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1.0 Project Justification

1.1 Aims and objectives
The aim of this project is to increase recruitment numbers of Black, Asian and Minority Ethnic (BAME) communities in the Driver and Vehicle Licensing Agency (DVLA) by expanding recruitment initiatives within South Wales to attract a more diverse workforce. The goals of the project are:

· To conduct an analysis of current recruitment practices/barriers at DVLA taking into consideration an ethical impact assessment over a 2week period
· Identification of possible barriers and limitations within the Civil Service recruitment strategy 

· Conducting a literature review of current initiatives and practices being used by external companies to increase recruitment take up by BAME communities within a 4 week timescale
· Provide an evaluation of how current recruitment practices can be adapted and, or supplemented to capture a more diverse audience using case examples from similarly structured organisations and innovative practices

· Finally produce a consultancy report within a week from this evaluation, whereby project planning sessions can be formulated to allow the implementation of new initiatives 
Key performance indicators can be measured by: 
Response can initially be gauged by participation levels at events within the South Wales district over a 6 month period. Results from the next DVLA recruitment event (providing this is over 12 months away) can be used to make a comparison in the amount of BAME attending interview against statistical data held from previous years. An increase in the percentage of BAME attending interview will indicate project success. The long term impact of the project success will be determined by the percentage increase of BAME working at DVLA on an annual basis over a period of 5 years. 

1.2 Rationale
The main reason for this project is to support the DVLA in achieving a more diverse workforce that represents the United Kingdom (UK). Currently the DVLA employs around 5,430 staff in Swansea with BAME staff only representing 0.9% (Driver and Vehicle Licensing Agency , 2016). The 2011 census estimated Swansea’s non white British population as 8.5% lower than the combined England and Wales 19.5% (Office of National Statistics, 2011) however this is still considerably larger than DVLA’s representation. Furthermore the DVLA employment rate for ethnic minorities is 10 percentage points lower than the national average (GOV.UK, 2016).
To date it is evident that the DVLA has been unsuccessful in increasing BAME recruitment figures, which means that recruitment tactics have to change if the DVLA wants to fulfil its Public body duty of promoting diversity, under the Equality Act 2010 to advance equality of opportunity for the whole society (EHRC, 2015).
Research by the Chartered Institute of Personnel and Development (CIPD) ( 2016) suggests that a diverse workforce adds value to an organisations business performance as well as being ethically correct. A diverse workforce creates a diversity of thinking and innovation, leading to improved decision making and helping the public sector to undergo greater scrutiny of new policies through cultural considerations for the whole of the population (Chartered Institute of Personnel and Development, 2016). Mosavi (2016) describes how EY conducted internal research of 22,000 audit assignments and concluded that there is a direct link between productivity and level of diversity within a team.
This project will provide guidance and solutions to DVLA’s recruitment of BAME workers adding value to the organisation through increased diversity. 
1.3 Possible Constraints and Limitations
The DVLA is part of the Civil Service requiring additional personal security checks and nationality criteria to be satisfied by potential employees. This means that only BAME’s that are nationals of the ‘United Kingdom, the Republic of Ireland, the Commonwealth, the EEA, Switzerland and Turkey (where additional restrictions may apply) plus certain family members of EEA, Swiss and Turkish nationals regardless of their nationality may apply (Civil Service Capability Group, 2007). This further reduces the scope of potential employees within the demographical area of South Wales.
2.0 Business case

2.1 Potential issues

The project needs to effectively engage the BAME population within South Wales, meaning there maybe potential language barriers and cultural differences to consider for the project to be a success. These barriers will be overcome by using translations, involving current ethnic minority ambassadors within the DVLA and by finding the most effective methods of communication. 
There will be no budget allocation as the DVLA is part of the Civil Service and budget proposals would need to be authorised by the executive board which will be too time consuming for the project initiation time schedule, however subsequent financing for the project set up may be sourced after the financial year in April 2017. Funding will be applied for through the Business Impact Panel (BIP) which consists of representatives from across the DVLA to assess the potential project impact, allowing an allocation of funds up to £50,000 for discovery and awareness work (Driver and Vehicle Licensing Agency, 2016). However, with no current budget the success of this project will depend upon employee volunteers and utilisation of partnerships with existing and new external organisations and stakeholders.
Project teams will need to include a Human Resource (HR) representative to ensure all elements of the recruitment process conform to ethical and legal legislation, an indirect cost involving the release of personnel from duties to attend meetings and to review progress meaning that existing workloads may need to be reallocated to other employees. However where possible, follow up meetings will be aligned with the fortnightly BIP meetings to reduce work disruptions. 
2.2 Potential benefits

An increase in the BAME workforce at DVLA bringing with it the added value that cultural diversity can achieve (Chartered Institute of Personnel and Development, 2016). This project will help DVLA to achieve one of its DfT objectives of reaching out to a more diverse audience (Driver and Vehicle Licensing Agency, 2016). Successful implementation of this project could even highlight the DVLA to become an ambassador for recruitment of BAME employees for the whole of the Civil Service. This project may also improve engagement between the DVLA and external stakeholders in the community it serves. 
The Civil Service has recently started to work in collaboration with the CIPD and the DVLA could enter the CIPD people management awards for diversity on the strength of this project, like the current winners, the Transport for London 2016 best diversity and inclusion initiative (CIPD, 2016).  

In addition to this, training on new initiatives will be provided at no cost by the consultant and contacts made will be shared.  

3.0 Methodology

A thematic analysis described by Aveyard (2014) will be used on secondary resources to group the relevant research in to the two categories, firstly research into current barriers in procedures at DVLA and, secondly research into new recruitment practices and innovations to attract a BAME workforce.   

The following activities will be conducted:
· The University of Wales Trinity St David (UWTSD) library database will be utilised to research articles, journals and statistical information to gather the latest innovative recruitment techniques all from reliable sources (Ridley, 2012).  

· This research will be coupled with an analysis of case studies from similarly structured companies, analysing how they have managed to increase the number of BAME employees over the past 5 years.

· Further secondary resources will be reviewed for up to date recruitment methods such as the CIPD with membership access, Ted talks, Forbes website and the Harvard Business Review for academic reliability.

· Local connections and organisations will be looked at to consider possible collaborators and partnership opportunities.

4.0 Project plan
4.1 Project schedule 
The project will be separated into three sections consisting of:

· The proposal presentation deadline on the 15th March 2017
· The research conducted by the consultant (between the period of proposal acceptance and completion) has been allocated 4 weeks
· The full consultancy report with recommendations will be available for review at the end of April 2017
This projection allows an additional week until the deadline date of the 3rd May 2017 in case of unforeseen circumstances at any stage.
4.2 Project team: Resources
Biggs (2010) explains by using the Johari Window, the consultant working from outside the organisation can uncover aspects that are unknown to management and staff, providing innovative solutions beyond the capabilities of the internal organisation. As a consultant that has previously worked within the Human Resource (HR) department at DVLA and studied CIPD professional qualifications, applying these skills combined with recent experience of research and recruitment techniques adds extra credibility to this consultancy project. 
Consultant

Time for initial research, solutions and project recommendations will be supplied by the consultant at no cost and use of the consultant will not only provide detailed feedback on the project, but will create an implementation strategy with feedback channels, combined with essential contacts and employee training for the future as a direct result. 

DVLA Business Impact Panel (BIP) (if project continued)

Involvement with project overview/progress, HR input and potential funding 

DVLA Diversity champions (if project continued)

 Volunteer sourcing for involvement in project implementation 
4.3 Management communication strategy (if project continued)

Communication will consist of fortnightly face to face meetings with the consultant, the DVLA BIP team, a DVLA diversity champion and an external contact (as and when required) with a note taker for absentees. Suggestion sharing and progress will be available for all involved in the project group internally at DVLA via a closed DVLA intranet group page and email grouping will be made available to external parties without access. 
4.4 Costs

No initial research costs as time is allocated by the consultant. 

If project is continued by DVLA: 

Travel costs by staff to external companies will be incurred but minimal as the project area is focussed within South Wales. 

Staff time will need to be incorporated into current workload creating an indirect cost.

Materials for events and new initiatives will need to be applied for using project funding of up to £50,000 (Driver and Vehicle Licensing Agency, 2016).
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