 PROJECT INITIATION DOCUMENT (PID)

Driving Change and Building Business Cases - 

Investigating a Business Issue from a HR Perspective

Students Name:
Chris Tooze
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
	Chris Tooze


	2. Organisation name:
	Hywel Dda University Health Board (HDUHB)


	3. Type of business:

Nature of business and customer profile:
	Provision of health care to the population (all age groups) within Carmarthenshire, Ceredigion and Pembrokeshire. 


	4. Number employed by organisation:
	Over 13,000 (Annual Report 2024)


	5. Number employed within human resources (HR) department (if applicable):
	Over 100 in Workforce and OD.
30 people employed in Organisational Development Team which is part of HR.



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


	Business Partner functions - Recruitment, on boarding, development and Performance Management of individuals.

Strategic Workforce planning.

Learning and Development.

Strategic Partnerships, Diversity and Inclusion. 

OD Team facilitates development of effective teamwork and individuals to maximise their contribution to the success of the organisation.  Emphasis on culture development, leadership and Talent Management and Succession Planning.


	7. Your job title:


	OD Practitioner

	8. How long have you been in this job?
	7 months in current role.
Working in OD for 3 years.



	9. Outline main purpose of your job:


	Design and delivery of OD interventions including senior talent acquisition (recruitment of senior leaders), Talent management, leadership development including clinical leadership, Coaching, continuous improvement, collaborative working, evaluation of OD interventions.


	10. List the HR responsibilities within your job:


	Designing, presenting and facilitating workshops, providing 1 – 1 coaching and support to Managers, developing and acquiring talent, facilitating senior talent acquisition processes, performance development, developing clinical leadership promoting best HR Practice and organisation vision, strategy and plans.


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


	Name: Catherine Rees
Job title: Head of Organisation Leadership Development
Relationship to you: Colleague and Head of Service



	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 review and make recommendations to improve the impact of leadership development initiatives on individual and organisation performance. (18 words)
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 Conduct an analysis of the literature that explains the impact of leaders on individual and organisational performance since 2000 and apply to Hywel Dda.
2 Critically examine existing feedback and evaluation data (questionnaires, navigator conversations and final presentations) from a recent leadership development initiative (LEAP cohorts 1 and 2) to explore the impact of leadership development initiatives on individual and organisation performance (secondary research).
3 Conduct interviews with senior leaders (in post since 2022) concerning their views of current organisational performance (causes and remedies) to identify leadership development needs and the current and desired impact of leadership development in Hywel Dda (primary research).
4 Using the primary and secondary research make recommendations to improve the impact of all leadership development initiatives on performance for example clinical leadership development and improving performance through structural change.
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:

The following questions will be explored, and conclusions drawn, to form an evidence-based objective foundation for analysing feedback from delegates and line manager interviews. This is important to reduce researcher bias and support the credibility of the research project.

· What is organisational performance? What is leadership?
· What is a high performing organisation? How is it assessed?
· What does modern literature say about the contribution of leadership to individual and organisational performance?

· What is happening in Hywel Dda concerning performance and leadership? What does the literature search illuminate?

· How can the contribution of leadership to improving individual and organisational performance be assessed?

Tasks relevant to objective one:
· Literature review of both academic and organisation/national reports.
· Seek other organisation’s experience of leadership and impact on performance.
Questions relevant to objective two:
Using the outcome of the literature review as a lens to analyse feedback from delegates, the following research questions will be analysed and conclusions drawn.

· Has cohorts 1 and 2 of the LEAP Programme had an impact on Managers – in what way?

· Have cohorts 1 and 2 of LEAP impacted on organisational performance – in what way?

· How is the content and delivery of LEAP balancing the needs of the needs of the individual with the needs of the organisation?

· What lessons can we learn from leadership development initiatives about the transfer of learning to the workplace?
Tasks relevant to objective two:
· Using existing evaluation data of cohorts 1 and 2, previously collected by this author e.g. questionnaires, presentations and navigator notes and reanalyse using an impact on individual and organisation performance lens (secondary research)
· Apply the Kirkpatrick model of evaluation – reaction, learning, behaviour, impact.
· Draw conclusions about measures to support the impact of future leadership development initiatives.
Questions relevant to objective three:

PTO
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.


Questions relevant to objective three:

Situation overall

Organisation performance is important as it influences investor and customer confidence, the motivation and discretionary effort of staff and the recruitment and retention of staff. In the public sector, the support and confidence of politicians influences the annual budget given to organisations. The Welsh Government assesses Hywel Dda’s performance and awards a rating. 

Hywel Dda has a rating of ‘enhanced monitoring’ (level 3) for Leadership and ‘targeted intervention’ (level 4) for performance and outcomes. Finances are unsatisfactory with a deficit of £109m (2024). The recovery plan requires a saving of 5% reduction in costs year on year. It is important to gather views concerning the best way leaders need to respond to this situation as leadership will be vital to making savings and retaining the commitment of staff in challenging times (primary research). Relevant questions are: - 
Overall feelings and opinions

· How do you feel about the situation?

· What is your view of how we got into this situation?

· Who has the duty to act to change the situation?

· Do you feel Hywel Dda is a high performing Organisation – does it need to be?
Concerning the Performance Management of People

· What actions do you take to get the best from staff?

· Culture is the way we think and do things, can you describe the culture needed to get and stay out of targeted intervention whilst maximising staff contributions?

· Hywel Dda has a set of values. Are these sufficient if deployed to get the best out of staff and achieve organisation priorities – what is missing?

· What Qualities and Behaviours will Leaders need to display over the next 3 – 5 years to address targeted intervention and maximise the contribution of staff?

· What training and development needs do Leaders have to equip them to get the best out of staff and address the targeted intervention situation?
Concerning the Management of capacity v demand

· Do you believe we have a situation where demand for services exceeds supply (is there a gap?)

· Why do you think the gap has occurred?

· Who needs to act to close the gap? What action could be taken?
· Do you think Services seek to continuously improve? Any evidence?
· Does Hywel Dda have a plan to close the gap?
· What is the plan?
· Are plans well known and implemented?

Mobilising 5% Savings
· Why do we need to make 5% savings year on year?

· Is there much waste of resources in Hywel Dda? Any examples?
· Who needs to act to ensure the savings are made?

· What needs to happen to make the savings – is there a plan?

· Are staff ‘up’ for the challenge? Why or why not?
Sustaining Standards

Standards are ‘things’ that must be achieved.
Targets are ‘things’ we aim to achieve 

· Does Hywel Dda make a distinction between a target and a standard?

· What are the Quality Standards and Targets as you see them in Hywel Dda?

· What do you understand by the term Performance in Hywel Dda – how is it measured?

· What standards and targets need to be sustained whilst we save 5% year on year and close the capacity gap?

· How can the impact of plans to save 5% and manage capacity and demand be assessed on Quality and Performance Standards and Targets?

· How can the negative impact of Resource Management on Quality and Performance be mitigated?
Tasks relevant to objective three:

· Set up one-hour interviews with 8 senior Managers
· Conduct interviews
· Analyse interviews using Primary and Secondary research 

Questions relevant to objective four:
· What is the current contribution (positive and negative) of leadership development initiatives to individual and organisational performance?

· What changes do we need to make to the content and method of delivery of leadership development initiatives?

· How can leadership development initiatives have a greater impact on Organisational culture – can leadership development initiatives promote a High Performing Organisation (HPO)?

· What are the consequences of not making changes to leadership development initiatives? 
· How can we evaluate the impact of the changes?
Tasks relevant to objective four:
This research must be written up and presented to the target audience (in this case my Head of Service) that commissioned the work.  The report should be evidence based, contain recommendations and equip the reader to make practical decisions concerning next steps. The broad structure of the report (subject to the research findings) is likely to be: -

· What is performance? How is it measured Individually and collectively?

· Situation in Hywel Dda

· What is leadership? How does it help or hinder performance?

· Leadership development in Hywel Dda

· Analysis and review of how effective are arrangements regarding performance?

· Conclusions and recommendations to improve the impact of all leadership development initiatives (for example clinical leads development and action to maximise the contribution of a new leadership and management structure that has been recently planned) on individual and organisational performance
· Recommendations – to be presented to Lecturers on 30th September 2025.
	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.  

This report is important currently, for the following reasons: -
· As part of the performance and financial recovery plan, Hywel Dda has recently restructured and is currently appointing managers and clinicians into senior leadership positions. This action has resulted in Hywel Dda moving from ‘targeted intervention’ to ‘enhanced monitoring’ by Welsh Government concerning Leadership and Governance (an improved rating). All leadership development initiatives need to review and develop their contribution to making the revised structure add value quickly. This author has been asked to support some of these initiatives. This research will provide insights into how leadership development can be structured and have greater impact on individual and organisational performance.
· Restructures, performance improvement and reducing costs can create anxiety and stress for staff as they are needed to do things differently. Change management and leading people through change is a vital leadership role. These elements contained within leadership development initiatives should be evaluated and actions to improve impact identified.

· The performance of Hywel Dda is however still not satisfactory. Sufficient savings and improvements are not being made and needs to be improved.  Leaders play a key role in improving performance of individuals and the organisation. This research needs to evaluate the contribution of leadership development initiatives (e.g. LEAP) to individual and collective performance and make recommendations to improve impact. 
· Hywel Dda wishes to engage clinicians in leadership and management to improve performance. Clinical leads have been appointed. This author has been asked to support the development of clinical leads. This research will illuminate the contribution of leadership to performance and how support clinical leads can be structured.
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.

· The researcher’s own views and values may influence the outcome of the research. This can be overcome by the researcher understanding their own research philosophy (use of HARP) and regular sessions for reflexivity i.e. understanding the impact of the researchers’ values and philosophy on the method and outcome of the research.
· The senior leaders and HR staff may not be ready to receive critical evaluation of current leadership development initiatives and performance or accept new ideas; this can be overcome by focusing on shaping future initiatives and achieving ‘buy in’ as the project will help with a key objective of senior leaders to improve performance and satisfy Welsh Government. This research will also contribute to achieving the vision and strategy concerning the desired culture and leadership espoused by senior leaders.

· The proposed interviews are a small cross section of Managers, and the results may not be valid.  The write up of the interviews should be tested with several other Managers who have not been interviewed to check validity.
· Hywel Dda is going through a period of change and austerity. Managers may not see the value of spending time and money reviewing leadership programmes, as they may think about short term savings and the problems of releasing staff for training. The business case and benefit must be communicated and marketed to all staff. The cost of the project must be kept as low as possible.
· There is minimal risk to participants in the primary research that their views may not be seen as being corporate by Directors. This will be mitigated by assuring participants concerning confidentiality, no use of electronic recording, the use of conversation style in interview, ensure views cannot be attributed in final report, offer to view final report before submission.
· There is a very low risk to participants of emotional distress due to line managers being under pressure for performance and delivery. This could be mitigated by signposting to Psychological Wellbeing service.
· There is a very low risk for the University of data protection breach. This can be mitigated by complying with data protection laws and policies and ensure no personal data is included in final report.
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.

The primary resources required for this project is the time of the researcher and those interviewed.
Costs for this project must be kept to a minimum. Researcher’s time is calculated as £25 per hour plus 35% for overheads.
· It is estimated that the literature search will need 10 hours minimum (cost of £338 including overheads at 35%). 

· To understand the situation in Hywel Dda – what does the literature search illuminate? Estimated 5 hours of time (cost of £169 including overheads) 
· Achieving ‘buy in’ is important and the analysis of existing data will help reduce data collection costs. It is therefore proposed to allocate 28 hours if researcher time to analyse existing data (cost of £945 including overheads).
· New data will be generated by interviewing 8 senior managers, who have supported delegates on leadership development initiatives and are faced by the restructure, performance and the need to make financial savings. It is anticipated that these interviews will last 1 hour each. The cost of these interviews using hourly rates of pay (£25 for interviewer and £35 for interviewees) plus overheads at 35% for interviewer and interviewees’ time is £648.

· Results will have to collated and analysed. Estimated 5 hours of time (cost of £169 including overheads)
· It is planned for the interviews to be carried out at the managers’ places of work. Therefore, travel costs for the time of travel is estimated to be 8 hours (cost of travel is £270 including overheads)

· The report will need to be written by the researcher. Estimated 14 hours of time (cost of £473 including overheads)

The overall cost of this research will therefore be £3,012. Please note that this does not include the costs of implementing any recommendations. 
· Time is a key constraint and resource to conduct the primary and secondary research. This project must be programmed into my already busy schedule, this may involve other priorities being relegated to a lower priority or even postponed.

· ‘Buy in’ should be seen as a resource in that colleagues will give their time and accept the report if they ‘buy-in’ to the business case. It is therefore important that this project is accepted by leaders as an organisational priority.  Those interviewed will also give of their time if they see the results of the project helping them with their priorities.

· Evaluation data is on the organisation’s shared drive and must be accessed.  This should not be a problem as the data is freely available. 

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.

· New data will be collected through conversational interviews. This method was chosen over questionnaires as the line managers are extremely busy and unlikely to find time to complete written statements. In addition, a face-to-face interview will offer an opportunity to gain buy in to the project and explore lines of enquiry suggested by the interviewee. It will be important that interviewees are informed that their contribution will be used anonymously. This will aid their openness. The researcher must act ethically and ensure any contribution is not attributable.
· It is more efficient and less time consuming to take advantage of existing data. This method means the existing evaluation questionnaires and delegate presentations can be used as secondary research material.
· There are Board and Welsh Government Performance Reports which will give valuable insight into the current state of performance and the planned remedial action, this in turn with give an indication of Leadership Development needs.
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.

· Use of existing data where available.  Use of semi structured informal qualitative interviews to gain opinions of senior leaders.  The conversations with senior leaders should be used to promote ‘buy-in’ to the project.
· It is not anticipated that senior leaders will resist engagement within the project as those to be approached have nominated and supported delegates on leadership development initiatives and therefore have an interest in leadership development.
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.

· 8 senior manager volunteers with whom the researcher has a productive working relationship, who also have a good reputation and have supported people through leadership development initiatives.

· Existing data from a recent leadership development initiative (LEAP cohorts 1 – 2) will be used.  The expertise of my colleague co-tutors for their views (their views and insights) through conversation during routine engagement and meetings will add richness to the research.
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:

Approximately 10

Ross Baker, G (2011). The roles of leaders in high performing healthcare systems. Available at: https://www.kingsfund.org.uk/insight-and-analysis/reports/roles-leaders-high-performing-health-care-systems (Accessed 27 April 2025)

CCL (2025). Why Is Leadership Development Important? 4 Reasons to Invest. https://www.ccl.org/articles/leading-effectively-articles/why-leadership-development-is-important-4-reasons-to-invest/ (Accessed 27 April 2025)
CIPD, (2025). Performance Management: an introduction - Factsheet.
Available at: https://www.cipd.org/uk/knowledge/factsheets/performance-factsheet/ 
(Accessed 5 May 2025).
CIPD, (2024). Leadership in the workplace - Factsheet.
Available at: https://www.cipd.org/uk/knowledge/factsheets/leadership-factsheet/ 
(Accessed 27 April 2025).
Foster, D (2024). How to create a successful Leadership Development Programme. Available at: https://www.harvardbusiness.org/how-to-create-a-successful-leadership-development-program/ (Accessed 27 April 2027)

McKinsey & Co (2024) Organizational health is (still) the key to long-term performance. Available at: https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/organizational-health-is-still-the-key-to-long-term-performance (Accessed: 5 May 2025)

Page R, Jagger N, Tamkin P, Henwood N (2006). The Measurement of Organisational Performance. Available at https://www.employment-studies.co.uk/resource/measurement-organisational-performance (Accessed 27 April 2025).
Books (on topic area and associated subjects):

Approximately 10

Adair, J.E. (2022) Develop your leadership skills : fast, effective ways to become a leader people want to follow. Fifth edition. London: KoganPage.
Anderson, R.J. and Adams, W.A. (2015) Mastering leadership: an integrated framework for breakthrough performance and extraordinary business results. 1st edition. Newark: WILEY.
Barends, E. and Rousseau, D. (2022). Organisational culture and performance: an evidence review. Scientific summary. London: Chartered Institute of Personnel and Development
Barends, E., Rousseau, D., Janssen, B., Capezzio, A. and Velghe, C. (2023) Leadership development: An evidence review. Scientific summary. London: Chartered Institute of Personnel and Development
Darzi, A. (2024). Independent Investigation of the National Health Service in England, London: UK Gov

De Waal, A. (2012). What makes a High Perfomance Organisation: Five Validated Factors of Competitive Advantage that Apply Worldwide. 1st edition. Cranbrook: Global Professional Publishing Ltd.
Lock, D (2013). Project Management. 10th edition. Routledge.

Napoli, D., Whiteley, A.M. and Johansen, K.S. (2005) Organizational Jazz: Extraordinary Performance through Extraordinary Leadership. First issued in hardback. Maleny: Routledge
Schein, E H and Schein, P. (2016). Organizational Culture and Leadership. 5th edition. New York: John Wiley & Sons Incorporated.
West, M A (2021). Compassionate Leadership: Sustaining Wisdom, Humanity and Presence in Health and Social Care. 1st edition. The Swirling Leaf Press.
West, Michael A and Dawson, Jeremy F, (2012). Employee engagement and NHS performance, London: The Kings Fund.

Books (on research methodology):

Approximately 3

Anderson, V. and Fontinha, R. (2024) Research methods in human resource management : investigating a business issue. Fifth edition. London, United Kingdom ; CIPD : Kogan Page Inc.
Peer reviewed research papers:

Approximately 10
Alhosani, F.H. and Ahmad, S.Z. (2024). Role of human resource practices, leadership and intellectual capital in enhancing organisational performance: the mediating effect of organisational agility, Journal of Intellectual Capital, Vol. 25 No. 4, pp. 664-685. https://doi.org/10.1108/JIC-08-2023-0183
Douglas, S., Merritt, D., Roberts, R. and Watkins, D. (2022). Systemic leadership development: impact on organizational effectiveness, International Journal of Organizational Analysis, Vol. 30 No. 2, pp. 568-588. https://doi.org/10.1108/IJOA-05-2020-2184
Fernandez-Araoz, C., Roscoe, A. and Aramaki, K. (2017) Turning potential into success: the missing link in leadership development. Harvard Business Review. Vol. 95, No 6, November/December, pp86-93.
Jacobsen, C.B., Andersen, L.B., Bøllingtoft, A. and Eriksen, T.L.M. (2022), Can Leadership Training Improve Organizational Effectiveness? Evidence from a Randomized Field Experiment on Transformational and Transactional Leadership. Public Admin Rev, 82: 117-131. https://doi.org/10.1111/puar.13356
Karauri, L. G., & Kyongo, J. (2024) Impact of Effective Leadership on Organisational Performance: An Empirical Investigation. Open Journal of Leadership, 13, 30-38. doi: 10.4236/ojl.2024.131003.
Liu, G., Tsui, E. and Kianto, A. (2022) ‘Revealing deeper relationships between knowledge management leadership and organisational performance: a meta-analytic study’, Knowledge management research & practice, 20(2), pp. 251–265. Available at: https://doi.org/10.1080/14778238.2021.1970492.
Moldoveanu, M. and Narayandas, D. (2019) The future of leadership development. Harvard Business Review. Vol 97, No 2, March, pp40-48.

Phillips, P.P. and Phillips, J.J. (2024). The dilemma of leadership development, Strategic HR Review, Vol. 23 No. 3, pp. 99-104. https://doi.org/10.1108/SHR-01-2024-0006
Robinson, D.G. and Depass, M. (2023) What better leadership looks like. TD: Talent Development. Vol 77, No 10, October, pp50-55.
Wallo, A., Ellström, P.-E. and Kock, H. (2013) ‘Leadership as a balancing act between performance- and development-orientation: a study of managers’ and co-workers’ understanding of leadership in an industrial organisation’, Leadership & organization development journal, 34(3), pp. 222–237. Available at: https://doi.org/10.1108/01437731311326666.
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!


	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

PID signoff from lecturer and line manager
31st May 2025
Literature search of both academic and organisation/national reports
20th June 2025
Seek other organisation’s experience of leadership and impact on performance
20th June 2025
Analyse existing LEAP data through performance lens and draw conclusions about supporting the impact of future leadership development initiatives
30th June 2025
Set up and conduct 1 hour interviews with 8 senior managers
25th July 2025
Analyse interviews using primary and secondary research
1st August 2025
Write report and prepare academic poster that summarises the research
26th September 2025
Submit work to turn it in
29th September 2025
Present recommendations to academic institution
30th September 2025
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.
Questions for my sponsor: -
1) This project has your support are there any sources of information, views or theory I should read or listen to?
2) Is there any organisational politics I should take account of?
3) Can I use your expertise for mentoring support?
4) Will you keep me informed of any change in priorities?
5) Will you take account of the work needed to complete this work when assigning me new tasks?
Questions for my academic supervisor

1) Any suggestion for material to include in my literature search?
2) Are we planning to meet regularly or is your support on an ‘as needed’ basis?
3) When presenting in September am I role playing presenting to my board or senior team or is it a peer review exercise?
4) What happens if my organisation changes priorities and my research aim and plan needs to change?



Research Project Support Confirmation
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Re: Project Proposal

From Catherine Rees (Hywel Dda UHB - Head of Organisation Leadership Development)
<Catherine.E.Rees@wales.nhs.uk>

Date Fri 09/05/2025 13:33

To  Christopher Tooze (Hywel Dda UHB - OD Facilitator - Leadership Development)
<Christopher.Tooze@wales.nhs.uk>

Cc  Leanne Slaymaker (Hywel Dda UHB - Talent Management & Succession Planning Lead)
<Leanne Slaymaker@wales.nhs.uk>

Thanks Chris, | think this mini dissertation title reads well and will help inform future leadership
development within the Talent Management and succession planning sphere so | am more than
happy to approve to taking this piece of work forward

If there is anything you need from me to support your dissertation please let me know

Thanks
Catherine
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