 PROJECT INITIATION DOCUMENT (PID)

Investigating a Business Issue from a HR Perspective

Students Name: Gemma Littlejohns
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
	Gemma Littlejohns

	2. Organisation name:
	Chwarae Teg


	3. Type of business:

Nature of business and customer profile:
	· Charity limited by guarantee
· Aiming to create a Wales where women can achieve and prosper
· Delivering funded programmes of support to women and businesses based in Wales to close the gender pay gap

· Delivering commercial services to private and public sector organisations around gender equality
· Advising Welsh and UK governments on impact public policy has on women and gender equality as a whole


	4. Number employed by organisation:
	74

	5. Number employed within human resources (HR) department (if applicable):
	1

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


	Operational role responsible for overseeing all elements of the employee life cycle
Reporting to Board of Trustees regarding people matters

Support line managers to implement people policies

Liaise with Employee Forum

Liaise with Finance and Payroll

	7. Your job title:


	Senior HR Business Partner

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

	9. Outline main purpose of your job:


	· Oversee the delivery of HR consultancy service to businesses based in Wales
· The service provides businesses with a HR Business Partner who reviews their current working practices and makes recommendations to improve gender equality that support the direction of the business

· Line manage HR Business Partners

· Maintain subject matter knowledge of team 

· Continuous improvement of service

· Report to Board and funders regarding the impact of the service to businesses engaging in the service

	10. List the HR responsibilities within your job:


	I do not provide internal HR support. I line manage HR Business Partners.

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


	Name: Dr Hade Turkman
Job title: Policy and Research Partner
Relationship to you: Colleague/Mentor



	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: Explore the causes for a lack of diversity amongst external job applicants for roles at Chwarae Teg.
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 Identify the actual gaps/trends between diversity of the general population and the actual diversity reported by job applicants using the Chwarae Teg Diversity Monitoring forms (benchmarking).

2 Through a literature review, explore the reasons inhibiting (the relevant) groups of people, as identified under objective 1, applying for jobs.
3 Carry out primary research to ascertain the views of those:

· Recently employed by Chwarae Teg
· Those who do not currently work at Chwarae Teg but may be representative of the under-represented groups
4 To make recommendations that could see an improvement in the diversity of job applicants for future roles at Chwarae Teg, utilising the benchmarking data acquired from objective 1.
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:

Ask People Lead – is there any anecdotal information or voluntary information supplied by applicants regarding our employer brand or anything that would affect diversity. Has any relevant information been supplied during exit interviews? Have there been any complaints or recommendations from disciplinaries that is relevant to this research?
Tasks relevant to objective one:

Gather any available diversity data relating to applicants. Including data that we may have prior to the guaranteed interview scheme being implemented for disabled and BAME applicants.
Questions relevant to objective two:

Note: Depending on the number of under-represented groups identified, I may need to narrow down my research to a few protected characteristics. 
· What research/studies are already in circulation that claim to identify the root causes of exclusion or bias during recruitment. 

· At what stage of the recruitment process are people significantly affected? Is it the job adverts, job descriptions, person specifications, T&Cs etc.
Tasks relevant to objective two:

· Find out from People Lead whether there is a third protected characteristic that the organisation wishes to improve representation in. This could be a characteristic I explore further. (The organisation is already carrying out positive action relating to disability and BAME.)
Questions relevant to objective three:

· When members of under-represented groups do get a job here, are they able to share whether there were any actual or perceived barriers they had to overcome first?
· Now that they are working for us, is there something on reflection they think we could’ve done better/do better in the future to continue to attract under-represented people to our vacancies.
Tasks relevant to objective three:

· Come up with interview questions for new starters such as: what attracted our new starters to the organisation/role, do they identify as any of our under-represented groups, is there anything about our organisation that could have potentially put them off applying for our roles, what could we do better?

· Consider canvassing opinion from under-represented groups who are not employees. Maybe approach other representative charities for insight.
Questions relevant to objective four:

· What resource is the organisation actually able to commit in terms of people resource and finances?
· What is the internal process and timeline for agreeing and rolling out any recommendations?
Tasks relevant to objective four:

· Find out process from People Lead and to what resource can be committed to addressing shortcomings.
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.


	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.  

We write Equality and Diversity Strategies for businesses and organisations and advise on the benefits of a diverse workforce, however our own workforce is not diverse. 
In addition we’ve had complaints regarding our lack of representation within our service delivery when it comes to women of colour and transwomen. If our workforce was more diverse and representative of the public, then it is highly likely that these complaints wouldn’t have arisen. 
Additionally, we have implemented our own diversity strategy and clearly set out our ambition to diversify our workforce. We have currently implemented a guaranteed interview scheme for people who are disabled and people who are BAME however I’m not clear about whether the causes of exclusion have been investigated.
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.

There’s a risk that this report doesn’t tell us anything we don’t already know. 
There’s also a risk that this report highlights short comings in the way we work which will make for uncomfortable reading by the Senior Leadership Team and Board.

There is the potential to identify shortcomings that require costly solutions that the organisation cannot afford.
There is the possibility that under-represented groups don’t engage with my primary research therefore not providing the insight I am looking for.
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.

· Diversity data of applicants before and after the GIS was implemented.
· Access to new starters to gather insight.
· Anonymous survey tool (we have a licence for Survey Monkey to gather anonymous information).
· The support of the People Lead to provide information upon request.

· The support of our most experienced researcher, Dr Hade Turkman who can help me ensure that I make the most of my primary research, i.e. asking the right people the right questions.
· The support of the Director of Finance and Operations who manages the People Lead who may require permission to share data with me, the Director is also aware of the organisations people and financial resources and how it can ben committed to my implementing my recommendations.
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.

1. Survey – this can provide anonymous insight from under-represented groups who may not feel comfortable disclosing personal experiences, especially if they already work for the organisation. It can also reach a wider audience if shared online, however I would specifically ask other organisations and contacts to share my survey with specific groups of people (as identified within objective 1).

2. Interviews - useful to explore a topic/answer further and illicit anecdotal evidence that could confirm or deny information from lit review or build further from information acquired from the survey.
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.

1. Survey – this will be electronic and shared within my organisation and with other organisations representing marginalised people.
2. Interviews – I would invite people to meet via MS Teams or in person (whichever they prefer). I would provide an outline of what I want to achieve from the interview, my reasons and promise of confidentiality.  
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.

1. Survey – this will be shared via organisations representing marginalised people. Coming from these representatives, I would hope their service users would willingly engage based on their relationship with their own organisation. Also these organisations are usually in existence to support and improve the lives of the people they represent so it stands to reason they would be interested in supporting research into a relevant field.

2. Interviews – the people I would want to interview are largely the same people that I recently brought together for a focus group regarding D&I training. There is an established relationship and I believe they will be comfortable to accept or decline my invite to an interview, of their own free will. My organisation encourages this dialogue so there would be no known organisational/cultural barriers. I strongly believe they will accept my invite and provide insight as it is fundamental to the way we work.
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

1. Binford, T. (2020). Melinda Wolfe on What’s Essential to Improving Workplace Diversity. In Diversity Insight [BLOG]. Newstex.
2. The Home Affairs Committee, (2009). The Macpherson Report - Ten Years On, London: The Stationary Office Limited. Online: Microsoft Word - CRC 12th Report.doc (parliament.uk)
3. Citizens Advice, (2017). Halving the Disability Employment Gap. [Online] Available at: https://www.citizensadvice.org.uk/Global/CitizensAdvice/Families%20Publications/Halvingthedisabilityemploymentgap.pdf [Accessed 04 July 2021]. 

4. CIPD, (2020). Recruitment: An introduction, [Online] Available at Recruitment Process Overview | Factsheets | CIPD [Accessed 04 July 2021].
5. Deloitte, (n.d.). Respect, inclusion and diversity [Online] Available at: Inclusion and diversity | Deloitte | Global report [Accessed 04 July 2021].
6. EHRC, (2019). Exploring positive action as a tool to address under-representation in apprenticeships. [Online] Available at Exploring positive action as a tool to address under-representation in apprenticeships (equalityhumanrights.com) [Accessed 05/07/2021].
7. GOV.UK, (n.d.). Employers: Preventing discrimination [Online] Available at:  Employers: preventing discrimination: Discrimination during recruitment - GOV.UK (www.gov.uk) [Accessed 04 July 2021].

8. ONS, 2018. Labour market and diversity. [Online] Available at: https://www.ons.gov.uk/aboutus/transparencyandgovernance/freedomofinformationfoi/labourmarketanddiversity [Accessed 04 July 2021].

9. Paterson, L. & Turkman, H., (2020). Society is the Disability - Disable Women and Work. [Online] Available at: https://chwaraeteg.com/wp-content/uploads/2020/06/Disabled-Women-and-Work-research-report.pdf 
[Accessed 04 July 2021].

10. People Management, (2020). Young and ethnic minority workers hardest hit by post-furlough job cuts, report finds. [Online] Available at: https://www.peoplemanagement.co.uk/news/articles/young-and-ethnic-minority-workers-hardest-hit-by-post-furlough-job-cuts#_ga=2.243755074.636233768.1625400083-1542601472.1600793544  [Accessed 04 July 2021].
11. PWC, (2019). Are you missing millions? [Online] Available at: Are you missing millions? (pwc.co.uk) [Accessed 04 July 2021].
Books (on topic area and associated subjects):

Approximately 10

1. Bendl, R. et al., (2016). The Oxford handbook of diversity in organizations. Oxford : Oxford University Press 
2. Eddo-Lodge, R., (2018). Why I'm no longer talking to white people about race Expanded. London : Bloomsbury 
3. Gupta, M. (2021) Management practices for engaging a diverse workforce : tools to enhance workplace culture. Florida: Apple Academic Press
4. Honeybourne, V., (2020). The neurodiverse workplace : an employer's guide to managing and working with neurodivergent employees, clients and customers. London ; Philadelphia : Jessica Kingsley Publishers
5. Kraal, Karen, Roosblad, Judith & Wrench, John, (2009). Equal opportunities and ethnic inequality in European labour markets 1st ed., Amsterdam: Amsterdam University Press.
6. Syed, J. & Özbilgin, M., (2015). Managing diversity and inclusion : an international perspective. Milton : Routledge
*I’m aware I need to find more. I’ve been looking and not found that many suitable at the uni library.
Books (on research methodology):

Approximately 3

1. Holliday, A. (2007)  Doing and writing qualitative research.  2nd ed.  London: SAGE
2. Saunders, M. N., Lewis, P. & Thornhill, A., (2019). Research Methods for Business Students. 8 ed. London: Pearson Education Limited.

3. Silverman, D., (2007). A very short, fairly interesting and reasonably cheap book about qualitative research. 1 ed. London: Sage.

Peer reviewed research papers:

Approximately 10

1. Crandall, M. S. et al., (2020). An Adaptive and Evidence-Based Approach to Building and Retaining Gender Diversity within a University Forestry Education Program: A Case Study of SWIFT. Jornal of Forestry, 118(2), pp. 193-204.
2. Kossek, E. E., Zonia, S. C. (1993). Assessing diversity climate: A field study of reactions to employer efforts to promote diversity. Journal of Organizational Behavior, 14, 61-81.

3. Madera, J., 2018. What’s in It for Me? Perspective Taking as an Intervention for Improving Attitudes Toward Diversity Management. Cornell Hospitality Quarterly, 59(2), pp. 100-111.
4. Ng, E. S., Burke, R. J. (2005). Person–organization fit and the war for talent: does diversity management make a difference? The International Journal of Human Resource Management, 16(7), 1195-1210.

5. Pasztor, J., (2021). Improving Diversity in Financial Services. Journal of financial Service Professionals, 75(3), pp. 21-23.
*again I need to find more but am struggling to source peer reviewed research papers.
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

05/07/21
Share PID with Dr Hade Turkman
07/07/21
Submit PID
07/07/21
Submit Ethics Form
TBA
Meet IBI Supervisor, Dr Emma Roberts 
22/07/21
Catch up with Hade to discuss PID and my plans as a result of meeting with Emma. Also discuss primary research.
24/07/21
Begin secondary research
03/08/21
Send Hade proposed questions for feedback
09/08/21
Invite colleagues to take part in interviews
09/08/21
Launch survey
16/08/21
Complete interviews

27/08/21
Close survey
28/08/21
Analyse results
TBA
Final catch up with Sarah/Hade before first submission
07/09/21
Submit draft assignment
TBA
Meet with Emma to discuss feedback
TBA
Act on feedback
12/10/21
Submit final assignment
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.

Are the number of meetings I’ve requested reasonable? If so, can we book them ASAP please?
I’m struggling to find relevant books and peer-reviewed research. Everything I find seems to be relating to diversity in general terms or within the organisational culture whereas I want information on barriers/perception of diversity for non-employees. Can you help please?
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