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[bookmark: _Toc238990832]Executive Summary
Developing and Implementing a Candidate Attraction Strategy at Foresite Recruitment
Effective project management enables organisations to translate strategic ideas into controlled activities that deliver measurable organisational benefits. This report presents a project management plan for the development and implementation of a new candidate attraction strategy within Foresite Recruitment, a recruitment organisation operating within the UK New Homes sector.
The project has been identified in response to an operational challenge within the temporary recruitment division: a reliance on an established pool of temporary New Homes Sales Advisors. Although experienced existing candidates provide reliability and sector knowledge, over-reliance on a relatively limited talent pool can restrict the organisation's capacity to respond to increased client demand, geographical expansion, holidays and short-notice requirements. The proposed project therefore seeks to expand and diversify the active candidate pool through a structured 12-week attraction strategy.
The report follows the project lifecycle from concept and initiation through planning, implementation, monitoring and closure. Project management methodologies including predictive, Agile and hybrid approaches are critically evaluated, with a hybrid methodology identified as the most appropriate for the project. A business case, stakeholder analysis, SWOT and PESTLE analysis, Work Breakdown Structure (WBS), Gantt planning, RACI, communication planning and risk management processes are applied.
The report argues that project management tools provide structure, accountability and control but should not be treated as substitutes for managerial judgement. In a recruitment environment, candidate behaviour, client demand and market conditions can change rapidly; consequently, project plans require flexibility.
Finally, the report considers the attributes required of an effective project manager and provides a personal self-audit and Professional Development Plan (PDP). The project provides an opportunity not only to improve Foresite Recruitment's candidate attraction capability but also to develop my own project leadership, analytical and strategic management capabilities.
[bookmark: _Toc238990833]1. Introduction
Projects are increasingly used by organisations to introduce change, improve processes and achieve strategic objectives. The Association for Project Management (APM, 2025) recognises project management as extending beyond scheduling activities to include strategic context, leadership, stakeholder management, risk, benefits and the management of change. Similarly, the Project Management Institute (PMI, 2025) emphasises that successful project management requires both technical management processes and the behaviours and judgement required to create value.
This report presents a project management plan for Developing and Implementing a New Candidate Attraction Strategy at Foresite Recruitment.
Foresite Recruitment operates within the recruitment sector, including the supply of temporary New Homes Sales Advisors to housebuilding clients. The temporary division depends upon having suitably experienced, available and compliant candidates who can respond to client requirements. An operational issue identified within the division is the tendency to repeatedly use an established group of candidates. While this provides benefits because existing workers have proven experience and understand client expectations, it also creates capacity risk.
The purpose of the proposed project is therefore to develop and implement a structured candidate attraction strategy over a 12-week period to expand the active temporary candidate pool. The project will also provide a practical framework through which project management tools and techniques can be critically assessed.
[bookmark: _Toc238990834]2. Defining the Project Idea – WHAT and WHY
[bookmark: _Toc238990835]2.1 The WHAT
The first stage of project conceptualisation is establishing clearly what the project intends to achieve. Poorly defined projects can experience scope creep, conflicting stakeholder expectations and difficulties determining whether success has been achieved (Kerzner, 2022).
The project is:
To design and implement a 12-week candidate attraction strategy aimed at increasing the number of suitable, active and compliant temporary New Homes Sales Advisors available to Foresite Recruitment.
The project will review existing attraction practices and candidate data before introducing and testing a combination of attraction channels. These may include job boards, LinkedIn activity, direct candidate sourcing, referrals, re-engagement of inactive candidates and targeted recruitment campaigns.
Importantly, the project is not simply concerned with increasing the number of names held on a recruitment database. Quality is central to the project. A large database of candidates who lack relevant experience, are unavailable or have incomplete compliance documentation would provide limited organisational value. The intended outcome is therefore an increase in the active and deployable talent pool.
Project objectives
The objectives will be developed using the SMART principle (Doran, 1981), ensuring that they are Specific, Measurable, Achievable, Relevant and Time-bound.
The proposed objectives are to:
· complete an audit of the existing temporary candidate pool during the first two weeks;
· identify the most productive existing candidate attraction sources;
· develop and launch a multi-channel attraction campaign;
· establish measurable source-of-candidate and conversion data;
· increase the number of active and compliant temporary New Homes candidates during the 12-week project;
· assess whether the additional candidate supply improves Foresite's ability to fulfil temporary requirements; and
· produce recommendations for an ongoing candidate attraction strategy following project closure.
A target increase should be agreed after the baseline audit. This is preferable to setting an arbitrary percentage before the current active candidate population has been accurately established.
[bookmark: _Toc238990836]2.2 The WHY
The business justification is arguably more important than the project idea itself. PRINCE2 emphasises continued business justification: a project should continue only while it remains desirable, viable and achievable (PeopleCert, 2023).
The primary reason for selecting this project is Foresite Recruitment's reliance on a relatively established group of temporary candidates. Existing candidates are valuable because their experience and performance are known; however, repeatedly depending upon the same individuals creates several risks.
First, candidates may already be working when new requirements arise. Secondly, holidays, illness and geographical limitations can reduce availability. Thirdly, increased client demand cannot necessarily be supported by the existing candidate population. Finally, competitors operate within the same labour market and candidates are not exclusive resources.
From a Resource-Based View (RBV), valuable organisational resources can contribute towards competitive advantage (Barney, 1991). In a recruitment organisation, candidate relationships and access to specialist talent are particularly important resources. Consequently, the depth and quality of Foresite's candidate network can influence its capacity to service clients and generate revenue.
The business case can therefore be summarised as:
Current state: reliance on a relatively limited established temporary candidate pool.
Problem: capacity and availability may not always match client demand.
Project intervention: develop and test a structured candidate attraction strategy.
Desired state: a larger, active, compliant and geographically useful candidate pool.
Business benefit: improved fulfilment capability, reduced dependency on individual candidates, stronger client service and increased opportunity for revenue generation.
However, the business case should not assume that increasing candidate numbers automatically produces commercial value. Attraction activities have financial and time costs, and attracting unsuitable candidates may increase administrative workload without improving placements. Project success must therefore consider candidate quality, conversion, cost and deployment rather than registrations alone.
[bookmark: _Toc238990837]3. Project Management Methodologies
Project methodology provides a framework through which activities are organised and controlled. However, no single methodology is universally appropriate (PMI, 2025). Method selection should reflect project complexity, uncertainty, organisational culture and stakeholder requirements.
[bookmark: _Toc238990838]3.1 Predictive/Waterfall Approach
A predictive approach establishes scope, activities and schedules largely in advance and progresses through defined phases. This provides clarity and is useful where outputs and dependencies can be predicted.
For the candidate attraction project, a predictive structure would be beneficial for activities including:
Concept → Research → Planning → Campaign Development → Implementation → Monitoring → Closure
This creates accountability and allows milestones to be established.
The limitation is that candidate attraction is not entirely predictable. For example, LinkedIn could outperform job boards, referral activity could produce unexpectedly strong results, or one geographical area could generate insufficient candidates. A rigid plan might require Foresite to continue investing resources in an ineffective channel merely because it was included within the original schedule.
Therefore, while predictive planning provides control, used alone it could be too inflexible.
[bookmark: _Toc238990839]3.2 Agile Project Management
Agile approaches prioritise adaptability, iterative delivery, stakeholder collaboration and responding to change (Agile Alliance, 2001). Rather than designing an entire solution and waiting until project completion to evaluate it, results can be reviewed regularly and activity adjusted.
This is particularly applicable to candidate attraction. Campaign performance could be reviewed weekly, allowing messaging, advertising channels or targeting to change in response to results.
For example:
Campaign → Measure → Learn → Adapt → Relaunch
The strength of Agile thinking is responsiveness. Its weakness within this project is that complete flexibility could reduce control over scope, cost and timescale. Foresite still requires a defined project objective, budget and completion point.
[bookmark: _Toc238990840]3.3 PRINCE2
PRINCE2 provides structured principles, practices and processes for managing projects, including business justification, defined responsibilities, management by stages and learning from experience (PeopleCert, 2023).
Several principles are directly applicable. Continued business justification ensures attraction expenditure remains worthwhile, while defined roles can reduce ambiguity over who approves expenditure, creates marketing content, sources candidates and evaluates results.
Nevertheless, implementing PRINCE2 in its entirety could be disproportionate for a relatively small internal recruitment project. Excessive documentation could consume time that would otherwise be spent on delivery.
This demonstrates an important distinction between using project management appropriately and using every available project management tool.
3.4 Recommended Hybrid Approach
A hybrid methodology is proposed. The project will use predictive techniques to establish:
· scope;
· business case;
· budget;
· responsibilities;
· WBS;
· milestones;
· risk management;
· communication; and
· closure criteria.
Agile principles will then be applied during campaign implementation through weekly reviews and adjustments.
This provides governance without preventing responsiveness. It reflects the argument that contemporary project management increasingly requires adaptability in uncertain organisational environments (APM, 2025).
Project initiation translates an idea into an authorised piece of work.













[bookmark: _Toc238990841]4. Project Charter
Developing and Implementing a Candidate Attraction Strategy to Expand the Temporary Talent Pool at Foresite Recruitment
Project Objectives
	Project Element
	Detail

	Organisation
	Foresite Recruitment

	Project Manager
	Lead Consultant – Temporary New Homes Division

	Project Sponsor
	Senior Management

	Project Duration
	12 weeks

	Project Purpose
	To develop and implement a structured candidate attraction strategy to increase the number of suitable, active and compliant temporary New Homes Sales Advisors available to Foresite Recruitment.

	Business Need
	Foresite currently relies heavily on an established pool of temporary candidates. Although these candidates provide experience and reliability, dependency on the same individuals creates capacity and availability risks during periods of increased client demand.

	Project Scope
	Candidate database analysis, candidate attraction, direct sourcing, social media, job advertising, candidate referrals, dormant candidate re-engagement, screening, registration, compliance and evaluation.

	Out of Scope
	Permanent recruitment, recruitment for unrelated sectors, replacement of recruitment systems and organisational restructuring.

	Key Deliverable
	A tested and measurable candidate attraction strategy that can be incorporated into normal business operations.



The project objectives are to:
1. Complete an audit of the existing temporary candidate pool by the end of Week 2.
2. Establish baseline candidate attraction and availability data by Week 3.
3. Identify and select appropriate candidate attraction channels.
4. Develop and launch a multi-channel attraction campaign by Week 5.
5. Increase the number of suitable, active and compliant temporary New Homes candidates during the 12-week project.
6. Monitor the effectiveness and cost of individual attraction channels.
7. Measure how many newly attracted candidates progress from enquiry to registration, compliance and placement.
8. Produce recommendations for an ongoing candidate attraction strategy following project closure.
Success Criteria
Project success will be measured through:
· growth in the active candidate pool;
· number of qualified candidates attracted;
· number becoming fully compliant;
· number becoming available for assignments;
· number of newly attracted candidates successfully placed;
· improvement or maintenance of booking fulfilment;
· cost per qualified candidate;
· completion within the agreed 12-week period; and
· stakeholder feedback.
[bookmark: _Toc238990842]5. Business Case
Business Case and Options Appraisal
Business Problem
Foresite Recruitment has developed a reliable pool of experienced temporary New Homes Sales Advisors. However, the organisation regularly returns to the same candidates when client requirements arise.
This provides operational benefits because candidate quality is already understood. Nevertheless, it also creates dependency. Existing candidates may already be working, unavailable, on holiday or geographically unsuitable for a new assignment.
Increasing the depth of the candidate pool could therefore improve Foresite's ability to respond to client demand while reducing reliance on individual temporary workers.
Options Considered
Expected Benefits
Tangible Benefits
· Increased number of suitable temporary candidates.
· Increased candidate availability.
· Improved ability to fill client requirements.
· Reduced time spent sourcing urgently.
· Increased potential for temporary recruitment revenue.
· Improved candidate-source information.
Intangible Benefits
· Stronger candidate network.
· Increased Foresite brand awareness.
· Improved client confidence.
· Greater operational resilience.
· Improved understanding of candidate attraction behaviour.
Costs and Resources
The project may require expenditure relating to:
· job-board advertising;
· CV database access;
· recruitment marketing;
· social media;
· referral incentives;
· consultant working time; and
· compliance/administration.
Expenditure will be agreed with management and monitored throughout the project.
Business Case Recommendation
The multi-channel attraction strategy is recommended because it provides the greatest opportunity to address the identified business problem while creating a sustainable candidate pipeline.
Continued business justification will be reviewed throughout the project to ensure that project costs remain proportionate to the expected benefits.
[bookmark: _Toc238990843]5.1 Stakeholder Analysis
Freeman's (1984) stakeholder theory emphasises consideration of groups that affect or are affected by organisational activity.
Stakeholder Analysis and Power/Interest Matrix
[image: ]Stakeholder Register

Power/Interest Matrix
High Power / High Interest – Manage Closely
· Senior Management
· Project Manager
· Recruitment Consultants
· Key Clients
High Power / Lower Direct Interest – Keep Satisfied
· Wider organisational management
· Key recruitment suppliers where applicable
Lower Power / High Interest – Keep Informed
· Administration and compliance team
· Existing candidates
· Prospective candidates
Lower Power / Lower Interest – Monitor
· External advertising providers
· Other external suppliers
Stakeholder Review
Stakeholder positions may change during the project. For example, a client experiencing an urgent candidate shortage may temporarily become a particularly influential stakeholder. The stakeholder analysis will therefore be reviewed throughout the project rather than treated as a one-off exercise.
[bookmark: _Toc238990844]6. Environmental Analysis: SWOT and PESTLE
Environmental Analysis
Projects operate within organisational and external environments. Environmental analysis will therefore combine SWOT and PESTLE.






[bookmark: _Toc238990845]6.1 SWOT Analysis
	Strengths
	Weaknesses

	Specialist New Homes recruitment knowledge
	Reliance on an established candidate pool

	Existing candidate relationships
	Limited availability in some geographical areas

	Strong client relationships
	Recruitment can become reactive during busy periods

	Experienced recruitment team
	Consultant time constraints

	Existing recruitment database
	Candidate-source data may not always be consistently analysed

	Understanding of developer requirements
	Candidate attraction may reduce during periods of high operational workload

	Opportunities
	Threats

	Increased LinkedIn sourcing
	Competing recruitment agencies

	Candidate referral programme
	Candidates accepting direct employment

	Re-engagement of dormant candidates
	Rising candidate pay expectations

	Targeted job advertising
	Increased advertising costs

	Social-media candidate campaigns
	Housing-market changes

	Improved recruitment analytics
	Shortages of experienced New Homes candidates

	Geographic expansion
	Candidate travel limitations




SWOT is valuable because it is simple and encourages consideration of internal and external factors (Gürel & Tat, 2017). However, its simplicity is also a limitation. Factors can be subjective and there is no inherent mechanism for prioritisation. For example, identifying "competition" as a threat does not quantify how serious that threat is. SWOT will therefore inform, rather than determine, project decisions.





[bookmark: _Toc238990846]6.2 PESTLE Analysis
	Factor
	Relevance to Project

	Political
	Government housing and construction policy can influence housebuilding activity and demand for temporary New Homes staff.

	Economic
	Housing-market confidence, interest rates, wage expectations, fuel costs and labour-market conditions may affect candidate availability.

	Social
	Candidates increasingly value flexibility, work-life balance and reasonable travelling distances.

	Technological
	LinkedIn, job boards, recruitment databases, automation and recruitment analytics provide additional attraction opportunities.

	Legal
	UK GDPR, Data Protection Act requirements, right-to-work requirements, employment legislation and equality obligations must be observed.

	Environmental
	Candidate travel distances and increasing sustainability awareness may create greater demand for locally available temporary workers.



Political: Government housing policy and employment policy may influence housebuilding activity and labour demand.
Economic: Interest rates, housing-market confidence, construction activity, wage expectations and candidate travel costs can affect recruitment.
Social: Candidate expectations regarding flexibility, work-life balance and temporary employment influence attraction.
Technological: LinkedIn, recruitment databases, automation, AI-supported sourcing and digital advertising provide new attraction opportunities.
Legal: Candidate data must be managed in accordance with UK GDPR and Data Protection Act requirements, alongside right-to-work and employment compliance.
Environmental: Travel distance and increasing focus on sustainability may influence candidates' willingness to travel and client preferences for locally available workers.
PESTLE provides a wider strategic perspective than SWOT. Its limitation is the potential to produce an extensive list of environmental factors without demonstrating their actual significance. The analysis will therefore prioritise factors according to their likely impact on project outcomes.
[bookmark: _Toc238990847]7. Work Breakdown Structure
Work Breakdown Structure
A Work Breakdown Structure (WBS) decomposes project scope into manageable components (Kerzner, 2022).
The proposed WBS is:
1. Project Initiation
1.1 Define project concept
1.2 Agree project scope
1.3 Develop Project Charter
1.4 Prepare Business Case
1.5 Identify stakeholders
1.6 Agree project success criteria
2. Research and Analysis
2.1 Audit current candidate database
2.2 Identify active candidates
2.3 Identify dormant candidates
2.4 Analyse historical candidate sources
2.5 Complete SWOT analysis
2.6 Complete PESTLE analysis
2.7 Establish baseline KPIs
3. Candidate Attraction Strategy Development
3.1 Identify target candidate profile
3.2 Select attraction channels
3.3 Review existing job advertisements
3.4 Develop LinkedIn/social media content
3.5 Develop referral initiative
3.6 Develop dormant candidate re-engagement activity
3.7 Agree project budget
3.8 Develop communication plan
4. Implementation
4.1 Launch recruitment advertising
4.2 Launch LinkedIn sourcing activity
4.3 Directly approach prospective candidates
4.4 Contact dormant candidates
4.5 Promote candidate referrals
4.6 Screen applicants
4.7 Interview suitable candidates
4.8 Obtain required documentation
4.9 Complete candidate registration
4.10 Complete compliance process
5. Monitoring and Control
5.1 Review weekly candidate attraction KPIs
5.2 Monitor candidate quality
5.3 Monitor project expenditure
5.4 Review project risks
5.5 Review stakeholder engagement
5.6 Review attraction-source effectiveness
5.7 Implement approved project changes
6. Project Closure
6.1 Collect final project data
6.2 Compare results with baseline
6.3 Review actual expenditure
6.4 Obtain stakeholder feedback
6.5 Complete lessons learned
6.6 Produce ongoing recommendations
6.7 Complete project evaluation and closure
The WBS is particularly useful because a broad objective such as "attract more candidates" becomes specific work packages. It also supports resource allocation and scheduling.
However, a WBS focuses primarily on what work must be completed, not necessarily how effectively it will be completed. It can also create false confidence that all necessary activities were identifiable at the planning stage. Candidate attraction involves uncertainty; consequently, new tasks may emerge. The WBS should therefore operate alongside change control.


[bookmark: _Toc238990848]8. Project Management Tools and Communication Plan
[bookmark: _Toc238990849]8.1 Gantt Chart
A Gantt chart will convert WBS activities into a time-based schedule.
[image: ]

The Gantt chart is valuable because it visually communicates sequencing, overlapping activities and deadlines. It is also accessible to stakeholders who do not have specialist project management knowledge.
However, its apparent precision can be misleading. Candidate responses cannot be scheduled in the same way as an internal administrative task. Consequently, the Gantt chart should be regarded as a planning baseline rather than an inflexible prediction.
[bookmark: _Toc238990850]8.2 Critical Path Analysis
Critical Path Analysis (CPA) identifies activities whose delay could affect overall project completion.
A simplified critical sequence could be:
Baseline audit → Strategy approval → Campaign development → Campaign launch → Candidate processing → Final evaluation → Closure
CPA is valuable for focusing managerial attention on activities that could delay the project. Nevertheless, it is less powerful where task durations are uncertain. Candidate attraction and conversion are influenced by external human behaviour, making precise duration estimates difficult. CPA is therefore useful for the controllable elements of this project but less suitable as the sole scheduling method.
[bookmark: _Toc238990851]8.3 RACI Matrix
A RACI model identifies who is Responsible, Accountable, Consulted and Informed.
Stakeholder Analysis
The principal advantage of RACI is role clarity. It can prevent tasks being duplicated or assumed to be somebody else's responsibility.
[image: ]However, RACI does not itself create accountability. Individuals still require communication, capability and willingness to perform their roles. Furthermore, in a smaller organisation, individuals may occupy several RACI categories, reducing the model's simplicity.





R = Responsible – completes the activity
A = Accountable – owns the final outcome/decision
C = Consulted – provides input
I = Informed – kept updated
[bookmark: _Toc238990852]8.4 Resource and Cost Management
[image: ]Resources include:

A cost baseline will be established before campaign launch. Measures should include cost per applicant, cost per qualified candidate and ultimately cost per deployable candidate.
Cost per applicant alone could encourage the selection of cheap but poor-quality channels. Effective cost management therefore requires expenditure to be considered alongside quality and commercial outcomes.


[bookmark: _Toc238990853]8.5 Communication Plan
[image: ]Communication is fundamental because project success depends on engagement from consultants, management, candidates and support functions.

Shannon and Weaver's (1949) communication model highlights the potential for "noise" between sender and receiver. Within the project, noise may include unclear instructions, excessive email communication, different interpretations of targets or incomplete candidate information.
The communication plan creates consistency but should not lead to unnecessary meetings. Communication frequency should reflect stakeholder needs.
[bookmark: _Toc238990854]9. Risk Identification and Management
Risk management is a continuous process of identifying, assessing and responding to uncertainty (Hillson, 2017).
A probability-impact approach will be used. 
A detailed project risk register was developed to identify, assess and prioritise potential threats to project delivery (see Appendix A).
Risk Management Process
Risks will be:
[image: ]Identify → Assess → Prioritise → Respond → Assign Ownership → Monitor → Review

A risk register provides visibility and ownership. Probability-impact scoring also enables risks to be prioritised.
However, numerical scoring can imply a degree of objectivity that does not necessarily exist. Different managers may score the same risk differently. Risk assessment should therefore combine structured scoring with professional judgement.
Risk responses will follow four broad strategies: avoid, reduce, transfer where appropriate, or accept with contingency planning.
The risk register will be reviewed weekly. Probability and impact ratings will be adjusted where circumstances change.
[bookmark: _Toc238990855]9.1 Change Control
Changes may include increased advertising expenditure, extending geographical scope, adding attraction channels or altering project timescales.
A basic change-control process will be:
Significant changes will follow the process:
Change Identified → Impact Assessed → Approval Requested → Decision Made → Project Plan Updated → Stakeholders Informed
Quality assurance ensures that project success is measured by the number of suitable and deployable candidates, rather than applicant volume alone.
[image: ]A formal Change Request Template was developed to ensure that significant alterations to scope, cost or timescale are appropriately assessed and authorised (see Appendix C)
[bookmark: _Toc238990856]10. Monitoring and Project Closure
[bookmark: _Toc238990857]10.1 Monitoring Performance
"What gets measured" can strongly influence managerial behaviour (Kaplan & Norton, 1992). Therefore, project KPIs must measure both quantity and quality. A Candidate Attraction KPI Dashboard was developed to provide a visual mechanism for monitoring Project performance and conversion throughout the 12-week period (see Appendix D)Proposed measures include:
KPI Calculations
Qualification Rate
Qualified Candidates ÷ Candidate Enquiries × 100
Registration Conversion Rate
Registered Candidates ÷ Qualified Candidates × 100
Compliance Conversion Rate
Fully Compliant Candidates ÷ Registered Candidates × 100
Deployment Rate
New Candidates Placed ÷ Newly Registered Candidates × 100
Cost per Qualified Candidate
Total Attraction Expenditure ÷ Number of Qualified Candidates
The KPI Dashboard provides a visual method of monitoring the performance of the Candidate Attraction Project throughout the 12-week implementation period. It allows project progress to be assessed using measurable indicators rather than relying solely on subjective judgement.
The dashboard tracks the candidate journey from initial enquiry through to successful placement. In the example shown, 1,248 candidate enquiries resulted in 842 CVs received, 342 candidates shortlisted, 156 interviews and 48 successful placements. This represents an overall enquiry-to-placement conversion rate of 5.7%. The recruitment funnel is particularly useful because it highlights where candidates are lost during the attraction and selection process, allowing areas of weaker conversion to be identified.
The dashboard also evaluates the effectiveness of different candidate attraction sources. The example indicates that job boards account for 35% of placements, LinkedIn 25%, referrals 20%, the company website 10% and other sources 10%. This information would support future decision-making by identifying which attraction channels generate successful placements rather than simply high volumes of applications.
Performance is also monitored over the 12-week period, enabling trends in candidate enquiries and placements to be identified. The dashboard compares actual performance against project targets and provides a clear indication of whether individual KPIs are being achieved.
However, the figures currently displayed within the dashboard are illustrative project figures rather than actual Foresite results. At project initiation, baseline data would be established and targets agreed. The dashboard would then be updated weekly using actual project data. This would enable it to become a live project-management tool and provide evidence for the final evaluation of whether the Candidate Attraction Strategy achieved its intended objectives.
Overall, the KPI Dashboard provides a concise and accessible method of measuring candidate quantity, quality, conversion, source effectiveness and successful placement, supporting evidence-based monitoring and project decision-making.
Cost per Qualified Candidate
Total Attraction Expenditure ÷ Number of Qualified Candidates
Weekly Monitoring
The Project Manager will review:
· progress against Gantt schedule;
· candidate attraction numbers;
· candidate quality;
· conversion rates;
· attraction-source performance;
· expenditure;
· project risks;
· stakeholder issues; and
· required project changes.
A simple funnel can therefore be monitored:
Attracted → Screened → Qualified → Registered → Compliant → Available → Placed
This is more meaningful than measuring applications alone. 
Regular KPI reviews will also support the hybrid methodology. If one channel produces high volume but almost no qualified candidates, expenditure can be reduced and resources transferred to stronger channels.
Nevertheless, measurement can create dysfunctional behaviour if targets are poorly designed. A target based solely on registrations could encourage consultants to register marginal candidates. Quality assurance must therefore accompany performance targets.
[bookmark: _Toc238990858]10.2 Quality Assurance
Candidate quality will be assessed through defined standards including:
· relevant New Homes or transferable sales experience;
· professional communication;
· references where required;
· right-to-work/compliance completion;
· availability;
· geographic suitability; and
· performance feedback following assignments.
Quality assurance is particularly important because the project's strategic aim is not simply expansion but expansion without damaging service quality.
[bookmark: _Toc238990859]10.3 Project Closure. 
A further review should take place approximately three months after formal closure to establish whether project benefits have been sustained.
Closure activities will include:
1. comparing outcomes with baseline measures;
2. reviewing actual expenditure against budget;
3. assessing attraction-source performance;
4. obtaining stakeholder feedback;
5. reviewing the risk register;
6. documenting outstanding actions;
7. recording lessons learned;
8. identifying benefits requiring longer-term monitoring; and
9. producing recommendations for future candidate attraction.
A Project Closure Checklist was developed to provide a structured mechanism for confirming that all project activities, evaluations and handover requirements have been completed.  (See Appendix E) Project closure is sometimes viewed as administrative; however, it is essential for organisational learning. Without formal evaluation, Foresite could repeat ineffective attraction activity in future campaigns.
Not all benefits will be visible at week 12. A newly attracted candidate might not receive their first assignment until later. A post-project benefits review should therefore be undertaken approximately three months after closure.
[bookmark: _Toc238990860]11. Key Attributes of an Effective Project Manager
Project management involves both technical and behavioural competence. Contemporary APM guidance places significant emphasis on leadership and people alongside project controls (APM, 2025).
Key attributes include:
Leadership
The project manager must establish direction, motivate participants and maintain commitment. Leadership is particularly important where the project manager depends on colleagues over whom they may not have direct hierarchical control.
Communication
Different stakeholders require different levels and forms of information. Communication must therefore be clear, timely and appropriate.
Planning and Organisation
The manager must translate strategic objectives into practical actions, deadlines, responsibilities and resource requirements.
Decision-Making
Projects rarely progress exactly as planned. Managers need to evaluate evidence and make timely decisions under uncertainty.
Risk Awareness
Effective managers anticipate problems rather than responding only once they occur.
Stakeholder Management
Freeman (1984) demonstrates the importance of stakeholder relationships. Project managers must understand different interests, influence and expectations.
Adaptability
A project manager must recognise when the original plan no longer represents the best route to the objective.
Emotional Intelligence
Goleman (1998) argues that emotional intelligence incorporates self-awareness, self-regulation, motivation, empathy and social skills. These attributes are important when managing resistance, conflict and stakeholder relationships.
Team Management
Tuckman's (1965) forming, storming, norming and performing model demonstrates that team effectiveness develops over time. Belbin (2010) similarly identifies different behavioural contributions within effective teams. The project manager should therefore recognise that project success depends on combining complementary strengths rather than expecting all team members to operate identically.
[bookmark: _Toc238990861]12. Personal Skills Audit
A self-audit was conducted against the principal project-management capabilities. (See Appendix D)
My principal strengths are communication, relationship building, commercial awareness and responsiveness. These are relevant to a candidate attraction project because engagement with both internal stakeholders and prospective candidates will be central to success.
However, the self-audit identifies a distinction between being an experienced recruitment professional and being a formally trained project manager. Operational problem solving can sometimes be immediate and intuitive, whereas project management requires greater documentation, forward planning, risk analysis and controlled evaluation.
One potential weakness is the tendency to respond quickly to immediate operational requirements. This is beneficial in temporary recruitment, where client requirements can be urgent, but could result in insufficient time being allocated to longer-term analysis. The project therefore provides an opportunity to become more systematic.
A second development area is delegation. Belbin's model suggests that successful teams require different behavioural contributions (Belbin, 2010). Attempting to personally control every activity could create a bottleneck. The RACI matrix will therefore be used not simply as a project document but as a personal leadership-development mechanism.
[bookmark: _Toc238990862]13. Personal Development Plan
[image: ]

Reflective Learning Questions
At the end of each project week, the Project Manager will consider:
1. What was planned?
2. What happened?
3. What worked effectively?
4. What did not work as expected?
5. Why did this occur?
6. What have I learned?
7. What will I change next week?
This reflective process will support continuous development throughout the project rather than limiting reflection to the final project evaluation
Kolb's (1984) experiential learning cycle provides a useful framework for development through concrete experience, reflective observation, abstract conceptualisation and active experimentation. The candidate attraction project therefore provides an opportunity to learn through practice rather than solely through academic study.
Reflective practice will also draw on Schön's (1983) distinction between reflection-in-action and reflection-on-action. Reflection-in-action will involve adjusting decisions while the project is underway, while reflection-on-action will occur during formal evaluation.
The PDP will consequently remain a live document rather than being completed only at project closure.
[bookmark: _Toc238990863]14. Conclusion
This report has developed a project management plan for the design and implementation of a new candidate attraction strategy at Foresite Recruitment. The project was selected because reliance on an established temporary candidate pool creates a potential constraint on the organisation's ability to respond to changing client demand.
The WHAT of the project is the creation and testing of a structured 12-week attraction strategy. The WHY is the organisational requirement to increase candidate capacity, resilience and ultimately Foresite's ability to fulfil client requirements.
Critical evaluation demonstrates that project management methodologies and tools provide significant benefits but also have limitations. Predictive planning provides control but may be too rigid for recruitment-market uncertainty, while Agile provides adaptability but can weaken governance if applied without boundaries. A hybrid methodology is therefore considered most appropriate.
Similarly, tools including SWOT, PESTLE, WBS, Gantt charts, CPA, RACI and risk registers improve structure and visibility but cannot replace managerial judgement. Their effectiveness depends on the quality of the information entered, regular review and appropriate application to the scale of the project.
The project will be evaluated through both quantitative and qualitative measures. Candidate registrations alone will not constitute success; candidate quality, compliance, availability, source effectiveness, cost and actual deployment will provide stronger evidence of organisational value.
Finally, the self-audit demonstrates that project management requires both technical and interpersonal capability. Existing strengths in communication, relationship management and commercial awareness provide a strong foundation, while development is required in formal risk management, project budgeting, data analysis, delegation and change control.
Overall, the project provides Foresite Recruitment with an opportunity to create a more sustainable candidate pipeline while simultaneously providing a practical environment in which project management theory can be applied, evaluated and developed. Effective project management should not be judged by the volume of documentation produced, but by whether appropriate tools, leadership and judgement enable the organisation to convert a justified idea into measurable and sustainable benefits.
References
Agile Alliance. (2001). Manifesto for Agile software development. Agile Alliance.
Association for Project Management. (2025). APM body of knowledge (8th ed.). Association for Project Management.
Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of Management, 17(1), 99–120.
Belbin, R. M. (2010). Team roles at work (2nd ed.). Butterworth-Heinemann.
Doran, G. T. (1981). There's a S.M.A.R.T. way to write management's goals and objectives. Management Review, 70(11), 35–36.
Freeman, R. E. (1984). Strategic management: A stakeholder approach. Pitman.
Goleman, D. (1998). Working with emotional intelligence. Bantam Books.
Gürel, E., & Tat, M. (2017). SWOT analysis: A theoretical review. The Journal of International Social Research, 10(51), 994–1006.
Hillson, D. (2017). Managing risk in projects. Routledge.
International Organization for Standardization. (2020). ISO 21502:2020 Project, programme and portfolio management—Guidance on project management. ISO.
Kaplan, R. S., & Norton, D. P. (1992). The balanced scorecard—Measures that drive performance. Harvard Business Review, 70(1), 71–79.
Kerzner, H. (2022). Project management: A systems approach to planning, scheduling, and controlling (13th ed.). Wiley.
Kolb, D. A. (1984). Experiential learning: Experience as the source of learning and development. Prentice Hall.
Kotter, J. P. (1996). Leading change. Harvard Business School Press.
Lock, D. (2020). Project management (11th ed.). Routledge.
Meredith, J. R., Shafer, S. M., & Mantel, S. J. (2017). Project management: A strategic managerial approach (10th ed.). Wiley.
PeopleCert. (2023). Managing successful projects with PRINCE2 (7th ed.). PeopleCert.
Project Management Institute. (2021). A guide to the project management body of knowledge (PMBOK Guide) and the standard for project management (7th ed.). Project Management Institute.
Project Management Institute. (2025). A guide to the project management body of knowledge (PMBOK Guide) (8th ed.). Project Management Institute.
Schön, D. A. (1983). The reflective practitioner: How professionals think in action. Basic Books.
Shannon, C. E., & Weaver, W. (1949). The mathematical theory of communication. University of Illinois Press.
Tuckman, B. W. (1965). Developmental sequence in small groups. Psychological Bulletin, 63(6), 384–399.
Turner, J. R. (2014). The handbook of project-based management: Leading strategic change in organizations (4th ed.). McGraw-Hill Education.
Westland, J. (2018). The project management life cycle: A complete step-by-step methodology for initiating, planning, executing and closing a project successfully. Kogan Page.
Wysocki, R. K. (2019). Effective project management: Traditional, agile, extreme, hybrid (8th ed.). Wiley.



Appendices
Appendix A: Change Request Register[image: ]


[image: ]Appendix B: Candidate Quality Assurance Checklist





Appendix C:[image: ] Candidate Attraction







Appendix D: Personal Skills Audit
[image: ]
[image: ]Appendix E: Project Closure 












image3.png
GANTT CHART — 12 WEEK PROJECT PLAN

Developing and Implementing a Candidate Attraction Strategy — Foresite Recruitment

Workstream / Activity Duration WEEK 1 WEEK 2 WEEK 3 WEEK 4 WEEK 5 WEEK 6 WEEK 7 WEEK 8 m WEEK10 | WEEK11 | WEEK12

1. Project Initiation

1.1 Define project concept & objectives 1week | NN @ ML Project Initiated

1.2 Develop Project Charter 1week s

13 Prepare Business Case 1 week —

14 Identify stakeholders 1 week | ]

1.5 Agree success criteria & KPIs 1 week P
2. Research & Analys |

2.1 Audit current candidate database 2 weeks E———]

2.2 Analyse candidate sources & data 1week )

23 SWOT & PESTLE analysis. 1 week T

2.4 Establish baseline KPIs. 1week I @ M2: Baseline Established
3. Strategy Development

31 Identify target candidate profile 1 week ==

3.2 Select attraction channels 1week [

3.3 Develop marketing content & campaigns 2 weeks [ eui

3.4 Plan referral & re-engagement activity 1 week [ |

3.5 Agree budget & communication plan 1 week P

@ M3: Strategy Approved
4. Implementation (Attraction & Engagement)

4.1 Launch job advertising. 1 week ——
4.2 LinkedIn & social media sourcing 8 weeks [ ——— S . S s |
4.3 Direct candidate outreach 8weeks [ eE-—————— e S o e e e—
4.4 Re-engage dormant candidates 6 weeks = e ———— s S = SR i e |
4.5 Promote candidate referrals 6 weeks e s e ~— == oS s
46 Screen & interview candidates 6 weeks [————— R o S |
4.7 Registration & compliance process 6 weeks [ = e e |
5. Monitoring & Control
5.1 Weekly KPI & progress monitoring 8 weeks [ S e AR e e S e s |
5.2 Risk management & issue tracking FEIVTO e e e S A = S ————
53 Budget monitoring & reporting 8weeks E————— = e |
5.4 Stakeholder communication B NN ——————————— |
6. Project Closure

6.1 Final data collection & analysis 2 weeks = ———
62 Project evaluation & report 1 week | m—)
63 Lessons learned 1 week |
6.4 Recommendations & handover 1 week [
6.5 Formal project closure 1 week -

i e L _ Mé:ProjectClosed  4p

9 initation " Research & Analysis [ Strategy Development = Implementation KEV/MILESTONES T D et
@ Mi1: Project Initiated (End of Week 2) @ M3:Strategy Approved (End of Week 5) e e
B Monitoring & Control 81 Closure * Wiestone @ M2 Basline stabished (Endof Week 3) @ M Project Closed (End of Week 12) 4 ;

Monitoring: Throughout Project
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8.3 RACI MATRIX - ROLES AND RESPONSIBILITIES

The RACI Matrix identifies who is Responsible, Accowntable, Consulted and Informed
for each key activity in the Candidate Attraction Project.

P a 9

PROJECT ACTIVITY
PROJECT SENIOR RECRUITMENT ADMIN /
MANAGER MANAGEMENT CONSULTANTS COMPLIANCE

B 1 Project Charter R A (cd 1
&= 2 Business Case R A (4 ]
£ 3. Candidate Database Audit A/R I {of C
@) 4.SWOT/ PESTLE Analysis R C (S I
@ 5. Budget Approval C A/R 1 ]
@ 6. Attraction Strategy R A C 1
7. Job Advertising A 1 R I
8. Linkedin / Direct Sourcing A 1 R I
&0, 9. Candidate Sereening A 1 R (]
@ 10. Registration & Compliance C 1 iC. A/R
4l 11.KPI Monitoring A/R 1 (of (o}
12. Risk Management A/R (o} C (=
€ 13. Change Approval R A c ]
g 14. Final Evaluation R A c c
R = Responsible A = Accountable C = Consulted | = Informed
Completes the activity Ultimately accountable Provides input or Kept informed of

or does the work for the outcome expert advice progress / decisions

WHERE TO PLACE THE
STAKEHOLDER REGISTER VISUAL |

The Stakeholder Register visual (shown below)
should be placed in:

4. PROJECT INITIATION

Subsection: 4.3 Stakeholder Analysis

This is because the stakeholder register is part
of identifying and analysing stakeholders early
in the project, during the initiation phase.
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Placing the Stakeholder Register in 4.3 Stakeholder Analysis
keeps all stakeholder identification and evaluation
information together in the initiation section.
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RESOURCE REQUIREMENTS

Candidate Attraction Project — 12 Week Plan

QUANTITY / LEVEL TIMEFRAME
RESOURCE DESCRIPTION / PURPOSE REQUIRED (REQUIRED) NOTES / COMMENTS

Overall project planning, coordination, 1 (Lead Consultant) Weeks 1-12 Responsible for delivery of the project
l iA Project Manager ::::;::inmj:s;t:::;':::;t W e and achievement of objectives.
. Candidate attraction activity, sourcing, 2-4 Consultants Weeks 4 - 12
® Recruitment i i i i
Comsiltanic screening, interviewing and ongoing Approx. 1015 hrs per pedilery Capencing oncampaien
4 (5] volume and candidate response.
candidate engagement. consultant per week
> Admin / C:nc:(ida;e registration,fcomplian;e 1=2'Team Members Weeks 4 - 12 Workload willincrease with higher
i checks, document verification an
v Compliance Support T As required candidate volumes.
Recruitment Candidate records, communication 1 System Weeks 1-12 Essential for tracking pipeline,
CRM System tracking, reporting and KPI monitoring. Existing Resource performance and reporting,
ﬂ. Job Boards / Paid job advertising to attract active Budget as agreed Weeks 5 - 12 Budget to be monitored against
0 Advertising candidates across selected platforms. (Weekly / Monthly Spend) campaign performance.
m LinkedIn Direct sourcing, InMail outreach, 1 Linkedin Recruiter Weeks 4 12 Key dlamnélfondiect candiate
A candidate networking and campaign License v
o ol C e e e 22 sourcing and brand awareness.
Referral Incentives Incentives to encourage existing Budget as agreed Weeks 5 - 12 Supports organic growth and attracts
\ J candidates and network referrals. (Per Successful Referral) . high-quality candidates.
/-/' Reporting & Excel dashboards, KPl tracking i E:‘sfl'n"g'i’:jj 3 Weeks 1 - 12 Used for KPI dashboard, data
Analytics Tools and data analysis. BristingRasoures . analysis and performance reporting.
O KEY NOTES * All resources are essential to the successful delivery of the project. * Regular review of resource capacity will ensure workload is manageable.

« Time allocations are estimates and may vary based on campaign response and business needs. o Additional resources may be required if candidate volumes exceed expectations.
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APPENDIX H - COMMUNICATION PLAN

The communication plan ensures the right information is shared with the right stakeholders, at the right time, sing the right method.
Effective communication supports engagement, reduces risk and contributes to successful project delivery.

Stakeholder Information Required Communication Method / Channel Frequency Owner Purpose Key Message / Focus

+ Progress updates

o « KPI performance P ectuacn g o i Provide strategic oversight The project is o track, delivering
r— + Budget status S S Fortnightly & et and ensure aligment with increased candidate availability
« Risks and issues 8¢ business objectives. and improved results.”
+ Key decisions

« Attraction priorities
Recruitment + Campaign updates
Consultants * Weekly targets
* Results & feedback
« Process changes

Keep the team informed,
motivated and focused on
project goals

“Here is what we are doing,
what is working and how we
can improve.”

Team meeting
& email updates

®  Project
il B Manager

+ Candidate pipeline

Ensure smooth onboarding “Here are the candidates

Administration / + Outstanding documentation Email updates Weekly / Project d b ] o a
Compliance « Compliance requirements & CRM notifications As required B Manager and compliance of al needing action and upcoming

« Registration updates candidates. compliance tasks.

+ New opportunities =

Ak Email / Phone / ° Maintain engagement, ‘We value your support and
Candiilates: 4 Proji upGates alevand) SMs As required @ Consultants  retain relationships and have new opportunities and

©

encourage referrals. rewards for you.”

+ Changes that may affect them

« Available roles
Attract, inform and convert

O O GG | S

O Prospective + Registration process Email / Linkedin / “Great oppartunitiss ait
) Candidates + Benefits of working il As required Consultants  prospective candidates quick and easy registration
with Foresite into active talent. process.”
+ Next steps
S mprovsnnts Micagdidats) Account management = Maintain strong client “We are increasing the talent
labili 8 As appropriate
Clients avaisility) communication 5 Consultants  relationships and demonstrate pool to support your needs.
* Market insights (where relevant) P / As required 2 "
(email / call / meeting) value delivered. more effectively
+ Response to requirements
AN sksTorlesges Ensure sponsor awareness
. « Key decisions . Project 2 “Here are the key items that
Project Sponsor « Significant changes @ Meeting / Email As required B \onager of key project matters require your input or attention.”
and decision needs.

« Project closure summary

‘COMMUNICATION PRINCIPLES REVIEW AND CONTROL

« The communication plan will be reviewed at least once during the project (Week 6)

@/ Clear (@) Relevant Timely Two-way Compliant E Consistent
O nformatonseasy AN Communications nformation Encourages Al commurication Regular, accurate or when significant changes occur.
i e o e aferce merind ackeck e and aigned « Feedback from stakeholders will be used to improve communication effectiveness.
athe e andengpgement companypoicy. messaging.

« All major project communications will be recorded and stored appropriately.
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RISK REGISTER CANDIDATE TTRACTION PROJECT( 2 WEEK PLAN) g

[ ProjectEnd: 2 August 2026

manag the s u he project. & Risk Owner: Project Manager

n RISK DESCRIPTION CAUSE(S) POTENTIAL IwpACT | PROPAZIITY | IMPACT | RISSCORE | pisk Leve MITIGATION / CONTROLACTIONS | CONTINGENCY PLAN | Risk OWNER | "o=t

Insufficient + Use targeted Linkedin campaigns
L Poor targeting, : Adjust messaging, 2
R 288 Loweandidate |\ oakjob adverts, | Soneioete pipeine 4 4 16 CII) [ Srimiscicbadvrts & londingpeges  channel mixand o
and slower proje + Use employee referral incentives ecruitment
I9SponEsrate) low brand visibility o Ea izl campsists Contdiant;
progress « Track response rates weekly quickly
nsuficent volume | Liited taleatpool, + Broaden sourcing channels Extend sourcing o
R2 of suitable S N 4 5 20 B - suic tolent pools in advance geography and use Recruitment
candidates o QUheR § + Strengthen referral programme temp-to-perm options
i employers Strengthen referral prog Consultant
b loutonplines ) dcumagie o . ilandar:;s: g ety checed °
Y . incom i n + Pre-verity documents where possible o e cerepune =
R3 e documentation, needed; risk of 3 G 12 =M « Maintain regular contact with from talent pool Cﬂzp"-'-/m Weekly
enboarding DBS delays losing candidates comphiance partners = Toam)
e e Logal penatis, + Follow compliance procedures Immediate corrective e
R4 breaches (Right  missing checks, repustional 2 5 10 [EIM) - Regular stoff taining action, report and Admin/
toWork/GDPR)  poor data handling  d2mage, contract « Audit compliance weekly re-train staff Complisnce Weekly
termination Team
Ineffective ads,
. ; g + Moritor spend vs. budget weekly Reallocate budgat
Advertising poor tracking, Financial pressure ;
e~ 3 3 9 [T - Use KPitracking tostop weak sds to better performing
budgetovampond | competive market 2 eccodROI + Prioritise high-performing channels  channels Weekly
Changesinclions | MIHSLEGES gt cuirment, * Maitaincosecentcommunicaon  Repririo s,
R6 demand or e wasted effort, plan 3 4 12 WIS - Beflexible with resource allocation adjust plan and Projg
priorties I disruption + Keep strong bench of candidates re-confirm scope Marnger  Fortightly
Keyrosowrse | gress workioad, | Dolaysin delvery St ckogare Reassign tasks to
R7 (unavailab Sickness, workload, 1 reduced 2 3 6 Low e et I el Pt
‘team member) capacity * Maintain open diary visibility Manager Monthly
Additionalrequests  Project timeline + Follow change control process Excalate change
R8 Scope creep from stakeholders  and budget 3 4 12 [EIT) - Reossess impact before approval requests and adjust Proet
or clents overrun + Keep project objectives clear plan if approved Monsr  Fortoightly

RISK SCORE GUIDE RISK REVIEW NOTES

g JEEm e o Do Emsm ok o e tracked.

PROBABILITY




image8.png
KPI DASH BOARD (= DATE RANGE < CAMPAIGN Last Updated:

Candidate Attraction Project B Week 1- Week 12 Y o Campaigns 12 May 2026 09:00

TOTAL ENQUIRIES CVs RECEIVED SHORTLISTED INTERVIEWS PLACEMENTS CONVERSION RATE
o,
1,248 842 342 156 48 5.7%
Total enquiries received CVs received Shortlisted candidates Interviews completed Successful placements Enquiries to placements.
1 18% vs previous period 1 22% vs previous period 4 15% vs previous period 4 12% vs previous period 1 20% vs previous period 4 0.9pp vs previous period
ENQUIRIES & PLACEMENTS OVER TIME RECRUITMENT FUNNEL PLACEMENTS BY SOURCE
e~ Enquiries e~ Placements
250 Enquiries ® Job Boards
95 198
150 L) ® Referrals
o f;";:/“;‘“’ ® Company Website
®  Other
50 2 Interviews
TN “ 025%)
TOTAL PLACEMENTS
9 Placements.
Wel W2 W3 Wkd WKS Wb W7 WKE W9 WKO Wil W2 o 48
KEY METRICS SUMMARY CONVERSION RATE BY STAGE PLACEMENTS BY WEEK
METRIC THIS PERIOD PREVIOUS PERIOD CHANGE Enquiriesto Cvs [ % 10 i
Enquiries 1,248 1,058 1 1% . 8
Cstoshortist | <o.5%
CVs Received 842 690 + 2% n 6
Shortisted 2 298 + % shortist to nterview | 4.6% 4 a4
4
Interviews 156 19 + % Interview to Placement | 30.5% 2 3 g 2 I I I
2 1. 0
Placements. 48 40 t 20%
e ‘BanlBIE
Conversion Rate 57% 48% 1t 09p
0% 20% 0% 60% 0%  100% WK1 Wk2 WK3 W4 WKS WK6 Wk7 WKB Wk WKT0 WkTl Wki2
TARGETS (PROJECT TOTAL) INSIGHTS
2 ; Enquiries are above target, with strong growth throughout the campsign.
enaumies cuRicEvE > | g SWORLSTED: @ DA,

INTERVIEWS. PLACEMENTS ¢
Target: 1200 Target: 800 0 regerso Target: 150 Torget: 5

Achieved: 1248 Achieved: 842 Achieved: 342 Achieved: 156 Achioved: 48

104% 105% 107% 104% 107%

Linkedin and referrals are the top performing sources.

7 19 May 2026

Conversion rate from interview to placement improved by 0.6pp.

0000

Continue to focus on shortiisted to interview conversion to increase placements
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PERSONAL DEVELOPME

Name:

NT PLAN (PDP)

Date Created:

Carla O'Keefe

20 May 2026

This plan outlines my development goals, the actions | will take, the support | need and how | will measure progress.

Review Date:

Next Review:

20 August 2026

20 November 2026

MY DEVELOPMENT VISION

high performance in recruitment, strengthening client partnerships
and building a high-performing team, while achieving personal
growth and work-life balance.

@&

ACTION PLAN

SUPPORT / RESOURCES

MY STRENGTHS

To continue growing as a strategic leader and trusted advisor, driving @ Strong leadership and team management

© Excellent communication and relationship building
@ Commercial awareness and results driven
@ Organised, proactive and adaptable

1. LEADERSHIP
& MANAGEMENT

I@\
2. COMMERCIAL

& BUSINESS
DEVELOPMENT

A

3. INDUSTRY
KNOWLEDGE

&

4. EFFICIENCY
& SYSTEMS

Al

5. PERSONAL
WELLBEING

DEVELOPMENT AREA | GOAL / OBJECTIVE

Enhance strategic
leadership skills and
develop the team to
achieve high
performance.

Strengthen business
development skills

to grow
andincrease

ient base

revenue.

Deepen knowledge
of the New Homes
industry and market
trends.

Improve operational
effciency through
better use of
systems and
processes.

Maintain a healthy
worklife balance
and wellbeing.

(What I wil do)

+ Complete ILM Level 5

in Leadership &
Management
Delegate more
effectively

Hold monthly 1:1
development
conversations

Set monthly BD targets.
Attend 2 networking
events per quarter
Develop key account

strategy for top 10
clients.

Attend industry
webinars & events
Read industry
publications weekly
Share insights with
the team

Review and streamline
current processes
Increase use of
automation tools

Create best practice
guides

Plan regular time for
exercise & solf care

Set boundaries
around work hours

Take regular breaks
and annual leave

(What | need)

ILM Level 5 programme.

« Team engagement

Sy | eS| GEsEE

REVIEW & REFLECTION

What's working well:

What could be improved:

Key actions for next review period:

Progress:
scores improve v
Leadership books & = A
e W + Team members
achieve personal o 0%
Mentoring from goals 2026 et
senior leaders * Positive feedback In Progress
from team & peers
BD training course inesesa fnlfisw) Frogress
client wins
Networking avents , [r- )
+ Growth in repeat % %
Supportfrom business 2202:"
8D Director + Achievement of S
et In Progress
Subscriptions to i Progress:
L o e
Webinars & events with clents
20 Aug 70%
Internal knowledge + Insights shared 2026 Stats:
sharing sessions regularly with team On Track
+ Time saved on Progress:
CRM training vt —
Automation tools + Improved data
e 20Aug 0%
IT support 2 2026
+ Smoother status:
workflows In Progress
Calendar planning + Improved energy Progress:
and focus
Support from - (S
pea Reduced stress e 1
T + Better workife Status:
balance On Track
COMMITMENT
1 am committed to taking ownership of my development and

actively working towards my goals.

Signed:

MANAGER SUPPORT

1 will support Carla in achieving her development goals by providing
feadback, resources and opportnities.

Signed: Date:
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APPENDIX J - CHANGE CONTROL & QUALITY ASSURANCE TOOLS

CHANGE REQUEST TEMPLATE

Use this template to log and assess any proposed change to the project scope,
budget, timescale or deliverables.

Change Request ID:
Change Requested:
Requested By:

Date Requested:
Reason for Change:
Impact on Scope:
Impact on Cost:
Impact on Timescale:
Impact on Risk:

Impact on Quality /
Deliverables:

Recommended Acti

psc e APPROVE REJECT
(Approve /

Decision By:

Date of Decision:

Comments / Conditions:

Change Implemented: Yes No []

Date Implemented:

Al approved changes must be communicated to relevant stakeholders and
the project plan, risk register and budget updated accordingly.

NO.

10

n

12

CANDIDATE QUALITY ASSURANCE CHECKLIST

Use this checklist to ensure every candidate meets Foresite Recruitment's
quality, compliance and suitability standards before deployment.

QUALITY REQUIREMENT

CV reviewed and assessed

Relevant New Homes experience verified

Screening call / interview completed

Communication & professionalism assessed

Availability confirmed

Geographic coverage / travel confirmed

Right to Work documentation verified

All required compliance completed
(eg. NHQB, GDPR, ID, references if applicable)

References obtained (where applicable)

Candidate source recorded
(e:g. Linkedin, referral job board, etc)

Candidate record complete in CRM

Feedback recorded after first assignment

CHECK CCOMMENTS / NOTES

QUALITY Candidate has met all quality and compliance requirements

ASSURED
Completed by:

and is ready for deployment.

Date:

Quality assurance ensures we deploy the right candidate, with the right skills,
compliance and professionralism - improving client satisfaction and placement success.
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LESSONS LEARNED LOG

PURPOSE

Capture insights gained throughout the project

to improve future recruitment campaigns
and project delivery.

n“ LESSON LEARNED WHAT HAPPENED? IMPACT ACTION TAKEN / RECOMMENDED m DATE ID!

ENTIFIED | PRIORITY

) : Improved qualiy °
e Attraction  Limkedinand Roferrals  Candidats fom Linkednand employes 1 T4 R 3 E
Channels ganeratad thehighest: | iSTHE had tighen insniviaocspiance reduced time and enhance referral ncentive scheme. Recruitment Week 4 Ll
quality candidates. ates and betterfitfor roles. ot Manager (14 May 2026)
Job adverts with clear
i °
obRdvert!”| it s el s that ighighed carer progression,  Highereniy T e s i
K2 flexible working and benefits performed and application e . High
Content more relevant and A/B test job titles. Recruitment Week 3
iy significantly better. volumes. Consultant (7 May 2026)
ons.
i ; Better shortlist
: Initial screenin, e B
Screening o g Adding role-specific questions fitered out 2 quality and Keep and refine current screening - ﬁ =
K3 Qquestions improved s : : 4 Recrui Week High
Process . 4 unqualified candidates earlier in the process. interviewer questions and scoring system, ruitment jock 5.
shortlist quality. efficiency. Consultant (21 May 2026)
K Time to f’“":;”":;"“” Candidates responded positively when A Higher interview Maintain 24-hour response SLA P e
Response icroasacicanciZate contacted within 24 hours of enduiry. conversion rate. for all enquiries. Recruitment Week 2 n
engagement. Consultant (30 Apr 2026)
3 Structured interviews 3 A Improved candidate ; g °
s Interview e e Consistent interview format led to better N Continue using structured interview - @
Process 5 feedback and higher candidate satisfaction. b : templates and interviewer training. Recruitment Week 6
experience. fer acceptance. Manager (28 May 2026)
o Data & W':'LKPI_ ':'“’ Regular data reviews helped identify under- A :e:e;“”:' Continue weekly KPI dashboard -
Reporting b gl performing channels and adjust spend. eigeta reviews and adapt strategy. Project Week 2
decisions. resources. Manager (30 Apr 2026)
¥ e Smoother onbosrcing °
: Early compliance checks  Verifying Right to Work and other documents 7' Continue compliance checks at
K7 Compliance d reduced e
P prevented delays. early avoided last-minute issues. e shortlis stage. Admin/ Week 3
cancelations. Compliance (7 May 2026)
- % Weslord bty g o sty nSourdys N Rokofsonros | SS4prscie cndiopallr a
allenges  remains difficult to and Sundays i key regions. cancellations. realianerolés andl confim: ¥alibily Recruitment Week 7
source. IjSdanca: Consultant (4 Jun 2026)
KEY: PRIORITY LEVEL OVERALL SUMMARY

8 key lessons have been captured to improve recrutment strategy and delivery.
and data-driven decisions.

) Moderate impact - improve:
process or efficiency

Low impact - monitor and
reviow i neoded

Low

Significant impact on projoct
High L « High priority insights relate o attraction channels, response tir
. success or outcomes. RRTAR P Tl S ecactnclaendl ufpcpse

. Implementing these lessons will enhance candidate qualty reduce time to hire and improve overallproject sucess.
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P PROJECT MANAGEMENT SELF-AUDIT

Auditor:

@ Candidate Attraction Project — 12 Week Plan o

Project Phase:

Use this audit to review your own performance ag:

st key project management good practice.

AREA KEY QUESTIONS A EVIDENCE / COMMENTS RATING | scTiONS TO IMPROVE
+ Are project objectives clear and agreed? YIN/NA 1
+ Are stakeholders dentified and engaged? YIN/NA 12345
1. INITIATION + Isthe RACI and communication plan in place? Y / N/ N/A 12345
&PLANNING
+ Have risks boen identiied and assessed? YIN/NA 12345
+ Ave tasks being completed on time? Y/N/NA 12345
;.‘ + Is the projact plan being followed? Y/N/NA 12345
+ Ave resources being used effectively? Y/N/NA 12345
2 EXECUTION I baing monitored and tracked? YIN/NA 12345
& DELIVERY L= 9 '
+ Ave issues escalated and resolved promptly? Y/ N/ N/A 12345
+ Are KPls and metrics reviewed regularly? YIN/NA 12345
/iJII « Is the project within budget? Y/N/NA 12345
+ Ave changes managed through the change process? Y / N / N/A 12345
3. MONITORING
+ Ave isks and issues actively managed? Y/N/NA 12345
& CONTROL Ll
+ Isstakeholder feedback being captured? Y/N/NA 12345
+ Is communication clear, imely and effective? Y/ N/ N/A 12345
+ Ave stakeholders kept informed? YIN/NA 12345
+ Ave mastings productive and well managed? Y / N/ N/A 12345
4 COMMUNICATION -, Colaboration across the team effective? YIN/NA 12345
& STAKEHOLDERS
+ Ave decisions documented and shared? Y/N/NA 12345
+ Ave quality standards being met? Y/N/NA 12345
+ Are compliance requirements being followed? Y / N / N/A 12345
+ Is documentation accurate and up to date? Y/N/NA 12345
5. QUALITY
+ Ave handovers and sign-offs completed? YININA 12345
& COMPLIANCE < E
+ s data managed securely and appropriately? Y/ N/ N/A 12345
+ Ave project objoctives met or exceeded? YIN/NA 12345
Ne + Are lssons learned captured and documented? Y / N / N/A 12345
6. CLOSURE + 1 afinalreport completed? Y/N/NA 12345
&LEARNING « I the project formally closed and celebrated? Y / N/ N/A 12345
RATING GUIDE ‘OVERALL SUMMARY TOP 3 AREAS TO IMPROVE
5 Excalont Consistanty demonsrtes best pracice TotalScore: 1150 1
4 Good Moty effecivewithminor inprovemats eeded Average Score: /s
3 Adequate R ————— 2
P e ——— OYERAMEIRATING (S Snk :
1 Unsstifaciory  Mewlmprovements epied ONONONONO)
AUDITOR COMMENTS & REFLECTIONS COMMITMENT TO ACTION

1 will take action on the areas identified above and
roviow progress by:

(date)
Signed:
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=l PROJECT CLOSURE CHECKLIST

vz @ completed
Candidate Attraction Project - Close & Handover O inProgress

Not Started
o Use this checklist to ensure all activities are completed to formally close the O no

Candidate Attraction Project and hand over to Business as Usual.

| No. TASK / ACTIVITY DESCRIPTION OWNER STATUS COMMENTS

Capture final KPI data from dashboard
1.1 Confirm final KPI results (enquiries, CVs, interviews, placements, Project Manager
conversion rate, source performance).

((/' ) 12 Compare against Review performance against targets set o s

project targets in the Project Charter and KPI Dashboard.

PHASE

1.PERFORMANCE 13 Analyse key insights Identify key successes, challenges and PN

& OUTCOMES areas for improvement.
14 Agree overall project Confirm with Project Sponsor that Project Manager /
4 success objectives have been met. Project Sponsor

Compare actual spend against budget

e 21 Review final budget b i e g sl Finance £l
Ensure all supplier and advertisin
22 Confirm all invoices paid e e e Finance
2. FINANCIAL I [
cLose Obtain sign-off from Finance that th
23 Confirm financial closure o Hane i Finance

project is financially closed.

Ensure allrisks and issues are closed and
g jow risk regi Project Manager
A 31 Review risk register e e Ll oject Manager

3. RISKS & ISSUES . Document any outstanding issues to be
b5 2 32 Confirm issues closed iy Project Manager O
Collect stakeholder Gather foadback from key stakeholders . w
41 Project Manager
feedback (Sponsor, hiring managers, team). piect Manage
4.STAKEHOLDER , Document feedback Summarise feedback and record S N
FEEDBACK g summary recommendations. o 9"
Record what went well, what didn't and
2 4 Project Manager
L!!J 51 Capture lessons learned e oo il it ject Manag
5 LESSONS LEARNED 5, Udats bestprctise Updte tarplate.chaclss g LA
2l G processes where improvements i 9
have been identified.
Transfer responsibiitty of campaigns,
61 Handover ongoing acti reporting and candidate pipelines to Project Manager O
V/O\Y relevant teams.
% Ensure BAU processes Ensure new processes and tools are
62 Project M
in place embedded in BAU. Tolctiinenage |

6. HANDOVER TO

BUSINESSASUSUAL o o AU owners Confirm owners for ongoing activities

2t el Project Manager ]

Submit final report including outcomes,
% 74 Final project report KPIs, budget, lessons learned and Project Manager

recommendations.

7.2 Archive project documents  Store all project documents in Project Manager
T RO CT CIOSURE approved archive location.
7.3 Formal project closure Oteain formal signcffirom Project Project Manager

Sponsor to close the project. ]

‘CLOSURE CONFIRMATION ‘CELEBRATE SUCCESS!
1 confirm that all activities in this checklist have been completed and Thank you to everyone who contributed to the
the Candidate Attraction Project is formally closed. success of this project.

Project Sponsor: Date: Great work!
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APPENDIX C - STAKEHOLDER ANALYSIS AND POWER /INTEREST MATRIX

Stakeholder "ot | endy | Koy Recuirements  Expectations | Mapegerment
" HIGH POWER ~ LOW INTEREST | HIGH POWER - HIGH INTEREST
Senior Project delivers commercial benefit, Manage e SaitreD AAor sy
Management within budget and timescale. Closeh |
Clear reporting and risk management. osaly,
| + Wider organisational |+ Senior Management.
Bt Successful delivery of objectives, o
— High ighl | resources support and decisions Manage g « Project Manager
lanager ik ) Closely "
n reqired. w ||+ Keyrecritment suppliers i
) + Recruitment Consultants
z
Récrottinent Access to sitable candidates, & .
s vigh Wigh | sifctive ook and proceses Micaes 1 * Key Clients
clear priorities and feedback losely z|
- " Accurate candidate information, Keep =" by
B e Ih"’:’:‘: "“ Medium Medium  timely compliance, manageable Informed / I
P woTioed Sncidear commanication Consult % LOW POWER - LOW INTEREST LOW POWER - HIGH INTEREST
a MONITOR KEEP INFORMED
000 Existing . Ongoing communication, awareness Keep
. Medium Medium i
of opportunities and fai treatment.
C(D  Candidates ppor restmer Informed o External advertising provi . inis / Compl Team
O Prospective 5 P o Keep « Other external suppliers * Existing Candidates
) Coniidtes Medim |ty ot tnformed /
g Engage * Prospective Candidates
High quality, available candidates
's‘ Clients High  that meet requirements and improve SJK"ﬁL
booking fulfilment. ks
" Low
Job Boards / 3 Clear campaign requirements, :
Suppliers Medium Low timely payments and ongoing. Monitor Low INTEREST Hiehi
relationships.
MANAGEMENT STRATEGY GUIDE NOTES

® Manage Closely - Involve these stakeholders regularly, keep them fully engaged and manage expectations closely. + Stakeholder interests and influence may change during the project.

® Keep Satisfied - Ensure these stakeholders are satisfied and receive key information. + This analyss wil be reviewed at least once during the project (Week 6) and updated if required.
® Keep Informed / Consult - Keep informed through regular updates and consult where their input adds value. W aguto it Koo Poa i s E bage s saioie:
Keep Informed / Engage - Provide information and encourage engagement.

ONkasniormed ! EnresPloadslliformation snd sncstiewendigenen: + Effective stakeholder management is critical to successful project delivery.
@ Monitor - Moritor these stakeholders with low prority but keep under review.




