 PROJECT INITIATION DOCUMENT (PID)

Driving Change and Building Business Cases - 

Investigating a Business Issue from a HR Perspective

Students Name: Stuart Davies-Jaynes
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
	Stuart Davies-Jaynes


	2. Organisation name:
	Bluestone National Park Resorts Limited. 


	3. Type of business:

Nature of business and customer profile:
	Bluestone offers a unique experience for guests of all ages providing a range of accommodation, including luxury lodges and cottages, as well as various amenities and activities for guests to enjoy. The resort is well known for its natural surroundings within Pembrokeshire Coast National Park and sector-leading sustainability credentials.


	4. Number employed by organisation:
	  950 Employees.



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

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


	· Employee Relations
· Recruitment, Selection and Onboarding

· People Compliance

· Learning & Development

· Absence Management

· Performance Management

· Reward & Benefits

· Organisation Development

· Employee Engagement

	7. Your job title:


	Director of People Services 

	8. How long have you been in this job?
	4 Years and 2 months.



	9. Outline main purpose of your job:


	Lead all aspects of Bluestone’s human resource management. Main duties include strategic planning to align HR initiatives with business goals, developing and implementing HR policies and procedures, managing recruitment and retention strategies, administering employee benefits and compensation, ensuring compliance with employment laws and regulations, fostering a positive work culture, guiding the business on employee relation matters, and providing leadership and guidance to the People Services team. I play a pivotal role in shaping organisational culture, promoting employee development, and driving overall business success through effective talent management strategies.


	10. List the HR responsibilities within your job:


	· Advise on Employee Relations / Litigation.
· Provide guidance and coaching on Recruitment, Selection and Onboarding. Recruitment of Executive and Senior Leadership Roles.
· Oversee People Compliance

· Provide strategic direction on all people matters, Learning & Development, Absence Management and Performance Management.

· Develop Organisational Policies Reward & Benefits strategies.
· Lead on Employee Engagement Strategy.
· Oversee employee life cycle. 

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


	Name: William McNamara
Job title: Chief Operating Officer
Relationship to you, CEO.



	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: 

Assess the viability of implementing an enhanced employee maternity leave scheme, focusing on financial feasibility and its potential employee benefits.
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 Develop a detailed cost-benefit analysis report outlining the financial implications of implementing the enhanced maternity leave scheme, including projected costs, potential savings from increased employee retention, and estimated return on investment (ROI).
2. Conduct a survey among current employees to assess their preferences and expectations regarding maternity leave benefits, aiming for a response rate of at least 65% within eight-weeks. Critically analyse the survey results to identify key factors influencing employee satisfaction and use this data to tailor the design of the enhanced maternity leave scheme accordingly.
3. Collaborate with the People Services department to revise and update the company's maternity leave policy to incorporate the enhancements identified through the assessment process. Ensure that the revised policy complies with relevant employment law and industry standards and is ready for implementation by the beginning of the next fiscal year.
4 To make recommendations based on the findings of the assessment, including specific enhancements to the maternity leave policy, potential adjustments to company benefits packages, and strategies for promoting a supportive work culture for expecting and new parents.
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.



	TOP TIP:  NO BUSINESS CASE?  BIN REPORT, START AGAIN - BETTER NOW THAN LATER!

	Questions relevant to objective three:

· What are the key insights and trends identified from the survey findings?

· What are the main areas of concern or improvement highlighted by employees regarding maternity leave benefits?
· Are there any gaps or deficiencies in the current maternity leave policy identified through the assessment?

· What are the specific recommendations for enhancing maternity leave benefits, such as extending leave duration, providing additional financial support, or offering flexible return-to-work options?
· How do the current company benefits packages align with employee needs and preferences identified in the survey?

· Are there any specific benefits or perks that could be added to better support parents, such as childcare assistance, lactation support programs, or parental leave coaching services?
· Which recommendations are most critical for immediate implementation, and which ones can be phased in over time?

· What resources and support will be needed to implement each recommendation successfully?

· How will progress be monitored and evaluated to ensure the effectiveness of the recommendations in promoting a supportive work culture for parents?
Tasks relevant to objective three:
· Review the findings of the assessment, including survey results, cost-benefit analysis, and employee feedback.
· Identify specific areas where the maternity leave policy can be enhanced based on assessment findings.
· Assess the feasibility and impact of adjusting company benefits packages to better support expecting and new parents.
· Develop strategies to promote a supportive work culture for expecting and new parents, beyond just policy changes.
· Prioritise recommendations based on their potential impact and feasibility.

14. Identify the risks associated with the report and how these could be overcome.
Researching the implementation of an enhanced employee maternity leave scheme carries several risks. Financially, there is uncertainty around cost estimation and potential misjudgement of return on investment, which could lead to budget overruns and financial shortfalls. Additionally, the number of employees who take maternity leave can only ever been an estimate and is never guaranteed. Through the research process, employee expectations might rise, leading to dissatisfaction if additional benefits are not provided, and perceived inequities among employees without similar benefits could emerge. Employees may also choose not to engage with the  research process which may skew the data and impact the integrity of the sample size. 
Data reliability poses a risk, as inaccurate or incomplete data can skew the feasibility analysis for the business. Operational disruptions may occur during the implementation phase, particularly if temporary staffing and training prove challenging. Legal and compliance risks include potential future changes in employment laws which could bring unforeseen costs in addition to the enhanced scheme. 

Cultural resistance is another risk, with potential pushback from line- managers and employees who may perceive the new scheme as preferential treatment, for example the scheme is only open to new and expectant parents. Competitive dynamics could neutralise the scheme's advantage if competitors adopt similar policies. Market misalignment might occur if the market does not value enhanced maternity leave as anticipated.

Reputation risks include negative perceptions from missteps in the rollout and stakeholder pushback if the scheme is viewed as an unnecessary expense. By identifying and managing these risks, Bluestone can ensure more robust research and informed decision-making.
TOP TIP:  THERE ARE RISKS TO ALL RESEARCH PROJECTS HOWEVER, GOOD THEY MAY SEEM!  THE SKILL IS TO IDENTIFY AND MANAGE THE RISK(s).


	15. 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.
To successfully research and implement an enhanced employee maternity leave scheme, the following resources are needed:

People: HR specialists, a financial analyst, analysts for expertise and coordination.
Time: Adequate time for research, analysis, and reporting phases.
Technology: Data analysis tools including a survey platform (if feasible), and communication tools . platform to engage with the target audience. 

Data: Information on current employee demographics, existing  company policies, industry benchmarks, and financial /  historical payroll records.
Constraints include data privacy and security, budget limitations, time constraints, access to reliable data, internal resistance, and potential  employment legal changes. These can be overcome by implementing robust data protection measures, prioritisng essential activities, developing a detailed project timeline, using multiple data sources, engaging stakeholders early, and staying informed about legislative trends. By securing these resources and addressing constraints, the research can lead to a comprehensive and well-supported report, facilitating informed decision-making.
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. 

	16. 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.
Surveys will be used to collect the primary data.  This is an efficient way to gather quantitative data quickly. Its scalability ensures comprehensive insights from all employees, while anonymity fosters honest feedback. Cost-effective distribution, especially online, makes surveys accessible. Structured questions will also allow for quantifiable results,  which will support when identifying trends. 
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.


	17. 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.

Primary data will be collected through Bluestone’s internal online survey tool  distributed to all employees via email or directly to sharing the link to an employee via SMS. This method was chosen for its efficiency in rapidly gathering quantitative data from a large number of respondents. Online surveys are accessible and convenient for employees, allowing them to participate at their convenience, thereby reducing barriers to engagement. 
The anonymity provided by the online survey tool encourages honest feedback without fear of reprisal. Moreover, this approach is cost-effective compared to alternatives like interviews or focus groups, requiring minimal resources for distribution and administration.
 Access will be given to selected employees only to protect their data and provide the most appropriate feedback for the purposes of the research. However, in rare cases where access may be denied due to communication restrictions or disengagement, proactive communication and support from management can help mitigate these barriers. Overall, online surveys offer a practical and efficient means of collecting primary data, providing valuable insights into employee perspectives on the enhanced maternity leave scheme.
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.

	18. 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.
Primary data will be collected from  a  cross section employees from all departments, at varying levels within the company, but only with 12 months service (as this will be one of the qualifying criteria for the scheme). These are chosen as participants to ensure diverse insight. Reasons for participation include interest in the topic, desire for improvement, incentives, and a positive company culture. The survey will also be  distributed to employees who have previously received statutory maternity pay from Bluestone to capture their reflective honest feedback. 

Anticipated challenges include low participation rates, biased responses, and communication barriers. To encourage participation, clear communication and incentives may be considered.  Reasons for refusal may include lack of interest, time constraints, privacy concerns, and distrust. By addressing these factors, comprehensive data can be gathered, enhancing the validity and reliability of the research finding and data. 
TOP TIP:  BE SURE THAT THE PERSONS YOU WANT TO PARTICIPATE IN YOUR REPORT ARE THE APPROPRIATE PERSONS.


	19. 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:

Approximately 10

https://www.cipd.org/uk/
https://www.ons.gov.uk/economy/inflationandpriceindices/articles/costofliving/latestinsights
https://www.gov.uk/maternity-pay-leave/leave
https://www.acas.org.uk/your-maternity-leave-pay-and-other-rights/taking-maternity-leave
https://awards-list.co.uk/the-sunday-times-best-places-to-work-powered-by-workl/#:~:text=To%20enter%2C%20simply%20visit%20the%20WorkL%20for%20Business,and%20enter%20how%20many%20employees%20your%20organisation%20has.
https://www.gov.uk/employers-paternity-pay-leave/eligibility
https://www.nimblefins.co.uk/average-uk-household-budget#nogo
https://www.gov.uk/paternity-pay-leave
https://www.brighthr.com/articles/culture-and-performance/staff-turnover/employee-turnover-costs/
https://www.psychologytoday.com/us/blog/healthier-minds-happier-world/202003/the-benefits-paid-maternity-leave-maternal-and-child#:~:text=Our%20research%20draws%20on%20evidence%20from%2026%20experimental,lower%20psychological%20distress%2C%20and%20better%20mood%20among%20mothers.
https://www.hrmagazine.co.uk/content/news/over-half-of-uk-employers-now-provide-enhanced-maternity-and-paterni
Books (on topic area and associated subjects):

Approximately 10

(J, Perkins & S, Jones, 2014) Reward Management, Alternatives, Consequences and Contexts. CIPD.

(P, Cheese, 2014) The New World of Work. Shaping a Future that Helps People, Organizations and Our Societies to Thrive

(K. Waite, K. Beevers & N. Small, 2021) People Practice. A Complete Guide. CIPD
(I. Hesketh, C. Cooper, 2023) Wellbeing at Work. How to Design, Implement and Evaluate an Effective Strategy

(P. Wellington, 2021) Effective People Management. Your Guide to Boosting Performance, Managing Conflict and Becoming a Great Leader in Your Start Up

(R. Baker, 2020) Personalization at Work. How HR Can Use Job Crafting to Drive Performance, Engagement and Wellbeing

(E. Bridger, 2015) Employee Engagement Toolkit
(S. Cameron. D. Price, 2009) Business Research Methods. A Practical Approach

Books (on research methodology):

Approximately 3

Research Design: Qualitative, Quantitative, and Mixed Method Approaches. (John W, 2014)

Qualitative Inquiry and Research Design: Choosing Among Five Approaches. (Creswell. W, 2016)

Introducing Research Methodology: A Beginner’s Guide to Doing a Research Project (Saunders, L,  2015)

Peer reviewed research papers

Ravichandran, S., Karpinski, A. C., & Singh, S. (2018). The effects of training satisfaction, employee benefits, and incentives on part-time employees’ commitment. International Journal of Hospitality Management, 74, 1–12. https://doi.org/10.1016/j.ijhm.2018.02.011
Jaworski, C., Ravichandran, S., Karpinski, A. C., & Singh, S. (2018). The effects of training satisfaction, employee benefits, and incentives on part-time employees’ commitment. International Journal of Hospitality Management, 74, 1–12. https://doi.org/10.1016/j.ijhm.2018.02.011
Laundon, M., Cathcart, A., & McDonald, P. (2019). Just benefits? Employee benefits and organisational justice. Employee Relations, 41(4), 708–723. https://doi.org/10.1108/ER-11-2017-0285
Van Steenbergen, E. F., & Ellemers, N. (2009). Is managing the work-family interface worthwhile? Benefits for employee health and performance. Journal of Organizational Behavior, 30(5), 617–642. https://doi.org/10.1002/job.569
Aitken, Z., Garrett, C. C., Hewitt, B., Keogh, L., Hocking, J. S., & Kavanagh, A. M. (2015). The maternal health outcomes of paid maternity leave: A systematic review. Social Science & Medicine (1982), 130, 32–41. https://doi.org/10.1016/j.socscimed.2015.02.001
Schönberg, U., & Ludsteck, J. (2014). Expansions in Maternity Leave Coverage and Mothers’ Labor Market Outcomes after Childbirth. Journal of Labor Economics, 32(3), 469–505. https://doi.org/10.1086/675078
  Hewitt, B., Strazdins, L., & Martin, B. (2017). The benefits of paid maternity leave for mothers’ post-partum health and wellbeing: Evidence from an Australian evaluation. Social Science & Medicine (1982), 182, 97–105. https://doi.org/10.1016/j.socscimed.2017.04.022
  Dahl, G. B., Løken, K. V., Mogstad, M., & Salvanes, K. V. (2016). WHAT IS THE CASE FOR PAID MATERNITY LEAVE? The Review of Economics and Statistics, 98(4), 655–670. https://doi.org/10.1162/REST_a_00602
 Baker, M., & Milligan, K. (2008). How Does Job‐Protected Maternity Leave Affect Mothers’ Employment? Journal of Labor Economics, 26(4), 655–691. https://doi.org/10.1086/591955
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!


	20. 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

Review Aims and Objectives with Report Supervisor 
Week 1 June 2024
Draft  survey questionnaire for sign off.
Week 2& 3 June 2024
Issue survey to employees (2 week window to collate responses)
Week 1 July 2024
Nudge for  survey responses 
Week 2 July 2024
Collate Survey Data
Week 3 July 2024
Critically review and analyse survey data
Week 4 July & Week 1 August 2024. 
Start written assignment and analysis of data with supported literature and evidence-based research. 
Weeks  2,3 & 4 August 2024.
Prepare presentation for return to university
Weeks 1&2  September 2024. 
Practice delivery of presentation 
Week 3 September 2024.
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.


	21.  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.

Is my  suggested reading  list broad enough?

Can we agree meeting dates throughout the summer to review progress, considering annual leave?
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