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LO1: Be able to review and evaluate an organisation’s approach to talent planning 

Personal Statement 

1.1. Assess how and to what extent the organisation undertakes workforce and talent planning.   

The aim of talent planning is to ensure that the right people, with the right skills, are in the right 

place at the right time (Wilkinson and Taylor, 2016). This involves attracting new employees and 

developing and retaining existing employees. Bluestone aims to attract and recruit individuals that 

enable a skilled and competent workforce to be developed, to ensure there is an appropriate 

approach to employee reward and recognition, to improve employee relations and to develop a 

competent and engaged workforce. These strategic aims make up the People Services Strategy 

(EV01). People Services is made up of Human Resources and Learning and Development, who work 

together to make sure staff are recruited, retained and have the right skills and attributes.   

The People Services Strategy links to the overall values of the business; one of Bluestone’s main 

values is being ‘people centric’, meaning that it puts people before product and profit (EV02). CIPD 

(2019a) note that one of the biggest factors in attracting candidates to an organisation are the 

organisation values reflecting their own values. This will also help to retain employees, as an 

organisation who puts people first is more likely to have a lower turnover rate.  

Being a ‘people centric’ organisation, Bluestone aims to develop staff so they are competent and 

have the skills to progress. CIPD (2017) notes that learning and development activities are great 

ways of both attracting and retaining talent. All employees at Bluestone have a ‘career path’ on the 

learning and development system, which logs the training they have done (EV03). Every employee 

has an appraisal meeting which involves creating a personal development plan so that they can 

understand their strengths and their development opportunities, which can help them to develop 

their skills and progress (EV04).  

Bluestone has a Recruitment and Selection policy (EV05) which sets out how the organisation 

attracts and selects their new employees. As part of their recruitment plan, Bluestone advertises 

their vacancies through their own website and social media. Advertising through company resources 

such as the organisation’s website and social media pages can be effective as it is inexpensive and 

reaches a mass audience, often targeting certain groups (CIPD, 2020a). The careers page consists of 

current vacancies, meet the team, quotes from staff, rewards and benefits, learning and 

development, HR awards, and apprenticeship opportunities (EV06). This gives prospective 

employees an idea of what the business is like to work for. The Facebook page (EV07) is also used to 

advertise new vacancies and share employee stories and resort updates. However, the website and 

Facebook page does not always get noticed so should be used alongside other methods such as 

advertising on job boards. We therefore use Indeed to advertise our vacancies but use their free 

service rather than paying for featured job adverts or a branded page.  

To help attract and retain staff, organisations should offer a benefits package which will appeal to 

employees; this allows the organisation to be more competitive in a tight labour market (CIPD, 

2020b). Bluestone has a Reward and Recognition Policy (EV08) which covers the annual ACE awards, 

where staff get recognised for their achievements. However, there are numerous other benefits 

such as staff discounts, use of some facilities, staff points and more that are not included in the 



policy. These benefits entice staff to work at Bluestone and encourage existing employees to remain 

working with us.  

Therefore, these internal resourcing and talent planning activities help Bluestone to have the right 

people with the right skills in the right place at the right time (Taylor and Wilkinson, 2016). 

 

1.2. Analyse internal and external information relating to the organisation’s future people and skills 

needs and the availability of talent. 

It is important for organisations to forecast demand and supply, as stated by Taylor and Wilkinson 

(2016). There are several methods to assess an organisations demand and supply needs, which 

include internal and external analysis.  

Organisations should analyse turnover rates in order to foresee the demand in recruitment needs 

and therefore not have any gaps in filled job roles. Every month, HR report on the turnover rates at 

Bluestone; this is known as the attrition report which forms part of the overall monthly HR report 

(EV09). This suggests that Housekeeping and Food and Beverage have a high turnover, and therefore 

these roles require regular recruitment.  

For medium and large organisations, it is important to gain feedback from staff in the form of a 

survey. A proven survey is the Gallup (2019) survey. This is based on over three decades of research 

into behaviours of employees, identifying twelve key questions that should be asked to best 

understand employee engagement and predict individual and team performance. Bluestone uses 

these questions to form quarterly pulse surveys and an annual survey. An executive summary (EV10) 

is then communicated to the management team so improvements can be made; this would 

hopefully lead to a more engaged workforce which would decrease the resourcing demand. This 

summary suggests retention could decrease due to pay, and attraction could be more difficult as less 

employees were likely to recommend Bluestone as a place to work compared to the previous year.  

As part of the monthly HR report, Bluestone identifies the reasons people exit the business. This 

data can also be used to forecast demand for new roles. EV11 shows the reasons people left the 

business in January 2020, which discounts seasonal leavers and those who were dismissed. This 

shows the main reason people resign is because of a career change, which could be linked to many 

job roles being perceived as a ‘stop-gap’.  

Bluestone also looks at the demographics of the existing workforce in order to assess the potential 

demand for resourcing. CIPD (2019b) notes that analysing the current and potential workforce is a 

key part of the workforce planning process. EV12 shows the employee demographics of Bluestone 

which includes the gender and age breakdowns. This data can be used to forecast potential 

vacancies due to retirement and can also help to target certain groups when implementing 

recruitment campaigns. Bluestone has a high number of young staff, which could suggest employees 

are likely to be building their career; however, this is usually because numerous job roles are 

suitable for students and people gaining experience before moving on.  

To assess the available resources that can be supplied to meet demand, organisations can look at 

external data. The labour market can give organisations a good insight into how difficult it might be 



to recruit, depending on whether the organisation is in a tight or loose labour market (Taylor and 

Wilkinson, 2016). Overall, ONS (2020) reports that employment in the UK is at a record high which 

would result in a loose labour market; however, this could be affected due to the current 

coronavirus crisis. Bluestone has a diverse range of job roles, so there are several labour markets 

within the business. For example, there is a loose labour market in Guest Services and Housekeeping 

roles but a tight labour market in roles requiring specialist skills such as IT and chefs (People 1st, 

2017). EV13 shows the number of weeks it took to fill certain roles, with the Web Developer role 

taking considerably longer. Bluestone also keep an eye on the local labour market and 

demographics, EV14 was shared amongst the team as it shows that only 5.7% of the Pembrokeshire 

population are looking for work, with 22.7% of the population being economically inactive. However, 

14.8% of employee jobs are within the tourism sector.  

HR Grapevine (2017) notes that organisations should have competitive salaries in order to make 

staff feel valued, to retain and attract staff, and to gain a return on investment. Therefore, I looked 

at external data to compile a pay comparison audit which benchmarked Bluestone rates of pay 

against other local and national organisations (EV15). This resulted in a pay increase for many job 

roles which will lead to the retention of staff and will make Bluestone a more attractive employer.  

Therefore, there are several internal and external information sources that are used by Bluestone to 

assess the organisation’s future people and skills needs and the availability of talent.  Due to the 

local demographics and labour market, it is imperative for Bluestone to develop staff and retain 

them in order to future-proof the workforce.  

 

1.3. Assess the extent to which the current organisational planning activities are addressing potential 

needs.  

Bluestone’s People Services Strategy helps to attract and retain employees which should therefore 

reduce any gaps in resources. From assessing both the internal and external sources of data that 

Bluestone collates, I believe there is a good approach to undertake workforce and talent planning as 

well as considering future demand and supply of talent. However, there could be improvements 

made in certain areas of talent planning.  

Overall, Bluestone monitors the data linked the talent planning with monthly HR reports that 

identify attrition rates, reasons people exit the business, absence analysis and lead time for filling 

vacancies (EV09, EV11, EV13). This helps to understand potential resource gaps in the future. 

Bluestone also has regular staff surveys to understand how engaged their employees are which can 

help shape the attraction and retention plan (EV10). There are extensive benefits and the 

recruitment is often successful with many roles having a lead time of just two weeks.  

The values outlined in EV02 state that Bluestone is ‘people centric’, and therefore puts people 

before profit. However, this can be argued as EV10 shows comments from employees include that 

they are not communicated with, feel that their job is unsecure, and unfairness in career 

progression. Cluley (2018) reports that values have the potential to make a substantial difference 

and should not merely be printed as posters.  



At Bluestone there is a focus on career progression and developing skills (EV03), however due to the 

diversity of the organisations there is not a standard career path for each job role, with many 

employees taking side steps across different departments. Therefore, standard career paths are not 

recorded and the career path implemented is more of a record of completed training and 

development activity. However, appraisal meetings involve implementing a PDP (EV04) so this can 

help plan people’s development and progression. This could be further developed into a skills audit 

for the organisation, which would help the organisation make better use of employees’ skills, 

especially where those skills are in high demand (CIPD, 2018).  

Hospitality is not always seen to be a solid career choice, with just 17% of parents viewing it 

positively as a career choice for their children (Big Hospitality, 2017). Therefore, Bluestone needs to 

address this by doing further community outreach programmes.  

From assessing external information there is a tight labour market in the area, especially for the 

roles requiring specialist skills. Some roles within Bluestone have a high turnover but they operate 

within a loose labour market, whereas other roles operate in a tight labour market but have a low 

turnover rate. Therefore, recruitment strategies differ between departments making talent planning 

slightly more complicated. Therefore there must be an attractive pay and benefits package to entice 

new candidates, and staff should be retained. If there was an increased budget for recruitment, it 

would allow for more advertising for the roles that are more difficult to recruit for and more 

attention could be paid to the employer brand. 
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LO2: Be able to recommend ways to improve an organisation’s approach to talent planning 

Personal Statement 

2.1. Make reasoned recommendations for how the organisation can maintain an appropriate 

number of people with the skills required by the organisation.  

From assessing the extent to which the current organisational planning activities are addressing 

potential needs, there are several recommendations that can be made to ensure there are the right 

number of people with the right skills at the right time.  

Survey results contradicted the values of Bluestone as an employer, which is that it is ‘people 

centric’ and therefore puts people before profit. In some instances, such as the benefits offered to 

staff, this is the case. However, there is not a unified approach when it comes to business decisions. 

The staff survey results (EV10) showed poor scores in communication, job security and fairness 

within career progression. Therefore, to live the values Bluestone should work towards 

communicating better with employees. CIPD (2020) notes that effective communication is a critical 

part of employee engagement and contributes towards performance, retention, and wellbeing. 

Zappos (2017) is well-known for being an employer of choice in the US and one of their core values is 



to build open and honest relationships with communication. Forbes (2020) reported that only 23% 

of organisations live their values, but Zappos’ core values are not just words and are embedded into 

everything they do. This has resulted in excellent employee engagement and increased 

performance. Therefore, Bluestone could expand their employer values into a clear and detailed 

policy. 

Although each employee has a career path (EV03), the current system only records training and 

development activities that are complete. Therefore, it does not outline an end goal and how to get 

there. SHRM (2020) identifies the benefits of using career paths, including retaining key workers and 

younger workers, differentiating itself from labour market competitors, and decreasing turnover. HR 

Magazine (2014) reported that Northumbrian Water implemented a career development plan called 

‘Our Way, Your Direction’, which helped their employees think about their careers through 

opportunities, secondments and project assignments being available. Therefore, Bluestone could 

implement a career path which includes opportunities to move across into different departments 

and work on new projects.  

Looking at external data, it was apparent that hospitality is not seen as a valued career. Therefore, 

Bluestone could put more resources into community outreach programmes to target school pupils 

and their parents. Foskett et al (2016) notes that it is important for hospitality businesses to nurture 

future talent using visits, tours, projects, and campaigns. This could be combined with work 

experience opportunities for those interested in the sector. RBS host work experience students and 

reported that it helped encourage young people to consider a career in banking (Workfinder, 2020); 

this could therefore address skills gaps that exist within Bluestone.  

Paying attention to employer brand is particularly useful when there are skills shortages and where 

organisations are competing for talent (CIPD, 2019). There is an increased use in social media and 

online apps to look for job vacancies, so it would be beneficial for Bluestone to spend resources on 

showcasing the employer brand online. For example, paying for a branded page on Indeed. Through 

a report on Bluestone’s recruitment platform, I can see that 28% of applicants see our roles 

advertised on Indeed. However, the page is not branded and has some poor reviews (EV16) so new 

applicants might not have a good impression of Bluestone and would be less likely to understand the 

values and benefits. Therefore, I would need to get buy-in from managers to put this in place. King’s 

Cross NHS Trust initially had difficulties gaining executive buy-in, however their project to develop 

their employer brand was very successful and they achieved their aim of gaining a better quality and 

quantity of candidates (CIPD, 2008). 

I believe that by implementing these recommendations, the organisation’s approach to talent 

planning will be more effective. 
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LO3: Be able to contribute to people resourcing activities 

3.1. Identify and explain the rationale for a specific resourcing activity within the organisation 

Bluestone has over 350 units of accommodation with changeover days being Mondays and Fridays, 

therefore we employ over 200 housekeepers to ensure lodges are cleaned ready for our guests’ 

arrival. Due to the nature of the role, the turnover is fairly high so we operate continuous 

recruitment for housekeepers. However, it was brought to HR’s attention that there were not 

enough housekeepers to clean the required lodges (EV17). Seasonal workers leave in September 

which created a gap which wasn’t adequately filled, due to high absences this meant Housekeeping 

had to call upon the contingency force which involved employees from other departments helping 

to make beds and clean. However, the team understood that this could not continue.  

EV18 shows a forecast and report of the requirements, which shows that September they had a 

shortfall of 22.6 employees, in October a shortfall of 27.8 employees, in November a shortfall of 23.9 



employees, and were forecasted to have a shortfall of 28.4 staff in December. This therefore was the 

rationale to implement a recruitment campaign to attract new candidates to the role.  

3.2. Agree roles and responsibilities with other contributors to the activity.  

To implement the recruitment campaign successfully it required the input from HR, Housekeeping 

and the Marketing team. Therefore, we met to discuss an action plan and who would own each 

action (EV19). This outlined what actions needed to be taken and by when, to ensure it would be 

done in a timely manner.  

I was responsible for relaunching the ‘refer a friend’ scheme which is our referral scheme that 

encourages employees to tell their friends and family about available roles. This involved advertising 

it in our weekly newsletter and creating a form that would inform payroll of who needed to be paid 

referral money.  

I was also responsible for organising a door drop campaign, this involved leaflets advertising our 

housekeeping role being delivered to all houses within they key towns surrounding Bluestone. EV20 

is an email between myself and the Marketing Coordinator, I suggested the target areas and leaflet 

content and set up the purchase order, whilst Marketing designed the leaflet and liaised with the 

printers and Royal Mail to print and deliver the leaflets.  

HR also attended the recruitment days at the local job centres within the main towns of 

Pembrokeshire, along with members of the Housekeeping team (EV21). This collaborative approach 

helped to improve communication between HR and Housekeeping.  

We decided to introduce a new role to help with the recruitment over the Christmas period, it was 

therefore my responsibility to launch the role of Seasonal Bed Maker on the website and advertise 

it. Our main target markets for this role were students looking for work during the holidays, and 

unemployed people looking to get into work who wouldn’t necessarily be successful for a 

permanent role. I therefore created a poster (EV22) to be circulated throughout local colleges and 

on our Facebook page, as well as collaborated with government organisations that look to get 

people back into employment.  

The actions owned by Marketing also involved a collaborative approach, EV23 is an email that shows 

an example of how we all worked together to achieve our individual actions; Marketing had 

ownership of organising the radio advertising but the content and administration still needed the 

input of Housekeeping and HR.  

Therefore, everyone involved in the campaign was aware of their roles and responsibilities to 

successfully deliver the goals.  

3.3 Identify organisational procedures and legislative requirements which underpin the activity.  

Whilst undertaking the housekeeping recruitment campaign we had to make sure that we abided by 

employment law and also used our own policies to help with the recruitment and selection.  

The Equality Act 2010 identifies nine protected characteristics that would be grounds for 

discrimination, such as age, race and sexual orientation (ACAS, 2020a); this can be direct or indirect 

discrimination, but can also be positive discrimination. Direct discrimination occurs when someone is 



treated unfairly because of one of the protected characteristics, in most cases discrimination is 

indirect. For example, asking for ten years’ experience would indirectly discriminate against a 

younger candidate. However, positive discrimination can be used to recruit based on a certain 

characteristic if there is a legitimate business need, for example if females are required to model for 

a female fashion line. When recruiting housekeepers, we ensured that we were inclusive and 

therefore we took on new applicants of different ages and genders, for example. However, we did 

target ‘school mums’ by using staff profiles of women who enjoyed working at Bluestone as it fitted 

around the school drop offs, but were careful to make the adverts applicable to everyone.  

ACAS (2020b) suggests that more than one advertising channel is used to target applicants which 

helps to avoid discrimination. We therefore advertised in colleges, on the radio, leaflet distribution 

and through local job centres; this meant we were fully inclusive and provided an equal opportunity 

to apply. Our selection methods were then based upon candidates’ ability to perform the role, which 

was based upon a scoring system within the interview form (EV24); Taylor (2018) notes that there 

are a variety of selection methods that can be used such as application forms, interviews, 

assessment centres, and personality tests. For this resourcing activity, we used a combination of 

assessment centres and interviews, as assessment centres can help identify personality traits 

including communication, problem solving and teamwork.  

Whilst recruiting for additional housekeepers, we also followed the Bluestone Recruitment and 

Selection policy (EV05) which sets out our ethical guidelines, responsibilities, and procedures. For 

example, selection should be based upon merit and an ‘authority to recruit’ form needs to be 

completed before advertising a vacancy.  

3.4 Plan and prepare for agreed role, ensuring the availability of any materials or resources required.  

There were several resources and actions that had to be taken to ensure the objectives were 

achieved. The first step was to ensure that there was budget to spend on the recruitment campaign, 

the budget allocated to recruitment was overspent but due to the urgent need it was decided that 

the budget could be taken from elsewhere in the HR budget (EV25). 

To implement the ‘refer a friend’ scheme, I needed to add it into the comms brief which is the 

Bluestone staff newsletter which is distributed weekly. EV26 is a poster that I made which featured 

in the comms brief to advertise the scheme to staff, this is a newsletter that I put together each 

week so it required limited communication or organising to implement it. To ensure the scheme was 

not abused, I liaised with our recruitment platform to add a field to the application form so new 

applicants had to state if they had been referred by a current employee (EV26). Myself and my 

manager then liaised with payroll so that they were aware of who to pay the money to (EV27). 

To organise the door drop I had to liaise with marketing so that we had a suitable leaflet and the 

printing and delivery was organised in a timely manner. EV20 shows the correspondence between 

me and the Marketing Coordinator organising the door drop with the Royal Mail, EV28 is the 

finalised poster which targets parents looking for some extra work and focuses on the employee 

benefits.  

In order to recruit at local job centres, we needed to liaise with the job centre team to book dates. 

The Housekeeping managers organised this (EV29) and attended, along with members of the HR 



team. We also put a PowerPoint presentation together to be shown at these events (EV30) which 

showcases the benefits and talks about what the job entails.  

To create the new role of Seasonal Bed Maker, we had to create a new job description to outline 

what the role involved and to assess the attributes and skills needed. It is best practice to identify 

the responsibilities and objectives of the role, and can include a person specification to state the 

desirable criteria that the applicant should have (CIPD, 2020). EV31 is the job description created for 

the Seasonal Bed Maker role. This was then made live on our website and advertised on the 

Bluestone Careers Facebook page (EV32). I also sent a poster advertising the seasonal role to local 

colleges (EV22).  

By planning and preparing for these activities, it ensured that all actions were completed in the 

desired time frame.  

3.5 Undertake agreed role in a timely and accurate manner, in line with organisational procedures 

and legislative requirements.  

It was important to get tasks done in a timely and accurate manner to ensure the objectives were 

achieved. EV33 shows an email from my manager thanking me for getting everything done in time 

and suggesting I take some time back, as I had worked over my hours. EV34 is another email from 

my manager confirming that my work was accurate, as the poster was fit for purpose. It was also 

appreciated by the Housekeeping managers, EV35 shows an email chain that shows an improvement 

in applicants and their comments saying that the increase is great. 

Overall, I believe all tasks were completed on time and met the objectives; there was a significant 

increase in applicants and new starters. However, this did require working late most nights for a 

couple of weeks. Therefore, I could try to manage my time better by delegating other tasks.  

3.6 Reflect on the effectiveness of the resourcing activity in meeting required objectives and report 

back to stakeholders. 

Overall, the recruitment campaign was successful as we took on 25 employees, this was 18 

permanent staff and 10 seasonal bed makers.  

EV18 showed that Housekeeping were forecasted to have a shortfall of 28.4 staff in December. This 

report was updated on 22nd December after most of the activities had been implemented (EV36), it 

shows that this had been reduced to a shortfall of 3.4 staff. Although they were still understaffed, it 

was a more manageable figure.  

EV37 is an email from the Head of Housekeeping thanking HR and Marketing for their involvement in 

the campaign. The ‘refer a friend’ scheme and door drop initiative were the most successful of the 

recruitment activities. The ‘Seasonal Bed Maker’ role helped housekeepers to clean more lodges in 

their day, however there were a few issues with some of the applicants. Due to it being a fixed-term 

role that involved little responsibility, we took on most people that were interviewed that wouldn’t 

normally have been successful; a few of them didn’t turn up again after their induction and were not 

presentable and did not have the required work ethic. Therefore, in the future we need to be 

mindful to adhere to our Recruitment and Selection policy, by carefully selecting candidates based 

on their attributes and suitability for the role.  



I forwarded this email to the HR Director (EV38) so that she was kept in the loop, as the subject of 

recruitment is discussed within the Executive Team meetings.  

Personally, I agree with the comments made by other managers; overall, the campaign was a success 

and we achieved our objectives. The actions were undertaken by the relevant parties in a timely and 

accurate manner, producing great results. It is imperative that all stakeholders need clear 

communication during a project such as this one, so there is a unified message and all actions are 

completed. If I was to do a similar project again I would ensure that the candidates selected were 

still of high-calibre, even in times when we are desperate for new staff.  
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