available. The company has recently increased their pay to £12 per hour due to different changes happening this summer. As you work at company for more seasons you get paid more as you have more experience. 

Kingswood Residential and Outdoor Activity Centre
Kingswood Residential and Outdoor Activity Centre has 11 locations across the UK (North Devon, Strafford shire, South Yorkshire, Norfolk, Isle of Wight, Kent, Bucks, Northumberland and North Wales) and 3 in France (Kingswood, 2024). With a range of diverse activities similar to PGL; e.g., high ropes, abseiling, problem-solving and other outdoor pursuits. Groups may choose this organisation due to being opened all year round however there is less sites to choose from. 

Designed around teamwork, personal development and learning in a fun and adventurous environment. Providing year-round adventure to encourage both adults and young people to build confidence and resilience. The website shows that there is an advisor and phone number for the website if you need any help to look round the website or to call staff for help. This is very useful if you have less of an idea with technology.

Working at Kingswood, the pay is £9.75 - £10.10 per hour with accommodation available. Leading and delivering outdoor activities such as; climbing, caving, kayaking, bushcraft, canoeing, abseiling, zip wires, raft building, hill walking, orienteering and paddleboarding, (Water sport staff, 2024).

Overall Comparison 
Both companies cater to similar audiences offering adventure experiences. The main difference is when both companies are open and where locations are. PGL is only open in the summer season (March to November) and Kingswood is open all year round (January to December). It is essential to consider locations and the goals for the group as both companies offer slightly different activities. 

As PGL has more locations this may make this company more popular due to location aspect however Kingswood is open all year round so in the winter more customers will use Kingswood due to the factor. Looking at both websites shows that the company to choose will depend on what you want and what you want to get out of working at an adventure centre.

3)

Reflecting on the authors experience of the recruitment process at PGL. Considering how PGL considers those with learning difference of verbal dyspraxia. Discussing and reviewing whether additional needs were asked of. How the interview process was like considering learning differences and how well they managed this. How the recruitment process supported the author with a disability. Whether the organisation adapted to additional needs with support. Finally, evaluating whether the experience was positive or negative and why.

The Employee Life Cycle Stages 
The recruitment process is split into objective selection, subjective selection and self-selection, (Yakubovich and Lup, 2006). Using the 7 employee life cycle stages to focus on helping those with disabilities to evaluate all stages, (Qualtrics, 2023). An example is from ‘Development of Conceptual bases of the employee life cycle with an organisation’ where there is a “client-based” approach using external and internal tools to develop and maintain the individual into the organisation, (Gladka et al, 2023). The cycle is split into: brand attraction, planning and recruitment, onboarding, development, retention, exit and advocacy and are explained below.

Brand Attraction
Brand attraction is how attractive an organisation is; noticing the company with the mission, vison and values. A recent model studies and explores the current state of knowledge about employer brand and identifies the various employer brand building blocks, (Botha et al, 2011). PGL is an attractive company due to working with children and gaining valuable experiences through different opportunities and life skills. A paper which shows brand attraction with retention in from Alshathry et al, (2017). The findings show the interactions between employee and employers recognising internal and external perspectives simultaneously with a framework which helps to develop a four-cell typology for the strategic management of an employer brand. 

PGL Adventure promotes themselves through repeat staff feedback, online advertisement and job fares within organisation and within universities to find employees. Generally, the company has adapted to my needs from the beginning with positive experiences as they have been clear and concise with what was happening. This company has always been attractive to the author due to their past experience with children and also the outdoors. Thinking of this company as a possible employment option and having the opportunity to apply through advisement with the authors university as benefited the author. 

Planning and Recruitment 
Planning and recruitment are an important stage to hiring a current and new employee. From the initial job ad and website to demonstrate what the organisation does, purpose and brand (Melanthiou et al, 2015). This will show what the organisation is, what is required for the job role and will include all interviews before the first day. Whether employment is internal (returning staff) or external (new staff). There are six simple stages of the recruitment process, (Realpe et al, 2016). Stage 1; identify the vacancy which can be hard when there is limited interest in similar jobs. Stage 2; carry out a job analysis and stage 3; create a job description. Stage 4; create a person specification and stage 5; advertise the job. The finally stage 6; send out application forms or request CVs, (BBC, 2024). These are important to use to find the right person for the job with retention, finding the right talent and will improve morale for planting competitiveness within the organisation, (Ahmad and Schroeder, 2002).

An example of positives and negatives of requirement methods for: internal, external, e-recruitment and overseas recruitment are in the ‘Appendices’, Table 2.1 to show the advantages and disadvantages. Keeping track of these methods will allow the organisation to justify which recruitment methods can be invested in and used in the future, (Marian, 2013). According to Crowley-Henry (2013) the planning and recruitment process has changed and developed. Using this source to look into the Human Resource Planning (HRP) in organisations and how this planning links with future developments.

A practical guide that can be used for recruitment, managing and developing people with a disability or health condition is from the Government UK on disability rights (2024) where the whole development is explained clearly to help managers with new employees with disabilities. This will help all employers within the Travel and Tourism industry to understand those with disabilities as language and behaviour is explained. Top Tips includes: not making assumptions as everyone is different, treat everyone with respect e.g., talk to disabled people in the same way as you talk to everyone else and not to worry as stopping being over-sensitive will stop you doing or saying anything.



Onboarding 
Onboarding is the new employees first day and the time it will take to come up to speed (Bradt, 2009). This will show how encouraging the company is with any issues or necessary requirements. According to PY Pratiwi, (2018) this process is for the high level of employee turnover caused by many things e.g., students working in the summer and employee dissatisfaction. To get an effective result organisation need to get the job done well and systematically. 

According to Krasman (2015) to have effective onboarding there are multiple elements for new and relocated employees. The logistics is where new employees have to make several critical decisions e.g., moving onto site to transition to the company or personal matters. Another one is new geography when they are may need to become familiar with new locations. Other matters may involve: family issues and time of heightened anxiety. Also focusing on the other elements of the onboarding process e.g., initial resources, first day routines and the next three months. This will lead to having a clear plan till the end of the probation period to have business success with the employees. 

Using the experience from PGL there was a probation period which is the first 4 weeks of starting the job. In the authors experience, she found that issues acquired due to the lack of knowledge with verbal dyspraxia. The front of house manager having to google what the disability meant and asking the author what other issues she had. After the meeting acquired actions were put in place that helped both the author and other staff and this was shown as no more issues acquired. 

Development
Development will encourage ongoing professional development to become smarter and happier. Being trained and promoted to improve job satisfaction. This will encourage development as you learn new areas of the department and when you are asked to step up, you step up with confidence and this with encourage staff to do a better job. According to G Cattermole, (2019) this article sets out the best strategies to understand the employee life cycle and how to employ tactics to keep top talent within an organisation.

According to Hassanien and Dale (2019) the different aspects of the development process and business growth routes internally within the hospitality industry. Strategically considering new contemporary topics e.g., social enterprises, business models, social capital, value proposition and co-creation. Case studies across the world to demonstrate the globalisation of the hospitality business with new up to date standard, concept, scope and process. This source is a must-read for anyone studying or working in the hospitality industry.

For PGL, the author and her colleagues were given the challenge to learn additional skills e.g., closing and opening the catering, complete services without team leaders which meant stepping up and gaining confidence. There were times when team leaders weren’t available or couldn’t make it in to work so catering assistance members stepped up and made sure tasks were completed. 

Retention
Retention will keep employees through performing, developing and contributing to business success. Keeping staff is important to have as much success as possible with the additional training, promotions and additional bonuses e.g., more pay for second and third season (Das and Baruah, 2013). A resource which explores the factors for employee attrition and retention by life stage from Whitton (2023) evaluates the relationship that exists between factors for push (attrition) and pull (retention) with the employee life stage. As job attrition rates increases by almost 10% in the last years, the source examines the drive of retention and attrition remain real. Significant relationships for any company include: overall company, future opportunities, autonomy, work-life balance and working remotely from home.

A case study where there was talent turnover and retention were evaluated in Saudi Arabia written by Alferaih, Sarwar and Eid (2018) to understand the direct impact of factors from talent management (TM) and indirect impact of other factors e.g., commitment, talent retention and talent organisational on talent turnover intention. The approach of this case study was surveying 54 five-star hotels in 6 cities in Saudi Arabia. The findings of this case study found that there was significant support for talent turnover intention meanwhile needed to improve by promoting training and development scenarios to provide a better work environment to encourage commitment to their jobs.

At PGL, there is seasonal staff but also staff who work only in the summer. Meanwhile, there is also staff who come every season as there are rewards for working for the company for more than a year with wage increase. There are also opportunities to do additional courses to gain more skills and qualifications e.g., EFL (celta) and paddle sports instructor. 

Exit
Exit will allow employers to accept that employees leave for multiple reasons. In this situation for PGL Adventure, this will be because the jobs are mainly seasonality availability which means that adults would work here over the summer before going back to university. There are full time job opportunities but they rely on the summer season for staff. If staff are full time, they will help with the up keep of the buildings to make sure they are ready for the next season. 

According to Anthony C., (2020) members of the organisation do not end immediately after they have made the decision to leave. The decision serves as a turning point initiating an exit transition process. Moreover, examining the future of work and how changes in the way of work may alter the future of exit transitions. 

Referring to Baum (2010) taking the exit route when extension of the tourism area life cycle model is robust and widely used in employment of the tourism area, Butler (1980). Due to the decreasing numbers in the off season and the economic development of the organisation. Presenting two sides with the Tourism Area Life Cycle (TALC) model (2006) to show that there are situations where choice or necessity may lead the organisation to add new elements to the traditional ideas. 

Advocacy
Advocacy is the employee experience across the whole lifecycle linking with the application from the recruitment process. This will allow current staff to work again with the company with a good reputation if everything goes well and to have content staff. Telling others about the company to show it is a good company to work for (word of mouth) (Yeh, 2014).

Sweeney et al (2020) discusses customer advocacy with word of mouth which can influence where staff want to work. The communication can differ from positive word of mouth (PWOM) with a goal of positive influencing views. This article discusses the importance of advocates and recommendations to help managers identify the potential advocates. 

According to Latvala (2017) employee advocacy has become a growing trend all over the world specifically through social media offering new dimensions using qualitive research.  Results shows that only employee delegation is successful if both the employee and the employers invest in its implementation. Other results show that there is a problem with lack of resources e.g., time and/or money which suggests that employee engagement is rarely one of the company’s top priorities. 

Referring to Barnes (1999) the motivation of staff in the outdoor education industry with advocacy of the benefits of working in the industry. Showing through the staff who work within the outdoor education industry and benefiting from the experience and are less interested in linear career progression however the industry needs to approach the career structure to have a more stable employment.

Reflection of the overall experience 
Studying the authors personal experience shows that at the beginning with the interviewing there was support online and gave the author time to think and answer any questions. At training support was given throughout the whole week with a meeting to allow the author to explain what is going on and have a plan of action. Especially when having issues and changing departments with activity instructor to catering assistant due to panic attacks and struggling to remember everything. Using the authors research personal account of the experience highlights the authors positives and negatives of the experience and where others can learn from so others do not face the same problems, (Clandinin and Connelly, 1994).

A source relating to this issue is from PM Salkovskis, (1991) discussing the importance of behaviour in the maintenance of anxiety and panic is considered. From a cognitive account, there is a close relationship between close relationships “threat cognitions” and specific interactions “safety seeking behaviour”. This shows a reason for these interactions to happen when other issues have acquired before putting yourself into the deep end. 

When arriving on site, the manager was friendly and bubbly and adapted to a new arrival without knowledge as this was very last minute. Meanwhile, there was no adaption for the authors needs when in the first probation period working and issues came up and mentioned in the meeting. This showed that the disability is not known as the manager had to google the disability and ask the author if it is correct and the author had to explain more. Referring to Cieza et al (2018) with rethinking disability to implement the United Nations Sustainable Development Goals to meet the person’s capacity to perform tasks. Talking with author there were plans in place to help solve the issue and an action plan was used and no other issues happened after this. The author gained loads of experience from the team leader and manager.

The experience was a positive experience overall with a few negatives at the beginning as disabilities are not known and this needs to be made more aware of as those with disabilities still want to work as well. Examples of when those with disabilities were able to work in workplace are shown in additional sources the researcher has watched called “Love on the Spectrum” produced by Cian O’Clery (2022), where people have managed to find jobs and are now wanting to challenge themselves more with dating showing that you can do anything you put your mind too. 

According to Ingamells, Rouse and Worsfold (1991) individuals with disabilities are often discriminated with employment. This study examines the attitudes of employers in the hotel and catering industry towards the employment of the disabled. Showing that when you put the right training into the job the better the outcome will be received and anyone can work if they put their mind to it. This links with improving communication through the case study and critical literature review to understand the disability with the person as everyone is different and the disability is different for everyone.

Future Recommendations 
Ways to improve the recruitment process for future employment would involve the following. To understand and improve the disability recruitment practices through experience and from background research with additional resources (Duff et al, 2007). According to Inclusive Employers (2024) highlighting the reality of disability recruitment and advice given to improve approaches for recruitment. The employer needs to cast a wider net to consider a wide range of talent and make reasonable adjustments to make the jobs more accessible. Broaden their understanding of the disability with the various adjustments. This will create an improved culture by welcoming and providing opportunities to disabled people and create a more inclusive space. 

According to Fenney (2022) having other ways to improve the recruitment process for those with disabilities will allow employees to know the organisation is an inclusive employer. Having an inclusive statement on the company and keep throughout the whole recruitment process and the employment stage. Job analysis to be descriptive rather than the individual who would fit the role. Applications to be flexible towards inclusive recruitment and allow application in alternative formats if necessary. Whilst in shortlisting approach all applicates with an open mind to a much wider and richer talent pool leading to commit to share any disability in their application. When testing maybe important however this may put those with a disability at a disadvantage and need to be waived as a work trail or placement maybe more beneficial. With the interview process make sure the interview panel are trained in disability awareness, avoid asking too many questions, focus on the ability of the candidate and be open-minded as tasks maybe approached differently with a disability. 



[bookmark: _Toc165980930]Critical Literature Review

This critical literature review aims to analyse the barriers faced by individuals with learning differences and disabilities in the context of Human Resources (HR) procedures within the outdoor activity industry specifically focusing on Peter Gordon Lawrence (PGL), while also investigating strategies for employers to mitigate these challenges. Limited research exists on the intersection of specific learning differences/difficulties (SpLD) and employment in the activity industry. Consequently, this review will primarily concentrate on the implications for individuals with learning disabilities and how they navigate the recruitment, HR and business procedures. 
According to Hawthorne (2022) at least 10% of the population have SpLD. SpLD is an umbrella term used for different associated learning difficulties or neurodiversity. They affect how information is processed and learned and can impact literacy, coordination, memory and the manipulation of numbers and letters. These differences or difficulties can show across all ranges of ability and with different degrees of severity. The most common SpLDs/neurodiversity are: Dyslexia, Dyspraxia and Dyscalculia (British Dyslexia Association, 2023a)
A learning disability, on the other hand, is different from a learning difficulty. A learning disability is defined by the Department of Health and Social Care (DHSC) (2001, cited in Public Health England, 2023, para. 3) as:

“a significantly reduced ability to understand new or complex information, to learn new skills (impaired intelligence), with a reduced ability to cope independently (impaired social functioning), which started before adulthood.”

The extent of disability can considerably differ, varying from mild, moderate, severe, or profound. Regardless of the classification, a learning disability is a lifelong condition. Examples encompass down's syndrome, epilepsy, or cerebral palsy (Public Health England, 2023). Conditions such as attention deficit hyperactivity disorder (ADHD) and autism are not seen as learning disabilities, but individuals with these conditions may experience a learning disability (Mind, 2023).

As outlined, limited literature exists regarding the experience of individuals with SpLD in employment in the outdoor activity industry and focuses on the experience of visitors with disabilities instead. Therefore, this literature review draws on sources from across the travel and tourism industry, with this lack of literature further highlighting the need for this research to fill a research gap. 

Donnelly and Joseph (2012) suggest that there needs to be HR considerations when it comes to disability in the hospitality industry, as they discuss the features of the industry as dynamic and different to other industries. In the USA and other parts of the world, this industry is transitioning from manufacturing to service. This industry is growing according to the U.S. Bureau of Labour Statistics with an additional increase of 17% in wage and employment compared to 14% in other industries. Meanwhile, there is a high turnover in employment of 74.6% compared to 39.6% in all other industry sectors. There are a variety of adaptations that can be made in HR procedures to accommodate employees with SpLD in the travel and tourism industry as a whole. In ‘An exploration of HR policies and practices affecting the integration of persons with disabilities in the hotel industry in Canada’, Groschl (2006) explores how to communicate with a person with a hidden or obvious disability to understand the employee effectively. Through the investigation, it occurred that when hiring employees, adaptations needed to be made for those with disabilities using: communication, education and working closer with cooperation employment agencies to reduce the artificial barriers, stereotypes and perceptions of those with disabilities.

Despite the potential for accommodations to be made, a study conducted by Houtenville and Kalardrou et al., (2011) titled: ‘People with Disabilities: Employers' perspectives on the recruitment practices, strategies and challenges in leisure and hospitality’, interviewed 320 employers who had concerns and challenges regarding the employment of people with disabilities. However, these following issues are due to lack of employer education and concerns that those with disabilities could not do the work and how much it is to accommodate those with the disability due to the costly amount. Other issues involve having someone to supervise the person which shows that larger companies are more likely to accommodate due to the potential costs. This shows that disability awareness training and flexible work schedules are necessary to encourage disabled people to be welcomed. 

These accommodations however also produce mixed results. According to Luu (2021) who investigated how employees with disabilities respond to disability inclusive HR practices in the tourism and hospitality industry, found that those with disabilities can contribute to the Sustainable Development Goals (SDG’s) when arrangements are made through HR. Case studies in South Korea and Vietnam included a total of 762 employees who had disabilities. The results of these findings showed that with disability inclusive leadership mediated between HR practices, employees with disabilities were seen to be able to contribute to the SDGs in Vietnam. However, this interactional effect of disability inclusive leadership and leaders’ work-family enrichment among employees with disabilities faced challenges in the Korean sample, with implications for disability management literature and practices.

In general, policies and laws are in place to protect the rights of individuals with disabilities to ensure equal opportunities and prevent discrimination. The United Nations Convention on the Rights of Persons with Disabilities (CRPD) adopted by the United Nations is an international treaty outlining the rights of persons with disabilities to set standards. 

Despite these protections, Bonaccio et al., (2020), state that people with learning differences and disabilities are less likely to be employed, face discrimination or face challenges in the workplace, creating barriers for individuals with diverse cognitive abilities. The bias against those with learning differences can manifest in hiring practices, career advancement and overall work environment. A study conducted by Jones and Latreille, (2011) explored the relationship between disability, workplace discrimination, job satisfaction, and turnover intentions. They showed the challenges faced by those with disabilities which varied from discrimination, stereotyping and unequal treatment, accessibility issues, and limited work opportunities for professional development, training, and promotion, all of which affected overall well-being and work performance. This is also evident in literature based upon all employment in the UK. According to Nuffield Trust (2023), people with mental illness, disability or long-term conditions, are employed much less than people without a condition. In 2022, government research indicated that out of all groups, individuals with a learning disability have the highest unemployment at 74%, this is despite them wanting to work (Page, 2023). According to Disability Rights UK (2023, cited in Together Trust, 2023), the employment gap can be attributed to a lack of confidence in employers in aspects such as employment, reasonable adjustments, and access schemes. It can also be attributed to a qualifications and skills gap, resulting from limited access to education and early career opportunities, along with insufficient support programs for both disabled individuals and employers.

The Department for Work and Pensions (2022) argues however, that the employment gap has narrowed, with an additional over one million disabled people in employment, in comparison to the last five years, thus, arguing that the government has met its key target to improve the lives of disabled individuals. Figures have shown an increase of 1.3 million disabled people in employment since 2017 (Department for Work and Pensions, 2022). In terms of the type of employment, however, people with disabilities are more likely than non-disabled people to have lower-skilled, part-time jobs. As a result, earnings appear to be lower for disabled people (Coleman, Sykes, and Groom, 2013), facing a pay gap of £2.10 per hour, which accounts for 20% lower, compared to non-disabled employees (Trades Union Congress, 2020). 

A study conducted by Bennett, Ray, and Wilson (2016), on the barriers to employment, volunteering, and skills development for disabled people and individuals with long-term health conditions, interviewed disabled people who expressed their frustration with applying for several jobs but continually being rejected, many believing that the rejection was associated with their disability or health condition. There was a general belief that employers viewed hiring disabled people as an additional cost. Having also interviewed employers, Bennett, Ray and Wilson (2016), found that there was limited awareness of national schemes like Access to Work, and some employers were covering the cost of assistive technology themselves. When Access to Work was utilised, it was typically used for acquiring software or equipment. Some employers also noted a slow process, where employees had to stay off work until funding was received. Despite these drawbacks, employers said that they would use access to work, seeing its benefits to help employees continue working.  

A further research study conducted by the Institute of Leadership and Management, interviewed a little over 1,150 managers, and found that 50% of managers said they would be uncomfortable hiring someone who is neurodivergent. They revealed that the largest level of bias was against those with Tourette’s syndrome and attention deficit hyperactivity disorder (ADHD). One in four managers (26%) also said that it would be uncomfortable taking on someone with dyscalculia and autism. Moreover, one in five (19%) expressed the same for dyspraxia and one in ten (10%) for dyslexia (Owen, 2020).

Some of the challenges that neurodiverse employees face within the workplace may vary depending on individual and situational factors. However, common challenges consist of “time management, organisation, planning, structuring written communication and presenting information”, (Beetham and Okhai, 2017, p.59). During times when meeting deadlines is difficult for employees, and working up to standard, employers lacking knowledge about neurodiversity might misinterpret this as a performance issue instead of signposting for relevant support. Employers can implement various general strategies to address these challenges. For example, giving staff awareness training, training for line managers to better understand and support neurodiverse individuals, developing equal recruitment policies and unbiased interview procedures, adopting workplace champions to promote inclusion, offering assistive technology, and providing review meetings to check progress (Kirby, and Gibbon, 2018).

Conferring to the ‘social model’, obstacles in the workplace are caused by non-inclusive practices and environments in the workplace. For example: unnecessary levels of noise and harsh artificial lighting. This disability approach focuses on the proactive identification and removal of barriers to employment to create an inclusive work environment. The social model of disability reflects the United Nations Convention on the Rights of Persons with Disabilities. According to the Convention, disability comes from the interchange between individuals with impairments and societal attitudes and environmental obstacles that hinder their full and equal engagement in society alongside others (Kazou, 2017).
In the medical model of disability, neurodivergence is seen as an impairment needing treatment to align individuals with a perceived norm. Under this model, the responsibility is on the individual to change rather than on societal adjustments. The medical model concentrates on detecting what is considered 'wrong' with an individual due to their deviation from the majority of their peers or the broader population. When terms like 'suffers from dyslexia' or 'has to overcome ADHD' are employed, it reflects a medical interpretation of neurodiversity and affects the Impacts on working adults (Doyle, 2020). Employers who solely focus on the medical model are more likely to employ one-off reactive adjustments for neurodivergent employees, consequently continue to exclude them in other ways. In comparison, the social model places the responsibility for change on the employer. Many employees are reluctant to disclose their neurodivergence, and if they have to actively opt-in to access an inclusive environment, it is likely that other people will feel comfortable coming forward (GMB Union, 2018).
Research conducted by Birkbeck's Research Centre for Neurodiversity at Work surveyed 1,117 individuals, including 127 employers and 990 neurodivergent employees. Neurodivergent employees highlighted their abilities and strengths: over 80% reported hyperfocus, 78% creativity, 75% innovative thinking, 71% detail processing, and 64% authenticity at work (Birbeck University of London, 2023) According to Pissano (2017), individuals with neurodiversity often have above-average abilities; research shows that conditions like autism and dyslexia can confer special skills in pattern recognition, memory, and mathematics. Houtenville and Kalardrou et al., (2011) found the employees with disabilities tend to be more loyal with a long record of satisfactory job performance. Therefore, there can be seen to be many benefits to hiring people with disabilities. Suggested by Jhamb et al (2021) who identifies the benefits of employing those with disabilities within the hospitality industry, HR managers need to be more practical and creative during formulation of disability-inclusive initiatives. Benefits include: increased profits and cost-effectiveness, improved turnover and retention, improvement in guest loyalty and satisfaction. The findings of the study are used to make the hospitality industry more aware of best practices so far for disability-inclusive plans.

A growing number of leading companies have transformed their HR processes to attract neurodiverse talent, including SAP, Hewlett Packard Enterprise (HPE), Microsoft, and Dell Technologies. SAP, the longest-running program among major companies, reported benefits beyond reputation enhancement. These benefits include increased productivity, quality improvement, higher innovative capabilities, and increased employee engagement. A further advantage was that managers were becoming more attuned to leveraging the talents of all employees by being sensitive to individual needs. According to Silvio Bessa, the senior vice president of digital business services at SAP, their program "forces you to get to know the person better,” his evidence underscores the importance of accommodating individual needs and making reasonable adjustments, as well as the effort managers put into understanding neurodiversity. Ultimately, it demonstrates that embracing neurodiversity is mutually beneficial for both employees and employers (Austin and Pissano, 2017).

With that said, PGL makes a variety of accommodations in its HR procedures for all employees which would also specifically benefit employees with SpLD. These include ‘Regular reviews and feedback’ and a ‘Personalised professional development plan’ (PGL, 2024, para. 1). 

To conclude it is essential for there to be HR procedure adaptations for individuals with SpLD focusing on communication and education to reduce the artificial barriers, stereotypes and perceptions of those with disabilities as outlined by Groschl (2006). In addition to this, disability awareness training and flexible work schedules are also necessary to encourage disabled people to work. However, despite such adaptations, many individuals with disabilities continue to face barriers within the workplace ranging from stereotyping, unequal treatment, discrimination and limited opportunities to progress. The lack of knowledge on neurodiversity and disability among company managers further exacerbated the challenges, with many managers lacking knowledge on how to support such employees and believing them to be a burden rather than an invaluable employee. Therefore, as outlined by Jhamb et al (2021), HR managers need to be more practical and creative during formulation of disability-inclusive initiatives. Having said that, many major companies have started to realise the potential of employees with neurodiversity and have reported improvements in productivity in their business. Further development is still required to close the gap in employment for disabled people, and focus needs to move away from the medical model of disability and more toward a social model.  
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Fun place to work and very social
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a, Indeed featured review
The most useful review selected by Indeed

I worked at PGL Bawdsey manor for 2 years and | really enjoyed it enough to want to go back,
decent food, entertaining staff and a good uni alternative or a break from the work at uni.
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Bad place for non conformists.
CNSA - Security and Maintenance (Former Employee) - Bawdsey Manor - 21 December 2019

I've certainly had worse jobs. However, the impression | got from my time at PGL was....
If you have an opinion, keep it to yourself if you think it might go against the PGL "way". It's
great for kids....but they assume they can treat the staff like kids and if you say anything you
will become a pariah!
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Amazing memories but travel issues

PGL Little Canada itself was great - fantastic instructors, good adaptive
organization (even when the weather was against us). | would recommend to
any primary schools. However, they booked our two coaches on separate
ferries without informing us and this time the ferry staff did not save our 74
children a seat as they have done previously.
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oy Useful o Share IS




image5.png
Hilary Vannier
7reviews © US

© Verified

11 Nov 2023

My grandson's first comment

My grandson's first comment when | collected him was how nice the staff
were, and there are challenging new activities and can he come back in the
summer!

Date of experience: 28 October 2023
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Whilst the activities were great, there was a shortage of staff at the venue and some of the
facilities were in need of maintenance.
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Fantastic venue! Huge range of activities. Very professional staff too.
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Our trip focused on physical activities, confidence building and teamwork skill. All of our
outcomes were met in abundance and every child thoroughly enjoyed the trip.

*oddok ok July 2023 - Primary School

ok kk July 2023 - Primary School

An excellent experience for building teamwork and self-confidence
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‘Worked a few seasons abroad and loved them. Met some great people.
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Table 2.1 Recruitment methods

Recruitment method

Advantages

Disadvantages

Internal recruitment

Cost-effective

Form of staff development
Motivational tool

Increases probability of retention

Limits pool of applicants

Not suitable where skill shortages

Can restrict innovation and diversity

Training costs may be high

Morale issues for unsuccessful internal applicants

External recruitment

Widens the pool of applicants
Reduces training costs
Advocates diversity

Improves employer brand

Expensive to advertise externally
Candidates unknown to organization
Demotivating for internal employees

E-recruitment

Cheap

Access to large quantity of applications and
applicants

Speed of response

Too many applicants
Security and data protection issues
Cumbersome to filter

Overseas recruitment

Access to larger quantity of candidates
Access to skill shortages
Access to best candidates internationally

Costly
Cultural ramifications of hiring non-nationals
Increased administration work
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m outcomes were met with every child enjoying the trip. Some negatives include:
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Superb family holiday
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