 PROJECT INITIATION DOCUMENT (PID)

Investigating a Business Issue from a HR Perspective

Students Name: Lisa Marie Allen 
INSTRUCTIONS:

Give as much justification as possible for every question asked.  This means, you must not limit yourself to just stating WHAT you believe is an appropriate response, but WHY.

ALWAYS provide an outline of the financial and cost imperatives associated with your report tasks.  Imagine you must be able to SELL your project idea.

Put effort into the PID and your will benefit from this when it comes to undertaking the research.  Use your skills as a “Thinking Performer” and take the “Business Partner” approach.

PID submission date detailed on the IBI Activity Schedule

	1. Name
	Lisa Allen

	2. Organisation name:
	Gerald D Harries & Sons Ltd 

	3. Type of business:

Nature of business and customer profile:
	Construction business, supply of stone, concrete and tarmac across 9 sites within West Wales 
Consumers range from councils, agricultural businesses and other construction organisations. 


	4. Number employed by organisation:
	240

	5. Number employed within human resources (HR) department (if applicable):
	2

	6. List the main HR functions that are undertaken by your organisation:


	Recruitment, handling of disciplinaries, grievances & investigations, managing sickness and absences, upkeep of staff files in accordance with GDPR, providing advice and support to line managers regarding employment law and employee relations, looking after employee wellbeing 

	7. Your job title:


	HR Officer 

	8. How long have you been in this job?
	1 year 

	9. Outline main purpose of your job:


	To support line management and our HR manager with all functions relating to people management within GDH

	10. List the HR responsibilities within your job:


	Managing the recruitment process, providing advice in accordance to our procedures and best practice to line management, overseeing and enforcing our disciplinary/grievance process

	11. Who is the person mainly supporting your report (Sponsor)?  State their job title and their relationship to you:


	Name: Vanya Rose
Job title: HR Manager 
Relationship to you: Line Manager 



	12. Aim of report:

In no more than twenty words, state the overall aim of the report.  Here you need to compile a sentence that communicates clearly what you intend the report idea to achieve.

Aim: To critically analyse diversity within G D Harries & Sons Ltd and evaluate how this may have an impact on our recruitment strategy for high-skilled roles 
TOP TIP:  KEEP IT SPECIFIC.  IMAGINE YOU ARE A SELF-EMPLOYED CONSULTANT DETERMINING THE PARAMETERS OF YOUR report FOR WHICH YOU WILL GET PAID.  A CLEARLY STATED AIM HELPS TO ACHIEVE PARAMETERS AND SERVES TO ESTABLISH THE BASIC DESIRED OUTCOME OF THE report.  ONLY WHEN WE DELIVER ON THE AIM, SHOULD WE EXPECT TO GET PAID BY OUR PAYMASTER.

	13. Objectives of report:

List four objectives that are each directly related to the report aim.  Here you must ensure the objectives are SMART (specific, measurable, achievable, realistic, time bound).  Essentially, objectives are steps you need to take to achieve the report aim.  Each objective must begin with a verb that states clearly how the objective is to be undertaken.  

Objectives:

1. To evaluate secondary research on how diversity can have an impact on the recruitment process.
2. To conduct primary research within G D Harries & Sons based on the findings of the secondary research.
3. To analyse the data collected from the primary research and evaluate how these findings on our current standpoint on diversity could be impacting on our recruitment process for high-skilled roles within GDH.
4. To make recommendations for G D Harries & Sons on how to become a diverse employer and suggest routes for recruitment that will help towards this goal based on the findings of the primary and secondary research.
TOP TIP:  KEEP OBJECTIVES SIMPLE AND ADHERE TO SMART PRINCIPLES.  THE OBJECTIVES ARE THE STEPS YOU WILL TAKE TO DELIVER ON THE AIM OF YOUR report.  AGAIN, THESE ARE MEASURABLE PARAMETERS AND SERVE TO DEMONSTRATE A LOGICAL AND EASILY UNDERSTANDABLE APPROACH TO SUCCESSFULLY COMPLETING THE report.  OBJECTIVES ARE ALWAYS AGREED AND “SIGNED OFF” BY YOUR PAYMASTER SO THAT BOTH PARTIES KNOW WHAT IS BEING CARRIED OUT AND IN THE END, PAID FOR.


	14. Give an outline of the sorts of tasks and questions you want to undertake and ask that will allow you to deliver on your objectives and ultimately achieve your aim.
Questions relevant to objective one:

What key themes can be found within literature surrounding diversity and it’s impact on recruitment? 
What questions will be appropriate to ask when conducting my primary research as a result of the literature I have found? 
Tasks relevant to objective one:

Research and read relevant literature in relation to diversity within recruitment 
Questions relevant to objective two:

How do management feel about our current lack of diversity within GDH?
How do they feel this could be improved in the future?

Do you they have any reservations surrounding making a conscious effort to become a more diverse employer?

Tasks relevant to objective two:

Compose relevant questions in relation to diversity within recruitment and conduct my primary research.
Create any relevant documentation beforehand such as a document which covers issues such as confidentiality. 
Questions relevant to objective three:

What similarities can be seen within my primary research?
Does it reflect the findings of the secondary research?

What do these findings suggest would be helpful to attempt to become a more of a diverse employer? In particular, how could our recruitment process be improved to be appealing for a more diverse range of candidates? 
Tasks relevant to objective three:

Find common themes from my primary research and compare and contrast them with the findings of the secondary research, evaluate why this might be and how this could have an impact on how GDH recruit. 
Questions relevant to objective four:

Based on the findings of both primary and secondary research what can be recommended for GDH to make a conscious effort to become a more diverse employer and how can the recruitment process help towards this?
Tasks relevant to objective four:

Compose recommendations based from the findings with relevant research to back them up. 
TOP TIP!  THE MORE TIME YOU TAKE EARLY ON IN YOUR REPORT TO WORK OUT WHAT YOU ARE GOING TO ASK AND WHAT YOU HAVE TO DO, THE MORE TIME YOU WILL SAVE LATER ON.


	15. What is the business case for considering undertaking the report?  Here you need to justify how achieving the report aim will advantage and benefit the business and its stakeholders. For example, savings, gaining intelligence of competitors, promoting innovation, and return on investment.  

The business case would be that we struggle to fill high-skilled jobs due to the area that we are based in and the kind of skill sets that are required for their roles. Focusing on diversity and encouraging younger individuals (as the majority of our work force are middle aged, white and male) and females towards our industry and offering them career opportunities towards achieving the specialised experience we are looking for can aid with this and help us become an employer of choice within Pembrokeshire. This would also help us with innovation in terms of bringing new ideas and knowledge into the organisation. 
TOP TIP:  NO BUSINESS CASE?  BIN REPORT, START AGAIN - BETTER NOW THAN LATER!

	16. Identify the risks associated with the report and how these could be overcome.

Confidentiality when using the data collected from the primary research. Produce a document ensuring confidentiality before research is conducted and ensure that the data can only be accessed by myself and that when discussing the data in the report it is anonymised.
Unconscious bias when it comes to recruitment, some managers might be more prone to making assumptions from a CV etc which may affect who they tend to recruit which may have an impact on my research. 
TOP TIP:  THERE ARE RISKS TO ALL RESEARCH PROJECTS HOWEVER, GOOD THEY MAY SEEM!  THE SKILL IS TO IDENTIFY AND MANAGE THE RISK(s).


	17. List the resources you will need to make your report a success.  State why such resources are needed.  These may include, people, time, cash, technology, data.  Identify any constraints that you may encounter and explain how you would overcome these.

Cooperation in terms of research from employees within GDH, time taken out of their day to aid me in my research as well as my own time. This may be difficult due to management being stretched thin, any time taken should be planned well in advance and they should be reassured that it would not take much longer than 30 minutes of their day. 
Working with the HR manager to discuss how the research can be used to make changes in terms of how we can become more diverse within our recruitment. Again, time is an issue, we hold monthly HR strategic meetings so this can worked into that discussion. 

Personal time taken to ensure effective research is being conducted and to work on my recommendations for GDH. I will need to effectively manage my time around full-time work and studying, I’ll set a certain amount of time away every week to work on the report. 
TOP TIP:  THE ASTUTE MANAGER IS FULLY AWARE OF THE REQUIRED RESOURCES AND THEREFORE, BUILDS POSITIVE RELATIONSHIPS WITH PEOPLE WHO CAN HELP HIM/HER IN OBTAINING SUCH RESOURCES.  IT IS ESSENTIAL TO IDENTIFY ALL RESOURCES AT THE BEGINNING OF A PROJECT SO THAT YOU CAN INCLUDE THEM IN YOUR COSTS. 

	18. State what method you intend to use to collect your primary data.  For example, questionnaire, interviews, telephone surveys, focus groups etc.  Outline why a particular research method was chosen over alternatives.

The method I will be looking to use when collecting primary data will be qualitative research. Interviews would be the most appropriate method for me as I want to gain an understanding of how managers within GDH perceive diversity, how do they feel we could become more diverse in the future and whether they feel we are currently promoting diversity enough when we are going through our recruitment process. I want to understand how management feel about diversity and how we as an employer approach diversity, I do not think quantitative research would be effective in achieving this. 
TOP TIP: CHOOSE AN APPROPRIATE METHOD AND THEN, USING THIS METHOD, ENSURE YOU WILL ACTUALLY BE ABLE TO COLLECT THE DATA YOU REQUIRE.  AGAIN, KEEP IT SIMPLE AND TAKE ADVICE FROM RESEARCH METHODOLOGY TEXT BOOKS AVAILABLE IN THE LIBRARY.


	19. State HOW you plan to collect primary data and justify the appropriateness of your chosen research method.  Consider whether or not you will be given or denied access to personnel and why.

Conducting interviews with management throughout GDH, preferably I would be looking to conduct around 6 interviews. I want to get a feel for how they feel we could improve diversity throughout GDH and whether they feel we have a diverse workforce currently and why. I want to have one on one conversations with a range of managers to see what their outlook on diversity may be throughout the recruitment process and whether this is something they consider. The only issue in terms of this would be time set aside for the interviews, however, GDH have been supportive of my learning and I believe many of them will take the time to take part as it should be a short exercise. 
TOP TIP:  BE SURE THAT THE METHODOLOGY YOU USE TO COLLECT YOUR DATA IS APPROPRIATE AND AFFORDABLE IN TERMS OF YOUR TIME.  KEEP IT SIMPLE!  DO NOT MAKE YOUR LIFE DIFFICULT.

	20. State from WHOM you plan to collect primary data and detail any challenges you anticipate.  Outline how you plan to approach people to take part in your research and why you have chosen such individuals.  State why individuals may agree to take part in your report or indeed, refuse.

Management is my focus in terms of this primary research, this is down to the fact that the focus is on recruitment and they are the ones who interview and ultimately decide who they feel is appropriate for the job. If we are looking to become more diverse it’s important to gain their insight on how they think we can do so and where they currently stand on the topic. Some may refuse as it’s not a topic that they have much of an opinion on but I feel most managers would have some kind of input onto the discussion which would be helpful. Separate interviews would need to be set up to work around their schedules and they would need to be assured of anonymity, I want to ensure that they are completely be honest about their viewpoints so that we can get an accurate picture of where we stand as an organisation. I would ask all key managers throughout GDH, this would be a voluntary request. 
TOP TIP:  BE SURE THAT THE PERSONS YOU WANT TO PARTICIPATE IN YOUR REPORT ARE THE APPROPRIATE PERSONS.


	21. State from where you plan to collect secondary data.  This means providing an early list of alphabetised websites and a bibliography that details (using Harvard method) the books, journals, research and magazines that you intend to use.

Website addresses:

Capita Talent Consulting (no date) Diversity and Inclusion Best Practice in Recruitment, Available at: https://www.hrdsummit.com/wp-content/uploads/sites/6/2017/02/Diversity-and-Inclusion-Best-Practice-in-Recruitment.pdf (Accessed 29th June 2021)
CIPD (2018) Bucking the trend: social norms and diverse recruitment, Available at: https://www.cipd.co.uk/news-views/nutshell/issue-79/diverse-recruitment (Accessed 29th June 2021) 

CHAS (no date) How to Improve Diversity in Construction Workplace Hiring, Available at: https://www.chas.co.uk/blog/improve-construction-diversity-workplace-hiring/ (Accessed 29th June 2021) 

Jarvis, K. (2020) Why the construction industry needs to step up to diversity issues, Available at: https://www.pbctoday.co.uk/news/hr-skills-news/construction-diversity-issues/83217/ (Accessed 29th June 2021) 

National Centre for Diversity (no date) Three Reasons Why We Need Better Diversity in the Construction Industry, Available at: https://nationalcentrefordiversity.com/three-reasons-need-better-diversity-construction-industry/ (Accessed 29th June 2021) 

Equality and Human Rights Commission (2011) Equality and diversity: good practice

for the construction sector, Available at: https://www.equalityhumanrights.com/sites/default/files/ed_report_construction_sector.pdf (Accessed 29th June 2021) 

Acas (no date) Improving equality, diversity and inclusion in your workplace, Available at: https://www.acas.org.uk/improving-equality-diversity-and-inclusion/making-your-workplace-inclusive (Accessed 29th June 2021) 

Dixon-Fyle, S., Dolan, K., Hunt, V. and Prince, S. (2020) Diversity wins: How inclusion matters, Available at: https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters# (Accessed 29th June 2021) 

Gov.uk (2020) Regional ethnic diversity, Available at: https://www.ethnicity-facts-figures.service.gov.uk/uk-population-by-ethnicity/national-and-regional-populations/regional-ethnic-diversity/latest (Accessed 29th June 2021) 

Robert Walters (no date) Diversity and Inclusion in Recruitment, Available at: https://www.robertwalters.co.uk/content/dam/robert-walters/country/united-kingdom/files/whitepapers/Diversity-In-Recruitment-Whitepaper-web.pdf (Accessed 29th June 2021) 

TOP TIP:  REFERENCES TO APPROPRIATE LITERATURE AND OTHER RESOURCES GIVE CREDIBILITY TO ANY PIECE OF WORK – BEWARE OF CUTTING AND PASTING INTERNET MATERIAL AND CLAIMING IT AS YOUR OWN – THIS IS PLAGIARISM IN THE REAL WORLD TOO!

	Books (on topic area and associated subjects):

Frost, S. and Kalman, D. (2016) Inclusive talent management : how business can thrive in an age of diversity, London: Kogan Page 

Balogun, J., Hailey, V.H. and Gustafsson, S. (2016) Exploring Strategic Change, 4th Edition, Harlow: Pearson Education Limited 

Gupta, M. (2020) Management practices for engaging a diverse workforce : tools to enhance workplace culture, New York: Apple Academic Press 

Bendl, R., Bleijenbergh, I., Henttonen, E. and Mills, A.J. (2016) The Oxford handbook of diversity in organizations, Oxford: Oxford University Press 

Marsden, D. (2011) Employment in the Lean Years: Policy and Prospects for the Next Decade, Oxford: Oxford University Press 

Rosener, J.B. (1998) America’s Competitive Secret: Women Managers, New York: Oxford University Press

Cheese, P., Thomas, R.J. and Craig, E. (2008) The talent powered organization strategies for globalization, talent management and high performance, London: Kogan Page (chapter 2,p.62)
Brown, P., Williams, S. and Hesketh, A. (2004) The Mismanagement of Talent: Employability and Jobs in the Knowledge Economy, Oxford: Oxford University Press

Wrench, J. (2007) Diversity management and discrimination immigrants and ethnic minorities in the EU, Aldershot: Ashgate 
Scullion, H. and Collings, D.G. (2011) Global talent management, New York: Routledge 

Books (on research methodology):

Saunders, M., Lewis, P. and Thornhill, A. (2018) Research Methods for Business Students, 8th edition., Harlow: FT/Prentice Hall

Bryman, A., Bell, E. and Harley B. (2019) Business Research Methods, 5 edition., Oxford: OUP.

Hammersley, M. (2013) What is Qualitative Research?, London: Bloomsbury Publishing Plc

Peer reviewed research papers:

Tipper, J. (2004) ‘How to increase diversity through your recruitment practice’, Industrial and Commercial Training, 36(4), 158-161, Available at: https://scholar.google.com/scholar_url?url=https://www.emerald.com/insight/content/doi/10.1108/00197850410542392/full/pdf%3Fcasa_token%3DIPLx-Bq7GfUAAAAA:aqFr-Tg6JljAIhra-Ei5GJIqOQ4CIl5a0m1VXOvlZsRVfNAgqf9r89L9MAx6NqfPn7CBxsZiKsufXLOFu9mWyITIXSP41RffUd15E6DaV_RsEQojJhw&hl=en&sa=T&oi=ucasa&ct=ucasa&ei=JtbcYPX1B63CsQKW_J7gDA&scisig=AAGBfm2966WW_3mzrWhpj9aZzvxU4-29kQ (Accessed 30th June 2021)

Walker, H.J., Feild, H.S., Bernerth, J.B. and Becton, J.B. (2012) ‘Diversity Cues on Recruitment Websites: Investigating the Effects on Job

Seekers’ Information Processing’, Journal of Applied Psychology, 97(1), 214-224, Available at: https://www.researchgate.net/profile/J-Becton/publication/51724522_Diversity_Cues_on_Recruitment_Websites_Investigating_the_Effects_on_Job_Seekers'_Information_Processing/links/55bf75cf08ae092e96669166/Diversity-Cues-on-Recruitment-Websites-Investigating-the-Effects-on-Job-Seekers-Information-Processing.pdf (Accessed 30th June 2021) 
Baum, M., Sterzing, A. and Alaca, N. (2016) ‘Reactions towards diversity recruitment and the moderating influhttps://www-sciencedirect-com.ezproxy.uwtsd.ac.uk/science/article/pii/S0148296316300571ence of the recruiting firms' country-of-origin’, Journal of business research, 69(10), 4140-4149, Available at: https://www-sciencedirect-com.ezproxy.uwtsd.ac.uk/science/article/pii/S0148296316300571 (Accessed 1st Jlu 2021)

Rosenburg, L. and O’Rourke, M.E. (2011) ‘The diversity pyramid: an organizational model to structure diversity recruitment and retention in nursing programs’, The journal of nursing education, 50(10), 555-560, Available at: 
https://web-b-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=1&sid=aa195171-7a94-4139-8974-f963e2d946c4%40sessionmgr101 (Accessed 1st July 2021) 
Rivera, L.A. and Huffman, M.L. (2012) ‘Diversity within Reach: Recruitment versus Hiring in Elite Firms’, The Annals of the American Academy of Political and Social Science, 639(1), 71-90, Available at: 
https://journals-sagepub-com.ezproxy.uwtsd.ac.uk/doi/pdf/10.1177/0002716211421112 (Accessed 1st July 2021)


	https://www-proquest-com.ezproxy.uwtsd.ac.uk/docview/1125558059?accountid=130472 (Accessed 1st July 2021) 

Evans, C. ( 2012) ‘Recruitment initiatives aimed at increasing the gender diversity within ITEC employment: Not so “gender neutral”?’, Equality, diversity and inclusion an international journal, 31(8), 741-752, Available at: https://www-proquest-com.ezproxy.uwtsd.ac.uk/docview/1125558059?accountid=130472 (Accessed 1st July 2021) 
Ingram, N. and Allen, K. (2019) ‘‘Talent-spotting’ or ‘social magic’? Inequality, cultural sorting and constructions of the ideal graduate in elite professions’, The Sociological Review (Keele), 67(3), 723-740, Available at: https://journals-sagepub-com.ezproxy.uwtsd.ac.uk/doi/pdf/10.1177/0038026118790949 (Accessed 1st July 2021)
Powell, A. and Sang, K.J.C. (2013) ‘Equality, diversity and inclusion in the construction industry’, Construction management and economics, 31(8), 795-801, Available at: https://web-b-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=1&sid=f40ad970-ac10-4ca7-9fb2-13b5065917bd%40pdc-v-sessmgr03 (Accessed 1st July 2021) 

Won, D., Hwang, B. and Chng, S.J. (2021) ‘Assessing the effects of workforce diversity on project productivity performance for sustainable workplace in the construction industry’, Sustainable development (Bradford, West Yorkshire, England), 29(2), 298-418, Available at: https://onlinelibrary-wiley-com.ezproxy.uwtsd.ac.uk/doi/pdfdirect/10.1002/sd.2155 (Accessed 1st July 2021) 

Clarke, L. and Gribling, M. (2008) ‘Obstacles to diversity in construction: the example of Heathrow Terminal 5’, Construction management and economics, 26(10), 1055-1065, Available at: https://web-a-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=1&sid=dc8f58ca-6f13-405a-89e5-62a5b03979bd%40sessionmgr4007 (Accessed 1st July 2021) 



	22. Design a time plan for the lifetime of the report. Begin by breaking down all tasks that need to be undertaken and assess the duration of time you need to devote to each task.  Be sure to show tasks in a logical sequence.  Be further sure that you plan well enough to enable you submit your report on the deadline date.  Include any meetings that you plan to have with your report supervisor at UWTSD.  Be realistic and make your report manageable, account for holidays and other “off-days”.  

Task

Date to be completed

Literature Review
23rd July 
Meeting with supervisor 
27th July 
Methodology 
6th August 
Primary research collection 
27th August
Meeting with supervisor 
3rd September 
Findings/Discussion 
10th September 
Recommendations 
17th September 
Meeting with Supervisor 
4th October 
Final Draft 
11th October 
TOP TIP:  IMAGINE YOU ARE SELF-EMPLOYED AND WANT TO DEMONSTRATE TO YOUR PAYMASTER EXACTLY WHAT YOU HAVE TO DO TO SUCCESSFULLY COMPLETE YOUR report.  MOREOVER, DATES PROVIDE A TIMELINE TO WHICH WE HOLD OURSELVES (AND OTHERS) ACCOUNTABLE.


	23.  Make a list of questions here that you wish to ask your supervisor about your report.  Such questions could be about:  meeting dates and venues; any forthcoming events that you may have interfere with you completing your report; relevant books, journals, websites, research papers; research methodology; etc etc etc.

Would meetings over Microsoft Teams be okay? 
Are there any days that suit you better in terms of meetings? 
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