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Project Context
In its thirteenth year (2024), the Carmarthen Bay Film Festival (CBFF), the wildly popular BAFTA Cymru and now BAFTA British Short Film Competition Qualifying Festival, continues to draw filmmakers from around the globe. 
Every May, the festival takes place in the Ffwrnes Theatre, one of Wales' top theatres located in the heart of Llanelli. It is also available online via its Sparqfest website. All in-person and online screenings are free to attend. This dedication enables CBFF to live up to its slogan, "Excellence Should Be Seen On Screen," and guarantees that the greatest independent Welsh and worldwide filmmaking reaches as many people as possible. (Film Hub Wales, 2024)
The festival offers a mid-range to premium experience where service quality is crucial, catering to filmmakers, industry professionals, and cultural tourists. In these settings, employee relationships are crucial to the provision of services. Therefore, because employees have a direct impact on the quality of service and the client experience, recruitment is crucial. (Armstrong, 2006)
The goal of this advisory plan is to provide a methodical and useful recruiting strategy for the Carmarthen Bay Film Festival. It focuses on enhancing the recruitment, selection, and management of employees and volunteers to make sure the appropriate people are in place to provide a top-notch event experience and support overall organisational success.

2. Problem or Opportunity Identification
Finding qualified and driven employees in a short amount of time is a major problem for the Carmarthen Bay Film Festival, which reflects broader industry problems including a small talent pool and striking a balance between haste and quality.
1. [bookmark: _Int_1XT6ySOM]Limited Talent Pool: Employers may make hasty recruiting decisions, which may lead to inadequate hires and higher turnover (Indeed, 2022). As well as this, hiring someone who is not a good match for the position or the business culture is frequently the consequence of limited talent pool. It's simple to make a mistake in the absence of precise role descriptions and efficient screening, but it can have a big impact when it comes to performance. If a candidate doesn't have the necessary training or expertise, they may perform poorly, which can lead to delays and interruptions. (OneToOne, 2024)

2. Time-intensive screening: The screening process starts as soon as a job posting goes public and applications start coming in. It's critical to act quickly yet cautiously at this point. A candidate may feel ignored or lose interest if too much time elapses between their application and the first answer. On the other hand, hurrying through this phase can cause important candidates to be missed. (Acton, 2024)

3. Balancing quality with urgency: Work slows down and pressure increases when a position is left unfilled. Teams need assistance right away, but making a hasty hiring decision might lead to more serious issues down the road. One of the most typical challenges in talent acquisition is recruiting correctly vs hiring quickly. While going too slowly might harm morale and productivity, moving too hastily can harm staff retention and applicant quality. Finding the ideal balance is the aim. (Eclipse and Eclipse, 2026)


Academic theory and literature
Becker's Human Capital Theory (1964) serves as the foundation for the Carmarthen Bay Film Festival's recruitment approach.
Human-capital theory is a key concept in the social sciences, especially in sociology, economics, and education studies. Fundamentally, human-capital theory aims to clarify how people develop and apply knowledge, skills, and talents to enhance their social and economic results. (Easy Sociology, 2025)
Understanding that workers are a source of long-term value for organisations is essential to hiring in accordance with human capital theory. According to this notion, people have knowledge, skills, and abilities that, like capital investments or machinery, may provide financial rewards. (CIPD, 2017)
Given that most activities at the Carmarthen Bay Film Festival are labour-intensive and service-driven, human capital is a crucial factor in determining success. Key elements of the festival experience, including guest engagement, event planning, and technical delivery, are handled by staff and volunteers. Events like CBFF mostly depend on temporary and short-term workers, therefore hiring quality becomes crucial to ensuring that people have the skills needed to work efficiently under time constraints. (EVM Institute, 2024) 
Human-capital theory influences HR decisions and directly informs the recruitment strategy at CBFF in several ways, such as prioritising skills and competencies, role segmentation and improving selection methods.
Prioritising skills and competencies: Businesses may increase workforce diversity, close talent gaps, and boost productivity by using a skills-first strategy. Many sectors are experiencing a skills shortage as a result of industries changing quickly. Companies are now assessing candidates primarily on their technological experience and practical skills rather than their academic qualifications. (ixceed solutions, 2025) This would result in HR prioritising transferable skills, technical proficiency, and real-world experience over formal qualifications in hiring and selection procedures. Therefore, CBFF might make more strategic recruiting choices that boost output, bridge skill gaps, and guarantee that the workforce is more in line with changing industry expectations.
Role segmentation: Instead of treating every function equally, role segmentation identifies a limited number of crucial roles that carry a disproportionate amount of risk, create value, or limit development. It then distinguishes how you employ, develop, reward, and retain those roles from the rest of the workforce. It is a solution for managing your employees' portfolios inside the Talent, HR, and People-Systems frameworks. It links talent and strategy. (Umbrex, 2026) If Human-capital theory is utilised with regards to role segmentation, CBFF can maximise the entire value of its workforce by filling high-impact positions with highly qualified candidates and managing less important tasks more effectively. 
Improving selection methods: The process of evaluating and selecting the best applicants for a position at the hiring stage is known as selection. In order to identify the greatest fit for your job needs and your organization's principles, selection entails a number of procedures, such as examining credentials, abilities, experience, cultural fit, and other interview criteria. (Access, n.d.) If selection methods improve, CBFF can improve the calibre of hiring, guaranteeing that workers contribute more successfully to long-term organisational performance and productivity.

Advisory Operational Plan

Objectives
· Employ competent and trustworthy employees and volunteers
· Prior to the festival, make sure all positions are filled on time
· Boost the quality and reliability of services
· Draw in individuals who are passionate about films and events
· Make volunteer experiences enjoyable to encourage others to come back

Key actions

1. Workforce planning 
Determine the number of individuals required for each position. This includes main staff, temporary personnel and volunteers.
This job should be completed by the HR manager and director of CBFF, and should be completed atleast 6 months before the festival to ensure that there are no complications with last-minute hiring.

2. Creating job descriptions
An essential part of the hiring process is a well-written job description. It acts as a guide for drawing in top talent, guaranteeing that the appropriate applicants apply and providing an insight into the expectations and culture of your business. Long-term hiring success is facilitated, applicant experience is improved, and recruiting is streamlined with a clear and engaging job description. (IDR, 2025)
The job  descriptions should clearly outline tasks included in the role, the skills needed to complete these tasks and the time commitment. To attract the right people for the roles, job descriptions should be created by the HR manager at least 5 months before the film festival.

3. Attraction strategy
By concentrating on fostering an atmosphere where individuals are pulled to the company not only for income but also for culture, purpose, and growth prospects, an attraction strategy goes beyond standard recruiting. (Symonds, 2023)
The sourcing phase follows the precise job criteria and required credentials for a post. During this phase, a recruiter uses a variety of channels, including career fairs and internet advertising, to build up a pool of competent individuals. (Vincere, 2021)
The roles should be advertised via social media and LinkedIn so that the advert reaches a wide audience, while also advertising in Universities and film schools so that individuals passionate about the festivals have the opportunity to apply for a job that requires their knowledge and skillset.
This should be completed by the marketing team as well as the HR manager and should be completed at least 4 months before the festival to ensure that enough time has been given to attract people to apply.

4. Selection process
After recruiting, selection takes place with the goal of selecting the best candidate for the position. It ultimately comes down to evaluating applicants, conducting interviews, and selecting the best match. In order to locate and hire the best people for your company, both recruiting and selection are crucial. (Chavan, 2024)
The team at CBFF would benefit from a simple selection process as there is a time crunch. This process should consist of:
1. Application form
2. Screening and shortlisting
3. Interviews
4. Final decisions
The selection process should be completed by the HR manager at least 3 months before the commencement of the film festival.

5. Diversity and inclusion
CBFF can set up a procedure for your company to draw in and keep diverse talent by implementing a diversity and inclusion recruiting process. This indicates that they are working to develop a diverse workforce, which offers them the chance to improve and advance your company culture. (Buchanan, 2022)
For CBFF to attract diverse applicants and remain inclusive they should:
· In employment advertisements, use straightforward, inclusive wording.
· Make positions accessible to individuals with diverse backgrounds.
· Steer clear of prejudice during interviewing.
This should be done by the HR team during the whole recruitment process. Inclusivity is highly important as it reflects the festival audience.
6. Use of Technology
There are several advantages to using technology in hiring and other recruitment. In a recent CIPD poll, at least four-fifths of respondents listed increased accessibility, enhanced applicant experience, and speed as the top benefits. (CIPD, 2021)
Organisations must optimise their hiring procedures to draw in and keep the finest applicants in light of the growing requirement for top talent. Businesses may improve the whole application process by utilising modern technologies to streamline everything from candidate sourcing to onboarding. 
Maintaining a competitive advantage in talent acquisition requires technology to make data-driven choices, improve applicant engagement, and shorten the hiring process. These advances will surely influence recruiting in the future as they enable companies to meet the changing needs of the labour market while increasing productivity and guaranteeing improved applicant experiences. (Indeed, 2025)
The team at CBFF could implement technology into their recruitment process by:
· Conducting online interviews
· Harness artificial intelligence
· Consider online candidate tracking (Indeed, 2025)
This should be done by HR and admin and should be ongoing throughout the whole process.
Timeline
	Recruitment stage
	Activity
	Time before festival

	Workforce planning
	Decide on needed roles
	6 months before

	Advert design
	Create Job descriptions
	5 months before

	Job advertisement
	Promote vacant roles
	4 months before

	Selection
	Conduct interviews
	3 months before

	Finalisions
	Decide on confirmed staff
	2 months before




Resources required:
· HR management
· Budget for recruitment and selection
· Digital tools to assist the process
Expected outcomes:
· More precise job specifications and assessment standards 
· Increased use of skills-based evaluations and organised screening
· Quicker and more consistent hiring schedules 
· Better communication during the applicant process (ProCapita, 2025)
Effective recruitment management serves both quick staffing requirements and long-term corporate objectives. (ProCapita, 2025)

Impact on service and guest experience
The relationship between hiring procedures and service delivery is more important than ever in today's corporate environment. Businesses that grasp this connection prosper and become industry leaders.
Human resources professionals highlight that the goal of the hiring process is to develop a competent, driven staff team rather than merely filling open positions. By putting in place rigorous screening procedures and giving cultural fit first priority, businesses can greatly improve service delivery. Workers are more likely to provide outstanding service and deliver a great guest experience if they share the company's values and objectives. (admin_purestaff,
 2024)
Conclusion
This assignment has provided the Carmarthen Bay Film Festival with an advisory operational recruiting strategy. The strategy illustrates how organised hiring may enhance employee quality, consistency, and engagement by utilising important HR theories like Human Capital Theory. The suggested tactics offer achievable measures to draw in and choose qualified applicants in a constrained amount of time. All things considered, successful hiring will improve service delivery, bolster the festival's image, and add to a pleasant and unforgettable visitor experience.
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