	Why
	Who
	Where
	How
	When
	Cost

	Recommendation 1:  Introduce and Enhanced Maternity / Paternity Pay Policy

	

In response to the data analysis derived from the employee survey this would provide Bluestone and its employees with a competitive advantage from an employee experience perspective  (Kanwal and Greet Van Hoye, 2023)







	

Director of People Services and Payroll Team.
	

Through internal company policy and employee guides. 
	

Design of an enhanced maternity / paternity pay scheme, in partnership with payroll and communication team, with professional sign off from employment law legal advisor. 
	
 
November / December 2024.
	

Enhanced Scheme Costs:

· £50,873.28 in the first 20 weeks, and assuming the company could claim the statutory amount back from HMRC. The additional cost to the business would equate to £38,000 pa, GOV.UK (2013). 

Other costs include:

· Consultant fees 
· Resource and employee time
· Scheme administration costs

Estimated Cost: £50,000

	Recommendation 2: Develop a Communication & Engagement Plan

	
To ensure  the proposed enhanced maternity / paternity policy is effectively implemented, understood and widely celebrated as an enhanced employee benefit,  (Jones and Perkins, 2024a, pp. 259–260). 





	
Head of People Services & Communication Executive. 
	


	
Design communication  content plan considering all key stakeholders across the business, utilise a diverse and neuroinclusive range of communication platforms; employee app, email, videos and team stand-up briefings to send compelling messages to all employee groups,(Simmons, Boynton and Landman, 2021).

Engage with Employee Consultation Group to maintain transparency throughout the process,  (Triantafillidou and Koutroukis, 2022).

	
March 2025, launch communication plan after Line Manager Training  has been delivered. (see recommendation 3). 
	
Associated costs:

· Resource and employee time
· Content creation
· Implementation tools and platforms
· Design content and event expenses 

Estimated Cost: £5,000 - £8,000

	Recommendation 3: Upskill Line Managers on Effective Change Management

	

Individuals or groups of employees may oppose or slow down attempts to implement  the new policy, (CIPD, 2024).

Upskilling line managers in effective change management will help ensure that employees are supported throughout the change process, allowing the new maternity leave policy to be accepted and viewed as a positive employment benefit across the organisation, (CIPD, 2023).




	

Director of People Services / Head of People Services in partnership with external Change Management Consultant. 
	

Bluestone Academy Training Centre. 
	

Design and delivery of a half-day training workshop on Effective Change Management.

Select six management cohorts from across the business, considerate of the operational needs of the business  (Khan and Hinshaw, 2022).  
	

Delivery of six workshops during quietest operational months January and February 2025. 
	

Associated costs include:

· Training Materials
· Consultant Fees
· Software and Tools
· Customisation of content 
· Employee Time

The associated costs of upskilling a team of 60 Line Managers could cost between £12,000 and £15,000, GOV.UK (2013). 
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