 PROJECT INITIATION DOCUMENT (PID)

Driving Change and Building Business Cases - 

Investigating a Business Issue from a HR Perspective

Students Name:
Laura Palmer
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
	Laura Palmer

	2. Organisation name:
	Hywel Dda Health Board

	3. Type of business:

Nature of business and customer profile:
	Health Care


	4. Number employed by organisation:
	14,300

	5. Number employed within human resources (HR) department (if applicable):
	N/A

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


	Employee Relations 

Disciplinary 

Grievances

Performance Management

Employee Engagement

Health and Wellbeing 

OCP

TUPE

Succession Planning

Policy review

Absence Management

Recruitment

Learning and Development

Training

Coaching and Mentoring 

	7. Your job title:


	Workforce Manager

	8. How long have you been in this job?
	2 years

	9. Outline main purpose of your job:


	· Manage a team of Senior HR advisors, HR advisors and HR assistants and  provide professional and practical advice, guidance and support, to support their personal and professional development.
· Responsible for working alongside the Relationship Managers to identify key areas of work and increase the engagement of the workforce and facilitation of workforce redesign.
· Responsible for identifying  new ways of working, management of operational HR issues; employee relations, performance management and monitoring of workforce KPIs, embedding good people management practices and developing and raising managerial and team capabilities.
· Responsible for Coaching and influencing managers to develop their people management / leadership skills, constructively challenging inappropriate behaviours and deal with difficult and contentious issues to deliver effective outcomes.
·  Support organisational change and transformational programmes, including advising managers on the implications, planning and delivering staff consultation processes and  taking a lead with TUPE transfers
· Ensuring workforce management practice is conducted in accordance with agreed policies and standards, and the provision of high quality, consistent, expert advice is provided.
· Responsible for the Analysis of ESR reports, monitoring of systems to manage sickness absence; the value and delivery of PADR, and compliance with mandatory training requirements across the Board.
· Responsible for using the Electronic Staff Record (ESR) system to produce Business Intelligence Reports in relation to HR issues including absenteeism and turnover to advise managers in the development of appropriate strategic responses.
· Responsible for the reviewing of policies and procedures across the health board.
· Responsible on advising on the delivery of operational workforce change plans, providing expert advice on change management issues and advice on project planning requirements, staffing implications, consultation and engagement requirements associated with the implementation of proposals and employment law implications. 
· Responsible for devising and implementing bespoke training and development sessions/programmes in relation to any specific Workforce & OD issues which may be relevant to the Directorates.


	10. List the HR responsibilities within your job:


	Disciplinay 
Grievances 
Performance Management 

Absence Management 

Coaching and mentoring 

Providing advice to managers and employees on policies and procedures and incorporating, employment law.

TUPE

OCP

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


	Name: Kate Morris
Job title: Senior Workforce 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 establish the impact leadership style has on employee engagement and health and wellbeing in Hywel Dda Health Board.
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. Evaluate the current level of employee engagement and health and wellbeing in Hywel Dda Health Board
2. Explore the current support and training in place for Managers in the organisation relating to employee engagement and health and wellbeing
3 Analyse the impact that different types of leadership has on employee engagement and health and wellbeing.
4. To make several recommendations to improve leadership and increase employee engagement and health and wellbeing.
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 is the current level of employee engagement and wellbeing?

Tasks relevant to objective one:

Review current sickness absence data to establish employee wellbeing data and review most recent staff survey to establish employee engagement data,
Questions relevant to objective two:

What training and support is currently in place for managers to develop their leadership skills?
What ongoing training is in support for managers to develop their leadership skills?
Tasks relevant to objective two:

Assess the learning and development programme for new managers / managers in the organisation.
Establish completion rate of training?

Establish completion rate of Managing Attendance at work training.

Questions relevant to objective three:

Does  the type of leadership style impact employee engagement and to what extent?
Does  the type of leadership style impact employee health and wellbeing and to what extent?

Tasks relevant to objective three
Develop questionnaire and send to managers and employees across the organisation.
Compare to sickness absence data for the area of Hywel Dda.

Questions relevant to objective four:

What does research show can be done to leadership to improve employee engagement and wellbeing?

Tasks relevant to objective four
Review secondary data relating to the impact leadership has on employee engagement and health and wellbeing.
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.


	· 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.  
Hywel Dda University Health Board 12 month rolling sickness absence rate is 6.51% and the monthly sickness rate (5.96%) for the same period. With ONS reporting the UK sickness rate as 2.1% for the UK in 2021, Hywel Dda is significantly higher therefore the business case for undertaking the report  will be to reduce short and long term sickness absence rates in the health board.

Dawn and West et al (2019) advise that compassionate leadership increases staff engagement and satisfaction resulting in improved savings and putting the organisation in a better financial position through decreasing short- and long-term absences and increasing retention. In March Unscheduled Care in Glagwili Hospital alone spent £140,512 on sickness absence therefore the report aim will look at ways of improving staff engagement, decreasing stress at work and cost savings.
In NHS hospitals where there is no evidence of compassionate leadership, employees  report higher levels of burnout and less influence over decision-making (West et al 2022) . Mental health , stress , anxiety and depression remains our highest reason for sickness absence at 34%. 
West (2022) also reports increased patient satisfaction where employees are treated with compassion.
TOP TIP:  NO BUSINESS CASE?  BIN REPORT, START AGAIN - BETTER NOW THAN LATER!

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

Risk of causing conflict between line managers and employees
Risk of bringing issues to the surface that were being managed.

Risk of opening a discussion and causing grievances.

Risk of creating work and additional training that the health board is unable to facilitate or manage due to lack of staff and finances.
TOP TIP:  THERE ARE RISKS TO ALL RESEARCH PROJECTS HOWEVER, GOOD THEY MAY SEEM!  THE SKILL IS TO IDENTIFY AND MANAGE THE RISK(s).


	16. 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.
Range of People/ Participants – To be able to complete questionnaires to gain an accurate and transparent view across the organisation.

Risk – Employees may not be transparent when answering the questions 

           Employees may not respond

           Employees may only respond if they have had a negative / positive experience.

           May not get a cross section of people from different areas respond.
           Response bias 

To mitigate risks I will ensure I send out the questionnaires in a timely manner to ensure employees have sufficient time to complete.

I send the questionnaires randomly and to a cross section of staff 

The questions will be clear, straightforward, and correctly constructed.
Time – I will need employees to have sufficient time to participate.

Risks – Employees may not respond

             Will not have enough responses to provide a transparent overview
I will ensure I send out questionnaires in a timely manager and provide dates that employees must send back. I will then set myself a reminder to chase.
Technology – Develop an online questionnaire for participants to complete.

Risks – Employees may not be able to use it.
Ensure if employees have any issues they can contact myself with any questions or queries or can have a paper copy.

Secondary data – Peer reviewed journals.- The journals may not be relevant therefore important to take time reviewing and considering all information.
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. 

	17. 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.

Questionnaires will be used. This was chosen over other forms of primary research methods as it will be:
Less costly 

Less time consuming for individuals with an already hectic work load

The more suitable method for collecting data from a large group of people.

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.


	18. 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.

Using Microsoft forms I will develop a questionnaires and send to a cross section of managers and employees across the organisation.
I will use data from ESR to understand what managers manage individuals who have had a period of sickness absence in the last 12 months and what employees. I have access to personnel information in my role.
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.

	19. 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.

Line managers
Employees 

Staff will be chosen at random from sickness absence data to gain a transparent non bias sample.
Individuals maybe hesitant to take part if they have had a bad experience or equally maybe keen to express particularly negative or good experience they have had.
Individuals may not have time to complete the questionnaire.

Individuals maybe embarrassed regarding the stigma of mental health 
TOP TIP:  BE SURE THAT THE PERSONS YOU WANT TO PARTICIPATE IN YOUR REPORT ARE THE APPROPRIATE PERSONS.


	20. 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
CIPD, (2021) Employee Engagement: An evidence review. Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/engagement/evidence-engagement. (Accessed 26 April  2023)

CIPD (2022) The positive impact of quality leadership on employee wellbeing and performance. Available at: 
https://www.cipd.co.uk/news-views/nutshell/issue-121/quality-leadership
CIPD (2022) Health and wellbeing at work. Available at: 

https://www.cipd.co.uk/knowledge/culture/well-being/health-well-being-work. (Accessed 26 April 2023)
CIPD (2022) Managing and supporting employees with long term health conditions. Available at: https://www.cipd.co.uk/Images/managing-long-term%20health-conditions-hr-guide_tcm18-105213.pdf. (Accessed 26 April 2023)
Gutherie, S. (2021) The business of mental wellbeing – with Fujitsu (Podcast). 28 March. Available at: https://www.acas.org.uk/podcast/business-mental-wellbeing-fujitsu. ( Accessed 26 April 2023)
Hlupic, V (2022)  What leaders must do now to support wellbeing. Available at: https://www.peoplemanagement.co.uk/article/1790398/leaders-promote-employee-wellbeing. ( Accessed 23 April 2023)

Mortenson, M and Gartner, H. (2022) Leaders do not have to chose between compassion and performance. Available at: https://hbr.org/2022/02/leaders-dont-have-to-choose-between-compassion-and-performance. ( accessed April 26 2023)
Peters,R. (2020) The role of Compassion in an organisation. https://www.cipd.co.uk/news-views/changing-work-views/future-work/thought-pieces/compassion-workplace. ( Accessed 26 April 2023)
Poorkavoos, M. (2016) Compassionate leadership what is it and why do we need more of it. https://www.roffeypark.ac.uk/wp-content/uploads/2020/07/Compassionate-Leadership-Booklet.pdf. ( Accessed 26 April 2023)
Sriganthan, A (2023) Almost half of HR professionals claim they are dealing with more employee relations issues than before Covid, study finds. Available at: 
https://www.peoplemanagement.co.uk/article/1820429/almost-half-hr-professionals-claim-dealing-employee-relations-issues-covid-study-finds. ( Accessed 26th April 2023)
Urquhart, J. (2022) Employees are three times more engaged when they feel supported. Available at: 

https://www.peoplemanagement.co.uk/article/1806097/employees-three-times-engaged-when-feel-supported-managers-study-shows. (Accessed 26th April 2023)
West, M.  (2022) What is compassionate leadership. Available at : https://www.kingsfund.org.uk/publications/what-is-compassionate-leadership. (Accessed 26 April 2023)
Books (on topic area and associated subjects):

Approximately 10

Bajorek, Z. and Bevan, S (2022) The Business Case for Managing Wellbeing Effectively within the Healthcare Sector in the UK: A Review of What Works. Occupational Health and Wellbeing.
Caldwell, C. and Anderson, V. A. (2021) Employee Engagement: A Human Resource Management Perspective. United Kingdom: Nova Science Publishers.
Dutton, J. E. et al  (2017) Awakening Compassion at Work: The Quiet Power That Elevates People and Organizations. United States: Berrett-Koehler Publishers.
Fairview, J. (2020) How to Become a Mental Health Leader Within the Workplace. Unknown: Wordzworth Publishing.
Fell, A. and  McCrindle, M. (2021) Work Wellbeing: Leading Thriving Teams in Rapidly Changing Times. Australia: Rockpool Publishing.

Harter, J. and Clifton, J. (2021) Wellbeing at Work. United States: Gallup Press.
Motzer, J. (2022) Health-Promoting Leadership. The Influence of Leaders on Employee Health. Germany: GRIN Verlag.
Pawar, B. S. (2019) Employee Performance and Well-being: Leadership, Justice, Support, and Workplace Spirituality. United Kingdom: Taylor & Francis
Pond, L. A. (2020) The Engagement Ring: Practical Leadership Skills for Engaging Your Employees. United States: Lioncrest Publishing.
Taylor,S. and Perkins,G. (2021) Work and Employment in a changing business environment. London: KoganPage.
Weller, R. (2019) The Impact of Leadership on Employee Engagement. Germany: GRIN Verlag.
Books (on research methodology):

Approximately 3

Kumar. R (2011) Research methods for beginners. London: SAGE
Devi, P (2017) Research Methodology. Chetpet : Notion Press
Munot, M and Bairagi, V (2019) Research Methodology: A Practical and Scientific Approach. United States: CRC Press.
Peer reviewed research papers:
Chandani, A. et al.  (2016). ‘Employee Engagement: A Review Paper on Factors Affecting Employee Engagement’ , Indian Journal of Science and Technology, 9(15).
Francis, R. (2013) Report of the Mid Staffordshire NHS Foundation Trust Public Inquiry Volume 1. Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/279115/0898_i.pdf. (Accessed 15 February 2023)
Haque, A. (2021) ‘The COVID-19 pandemic and the role of responsible leadership in health care: thinking beyond employee well-being and organisational sustainability’ , Leadership in Health Services, 34(1), pp. 52-68. Available at:  https://doi.org/10.1108/LHS-09-2020-0071. ( accessed 23 April 2023)
Kim, M. and Kim, J. (2021), ‘Corporate social responsibility, employee engagement, well-being and the task performance of frontline employees’ , Management Decision. 59(8), pp. 2040-2056. Available at:  https://doi.org/10.1108/MD-03-2020-0268. (accessed 26 April 2023)
Lomas, T. (2019) ;Positive work: a multidimensional overview and analysis of work-related drivers of wellbeing’ , International Journal of Applied Positive Psychology, 3(1-3), pp.69-96.
Ponting, S.S.A. (2020) ‘Organizational identity change: impacts on hotel leadership and employee wellbeing.’ The Service Industries Journal, 40(1-2), pp.6-26.
Salas‐Vallina, A. et al (2021) ‘The challenge of increasing employees' well‐being and performance: How human resource management practices and engaging leadership work together toward reaching this goal.’ Human Resource Management, 60(3), pp.333-347.
Sharafizad,J and Redmond, J. (2019) ‘Leadership/management factors impact on employee engagement and discretionary effort’ International Journal of Organization Theory & Behaviour, 23(1), pp. 43-64.
Stuber, F. et al. (2021) ‘The effectiveness of health-oriented leadership interventions for the improvement of mental health of employees in the health care sector: a systematic review.’ International archives of occupational and environmental health, 94 (1), pp.203-220.
Zhong, J. et al (2020) ‘Can leader humility enhance employee wellbeing? The mediating role of employee humility’ , Leadership & Organization Development Journal, 41( 1), pp. 19-36. Available at: https://doi.org/10.1108/LODJ-03-2019-0124.
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!


	21. 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

Meet with Kate Morris (Manager)
31st  May 2023
Prepare Questionnaires
16th June 2023
Meet with Natasha to review 
23rd June 2023
Send questionnaires out 
26th June 2023
Chase questionnaires
7th July 2023
Amend if necessary / Chase further questionnaires
14th July 2023
Final call for questionairres
31st July 2023
Analyse Data
18th August 
Draft report and make recommendations
15th September
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.


	22.  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.

Do you anticipate there being any issues with receiving the questionnaires back?
Permission to contact IT for support with developing questionnaire?

Any individuals should avoid sending the questionnaire to ?

Would you recommend any relevant NHS research?
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