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1 Be able to review and evaluate an organisation’s approach to talent planning.  
 
The purpose of talent planning is to attract, identify, develop, engage, retain and deploy those individuals in an organisation who are considered particularly valuable. When this is achieved 
strategically, a high-performance workplace can be built alongside a learning climate, employer brand and diversity. Workforce planning is a core business process aligning people strategy 
with the changing needs of the organisation. Workforce planning can provide market and industry intelligence to enable organisations to highlight challenges and issues and prepare initiatives 
which will contribute to long term goals (CIPD, 2021). Bluestone undertakes a number of talent planning activities in line with its number one people strategic aim – to attract and recruit 
individuals that enable us to build a skilled and competent workforce (EV5). This begins with employer brand and advertising the business as an employer of choice – the business initially 
carried out an internal perception survey (EV22), rather than purely defining the brand, efforts were made to understand the reality in the organisation. The brand is also advertised via our 
social media platforms (EV21). All our social media posts direct potential talent to our website, where all our vacancies are advertised with a simple application process. EV11 demonstrates 
Bluestone’s approach to succession planning based on our top performers and identifying our underperformers. This is one method of identifying potential talent requires and future skill 
needs. Other methods include reviewing the direction of the business – for example during the pandemic, the business moved to being a cashless site. We had 3 employees recruited purely 
to manage the cash office – and these roles were no longer required. Bluestone is committed to retention of employees via a number of activities – building employee engagement, reward 
and recognition, recruiting the right employees, an engaging onboarding experience, professional development, ensure employees want to be part of the culture, manage to retain, focussing 
on wellbeing to prevent burnout. Bluestone strives to maintain engagement from recruitment through to onboarding by providing through induction and initial training (EV18), ongoing 1:1 
conversation, coaching and feedback (EV8), training and development (EV19), (EV12), (EV13), (EV14). Bluestone is also committed to workforce planning both internally and externally. EV1 
demonstrates an external data review of risk of loss of talent due to a competitor opening in the local area – by reviewing the demographics of our workforce in terms of living in close proximity 
to the competitor. Internally, EV2 and EV3 is a review of demographics of both leavers and current workforce according to sex, age and length of service to enable us to plan strategies in line 
with what are our target markets are for recruitment and what is the available recruitment pool locally. 
 
Succession planning is essential for long term success of an organisation, and a basic definition is the development of talent to move into leadership positions, should they depart. For effective 
successful plans, it is vital to understand the skills and performance levels of employees within the organisation. At Bluestone, following a recent change in our performance management 
framework, it required us to score our employees based on levels of performance in categories of A’s – top performers going over and above, B’s – acceptable performance, C’s – 
underperforming (EV8), (EV11). For the A’s identified within the organisation, it was necessary to develop a succession plan, as these individuals are the ones ready to develop and progress. 
It is also necessary for business continuity. Bluestone retains skills matrices based on performance, and succession plans are used in conjunction with workforce plans. Succession planning has 
become key at Bluestone, whilst we navigate through a recruitment crisis, attracting talent has become even more of a challenge. This has resulted in a real focus internally and developing 
and promoting from the home-grown talent pool. Bluestone have found this beneficial as there is already organisation-specific knowledge in business-critical roles. We have also found that 
our investment internally to succession planning and having open conversations with teams about succession plans for them personally, it has supported the retention of talented individuals 
as they are aware of the opportunities ahead of them to progress their careers. Following the pandemic, it has become even more central to our internal talent management efforts. Bluestone 
has also seen changes in succession planning consideration, where individuals may wish to move sideways into a different department or role in order to gain experience, and due to the 
recruitment challenges, this has particularly helpful. We have also introduced secondment opportunities to support this and provide wider development opportunities (CIPD, 2021). EV20 
demonstrates a slide show of current organisation structure, which was recently collated, identifying requirements and equally roles which were surplus to requirements. Bluestone would 
also benefit from doing external data for example local demographics around age profiles, those available for work, those in employment particularly in the hospitality industry, our competitors 
and their offerings i.e., pay/benefits. 
 
Our succession plans, identify those individuals who are high performers with potential to develop into more senior positions, and also highlights the time scales which their seniors believe 
they will be ready for this progression (EV11). These structures have been compiled with the Director of People Services, myself (People Services Manager) and the senior management within 
departments, aligning it with a traditional highly structures and top-down succession scheme by identifying internal successors and planning their career pathways. However, according to 
CIPD (2021), given the current labour market having growing uncertainty and the increasing speed of change, this type of succession planning has declined due to a number of issues. One 
being that it does not do enough to take into account of non-managerial positions, despite many roles being crucial to the future of the business or aligning to the future needs and potential 
roles with the current pool of internal talent we have. Currently, where a brand-new role is identified, we tend to seek talent externally, however where possible more could be done to 
forecast these roles and develop our internal talent pool as part of our succession plans. It is also important to note that for some roles, particularly senior positions, recruiting externally for 



new ideas and approaches can be important. Gaining a balance between external recruitment and internal development is key. Retention is a current concern for the business, and succession 
plans could do more to support this with identifying potential opportunities and ensuring employees are aware of these during their performance conversations. Consideration should also be 
given to organisation structure – as they are becoming less hierarchical with fewer management layers which is the case at Bluestone. Previously, it is assumed during succession planning that 
employees want to make upwards moves. However, a sideways move into a different department or role, even without compensation, is what employees seek for gaining experience. 
Bluestone could explore this further, by opening up succession plans to all levels of the business and having succession conversations during all performance conversations and allowing 
employees to identify for themselves their aspirations, in a supportive learning environment. It could also be explored further by having a qualification matrix, to understand the internal pool 
of talent (CIPD, 2021). 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



2 Be able to recommend ways to improve an organisation’s approach to talent planning. 
 
There are a number of considerations to Bluestone’s current approach to talent planning. Firstly, workforce planning is often triggered by a specific event, which is certainly true for Bluestone. 
Following the pandemic, and within the current recruitment and retention crisis, Bluestone was forced to come up with innovative ways to address this. One of these was to carry out reactive 
succession plans, to identify internal talent to develop and plug the gap of our resource challenges, and talent planning to look externally at attracting key people. Bluestone would benefit 
from broader workforce planning, to avoid reactive hiring and firing responses and neglecting long term investments such as skills and development. To address this, the recommended 
solution would be to identify both a strategic workforce plan and an operational workforce plan. Bluestone’s strategic plan would align to the business strategy addressing internal business 
drivers, goals, external environment developments which would impact upon the business. This would need to be a 3-5 year plan, identifying critical job roles and capabilities needed to meet 
goals of the future. Operational planning is more short term i.e. 3-12 months and will be more focussed on skill gaps, requirements for immediate needs and processes involved e.g. recruitment 
and training. The strategic direction of the business is often created and discussed within the board, and often not shared in detail to those responsible for delivering strategic objectives. This 
is essential to workforce and talent planning. Bluestone would benefit from a shared strategic direction, to enable timeframes to be identified. During the pandemic, the ways of working has 
also been highlighted i.e., working from home, flexible working arrangements. These working conditions are now often sought after by potential talent, therefore considered and co-ordinated 
approaches to resourcing is evident taking into account a holistic view of the individuals. The needs of our customer base have also changed and workforce planning should account for this 
i.e. a high number of our customers wish to make and manage bookings online rather than utilising our contact centre, this is likely to increase over time.  
 
As previously mentioned, due to the recruitment and retention crisis, Bluestone has experienced a number of resource challenges. Some recommendations are required to address shortages 
or even skill mismatches, and prior to this the needs gaps and action areas must be identified. Following this, Bluestone could implement an action plan selecting the priority critical gaps, 
identifying actions and prioritising actions. Bluestone would benefit from planning for greater flexibility, which has been evident in how we have had to respond to uncertainty. Across a range 
of tasks such as recruitment, training – functional flexibility can be applied for example though multi-skilling. Flexibility could also be applied to contracts of employment e.g., temporary, 
seasonal, zero hour contracts which offer flexibility around the numbers employed. And in regard to working time. Another consideration is talent flexibility, whereby alternative education 
pathways can provide varied sources of talent with varying characteristics. Bluestone could explore this further and continue to encourage professional development, creating opportunities 
for skills and knowledge to be developed through innovative methods e.g., secondments, projects, deployment. Lastly, adaptive flexibility, whereby management pay attending to individual 
development within their team and involvement them in change management. This results in employees who are in touch with the changing business needs and are more readily able to 
adjust as they have an understanding of why change is being made (CIPD, 2018).  
 
Attracting talent is a key area in which recommendations can be made. To attract the best talent to Bluestone, our employer branding will significantly impact on our ability. This is particularly 
challenging following the pandemic where it has been required to make difficult economic decisions which may impact on business reputation. Resource should be invested in the overall 
image of the business for example identifying unique employee benefits and offerings. Corporate responsibility is another factor influencing brand, and a topic where a high portion of younger 
talent is passionate about, therefore enhancing this aspect of our brand can also widen the pool of potential talent. To support this, considered and well embedded policies on diversity and 
inclusion can equally widen the pool of talent to attract. This can be achieved by the business increasing its social media presence with positive employer image content. Identifying talent is 
another key area, Bluestone has faced a number of challenges and for a period had a recruitment freeze. However, more could be done to understand any under-utilised talent within the 
existing workforce to fill skills gaps and critical roles. Identifying such talent can be achieved through various methods including mentoring programmes and performance reviews. Internal 
talent is already culturally integrated and aligned with the business values and objectives and may be willing to move sideways into alternative roles as opposed to purely progressing upwards. 
Developing the identified talent, and also the recruited talent, ensuring they continue to develop the necessary skills and experience to achieve their full potential whilst working for Bluestone 
is key to talent planning, succession planning and resourcing. Due to the pandemic, a number of people activities were deemed non-essential for example training and development initiatives, 
however it is recommended that Bluestone implement skills programmes, professional networking and secondment, encourage a climate of continuous learning. Investing in skills training, 
will result in developing the workforce strengths. Another key factor is ensuring talent is engaged. There are a number of activities that fall within engagement, for example Bluestone must 
be sure to offer career support and support professional development, alongside innovative ways to bring out the best in the workforce. One consideration could be providing a dedicated 
channel to raise ideas or express concerns and demonstrating that these are being listened to. It is also recommended that wellbeing programmes providing the right support alongside a 
healthy work life balance will also add to employees feeling valued to perform better. Another recommendation is around motivating talent, which is closely linked to employee engagement. 
Succession planning can be key here, in demonstrating opportunities for all employees to develop and grow. Retention is another key factor in talent planning and is equally key to business 



success. Bluestone must ensure that the talent planning strategy not only focusses on recruitment initiatives to attract potential talent and recruit them, but also retaining them. 
Recommendations could include competitive benefits, a positive working environment, wellbeing is highly valued (Morris, 2021). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 

 
 
 
 
 



3 Be able to contribute to people resourcing activities.  
 
  
The specific resourcing activity to be discussed is recruitment, which is required when either a new job role is created within the business, or if a current member of staff leaves the business. 
Prior to carrying out any recruitment activities, a number of considerations must be given, including determining that there is an actual need to recruit i.e., could the tasks be distributed to 
other existing members of staff, and if it is determined there is a need for a vacancy – what skills and experience are required. In order to obtain this information, Bluestone undertakes a job 
analysis, collating information from varying sources i.e., duties, responsibilities, performance requirements and requirements of education and experience. If the job is an existing job, then a 
large proportion of information will be obtained from current role-holders. On this occasion, it was identified that due to a restructure in the People Services Department, and due to a change 
in our learning and development offering moving to an e-learning platform for a large portion of our training, there was a need for a new role in the department – Learning and Development 
Coordinator (EV23) (Taylor and Woodhams, 2016). Once the role has been identified, the hiring manager is responsible for collating the job description which is then sense checked by the 
people services team. The job description is one of the key documents in recruitment and selection, and ongoing though performance management. EV25 is a job description written by me 
for the role and submitted as part of the business care for approval by the board (EV23). EV24 is an email to our Talent Acquisition Manager – agreeing roles and responsibilities. Our Talent 
Acquisition Manager will advertise the vacancy and the hiring manager is responsible for screening, interviewing, providing interview feedback and rejecting or progressing candidates.  The 
main organisation policy and procedure to adhere to when carrying out recruitment activities is the recruitment and selection policy (EV26). The internal policy outlines the roles and 
responsibilities of those involved in the process, alongside the procedure and compliance/noncompliance issues. It also highlights our code of practice. The other policy to consider is our equal 
opportunities policy, which applies to applicants as well as current employees, ensuring non-discrimination and equality of opportunity. Legal requirements of recruitment and selection are 
the basis for our policies and procedures, but also need to be considered when carrying out activities. The Equality Act 2010 outlines that there is a legal responsibility for employees to ensure 
that no unlawful discrimination occurs during the process based on any of the protected characteristics. Legally, considerations also need to be given on how employees are inducted, alongside 
checking their right to work in the UK and issuing a contract of employment. Employers also have a responsibility to ensure fair access to opportunity by considering advertising methods to 
target a diverse population and offering provisions during application and selection (Taylor and Woodhams, 2016).  
  
Following completion of the job description, the next stage is to identify appropriate advertising methods. Bluestone utilises its website for advertising positions and all applications are made 
online. On occasion, depending on the role, we will utilise other advertising methods such as local radio, job centre, employment agencies and education services. On this occasion, it was 
sufficient to advertise via the website and job centre, utilising social media for promotion. Other methods often come at a cost; therefore, it was decided that we would review the number of 
applicants via these channels in the first instance. Following this, applications are received which require screening. In accordance with our service level agreements, screening is done within 
two weeks of receiving the application. The screening is a review of the CV and covering letter in line with the job description. This is also done via our recruitment system, and I identified 
those individuals required for interview. Prior to interview, a review of the interview form is required ensuring it matches the job description and requirements for the role, alongside relevant 
scoring criteria. It is also necessary to identify the interview method, and due to the pandemic, these have predominantly been online. Interviews are organised and HR are present to take 
notes and be impartial, supporting the scoring criteria. Following on from the interview, I inputted the feedback onto our recruitment system, identifying the unsuccessful candidates. Once 
the successful candidate was identified, the recruiter information is collated i.e., the rate of pay, the agreed start date and time, the line manager. These are then used to create a contract 
which is sent prior to the start date. References are also requested in line with our company policy alongside carrying out right to work checks. The required objective was to secure a candidate 
for a newly identified role, and this was achieved. Bluestone has a robust recruitment process, supported by a clear policy and procedure offering guidance. We also have the benefit of an 
online system, which sends hiring managers reminder emails to notify them when they have a specific action to undertake on the system i.e., screen an applicant, schedule an interview. The 
system also sends out automatic notifications and communications to candidates i.e., their interview information, their contract etc. Due to the volume of recruitment and applicants, this 
allows Bluestone to be efficient and apply resource to other elements of the recruitment process i.e., attracting talent via social media platforms or inducting employees. The service level 
agreements outlined in the recruitment policy were adhered to. Consideration could have been given to the advertising methods utilised, as the basic methods were chosen, however, to 
widen the pool in an attempt to attract a more diverse candidate base, other methods of advertisement could have been considered. 
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