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[bookmark: _Toc191313573]Executive Summary
The event on Inclusive Policies for Marriage and Civil Partnership in the Workplace is an innovative project designed to promote workplace equity and inclusivity. The event highlights the significance of HR policies that embrace diverse relationship structures, offering a strategic forum for HR professionals, policymakers, and corporate leaders to engage in dialogue, exchange best practices, and examine legislative frameworks that promote inclusivity. The event, held at the Scottish Event Campus (SEC), includes experienced speakers, interactive workshops, and networking opportunities, guaranteeing a valuable and engaging experience for participants.

Supported by sponsorship from industry giants including Talking Talent, Moving Ahead, and Winckworth Sherwood, the event is well positioned to facilitate significant discussions and policy reforms.
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[bookmark: _Toc191313574]Introduction

The event, themed Inclusive Policies for Marriage and Civil Partnership in the Workplace, aims to tackle workplace fairness and inclusion, specifically emphasising HR policies that support varied relationship types. The event has been selected because to the growing focus on Equality, Diversity, and Inclusion in job environments, notably in guaranteeing equal opportunity for employees regardless of their marital status or civil partnership.
This event seeks to offer a forum exhibition for HR professionals, legislators, and corporate executives to deliberate on best practices, legislative frameworks, and practical implementation tactics. The event aims to enhance knowledge of effective integration of inclusive policies within organisations through interactive workshops, panel discussions, and inspiring speakers.
The event will take place at the Scottish Event Campus (SEC) in Glasgow, a renowned facility recognised for its accessibility, excellent travel connections, and contemporary amenities. SEC Hall 1+2 has been chosen for its capacity to host up to 2,500 participants and 40 exhibition booths, offering sufficient room for networking, education, and interaction (SEC, 2025).


[bookmark: _Toc191313575]Target Market Audience

Policymakers are crucial for creating workplace regulations that comply with legal criteria and foster inclusivity (Aigner et al., 2023). Effective workplace regulations can enhance employee happiness, build trust and reliability, and establish clear boundaries. These policies require the execution of Non-Disclosure Agreements (NDAs) for positions handling sensitive information, thereby protecting confidentiality and professional integrity.
Leading corporations like Google and Tesla demonstrate a dedication to inclusive workplace policy by encouraging couples to be employed inside the same organisation while upholding professional boundaries. These policies promote a cooperative atmosphere, mitigate workplace prejudice, and improve employee engagement (Google, 2024).
Moreover, human resources professionals, diversity officers, business executives, and legal advisers are essential players who gain from these policies, since they facilitate the enhancement of workplace culture and promote beneficial organisational transformation (Maheshwari and Vohra, 2025). The forum will provide insights on how organisations can effectively use these measures, maintaining legal compliance while promoting a more inclusive workplace.

[bookmark: _Toc191313576]Aim, Objective and Itinerary

[bookmark: _Toc191313577]Aim
The principal objective of this event is to educate, inspire, and influence policy change in the workplace by raising awareness and pushing for inclusive policies on marriage and civil partnerships. The event aims to confront antiquated workplace beliefs, especially those that discourage couples from collaborating, and to emphasise the advantages of inclusivity in human resource initiatives.
[bookmark: _Toc191313578]SMART Objectives
[bookmark: _Toc191313579]Enhance Awareness Among Human Resources and Policymakers

By the end of the event, a minimum of 80% of participants should have an understanding of the value for inclusive policies regarding marriage and civil partnerships within the workplace.
Attendees will be prompted to identify and confront bias in current workplace rules through interactive workshops and speaker sessions.

Promote Policy Re-evaluation and Execution

Within six months following the event, a minimum of 30% of participating organisations will have begun a review of their HR policies related to marriage and civil partnerships.
Participants will receive policy templates and case studies from firms such as Google and Tesla to facilitate their implementation procedures.

Promote Continuous Engagement and Dialogue

Create a digital forum and networking group in which a minimum of 50% of participants will actively participate in ongoing conversations, exchanging best practices and updates regarding policy implementation.
Promote ongoing partnerships among enterprises, governments, and ED&I specialists to enhance workplace inclusion.


[bookmark: _Toc191313580]Itinerary
The event itinerary (please see Appendix 1) has been designed to provide a balanced combination of instructive lectures, interactive discussions, and networking opportunities. The itinerary is structured to include participants through a specific arrangement of events, starting with an introductory session and finishing with a strategic closing. 



[bookmark: _Toc191313581]Event Cycle and EMBOK Model
The Event Management Body of Knowledge (EMBOK) Model is a prominent framework that offers an organised approach for the planning and execution of this event. This approach guarantees the effective development of event while minimising risks and complying to industry needs. The event "Inclusive Policies for Marriage and Civil Partnership in the Workplace" relies on the event cycle and EMBOK framework to guarantee its success, covering all stages from development to post-event evaluation (EMBOK, 2019).

The event cycle includes four essential phases: development, planning, implementation, and assessment. Every phase necessitates strategic decision-making, resource distribution, and stakeholder involvement. The EMBOK model, comprising five knowledge domains administration, design, marketing, operations, and risk management which enhances event planning through a structured methodology. The integration of these models aims to provide an essential and structured experience for all participants, highlighting the value of inclusive workplace rules. (Antwerpen, 2023).
[bookmark: _Toc191313582]Event Development
The first stage of the event cycle is the development phase, where the concept is formulated, and feasibility is assessed. This involves identifying the event’s objectives, target audience, key stakeholders, and financial considerations. (Silva, 2024)

The primary objective of this event is to raise awareness and influence policy changes in HR practices concerning marriage and civil partnerships. The growing global focus on Equality, Diversity, and Inclusion (ED&I) in professional environments made this subject extremely important, though it remains insufficiently examined. By emphasising this niche, the event aims to address a neglected aspect of workplace inclusiveness. This sector includes strategic decision-making, legal compliance, and financial planning, all of which are essential for assessing the event's feasibility (Rocket, 2024). A financial feasibility analysis is crucial to guarantee the event's sustainability and profitability, supported by a defined revenue plan that covers ticket sales, sponsorships, and vendor fees.
The choice of the Scottish Event Campus (SEC) in Glasgow aligns with the objective of providing an accessible and professional venue that can accommodate up to 2,500 attendees and 40 exhibition booths.
[bookmark: _Toc191313583]Planning Phase
The planning phase is the most extensive stage, where all logistics, marketing efforts, and operational strategies are finalized. This phase requires precise coordination among different teams to ensure that the event objectives are met effectively. 
[bookmark: _Toc191313584]Operation	
From an operational perspective, detailed event logistics, include venue reservation, speaker confirmation, workshop arrangements, and vendor confirmation. The SEC location offers modern facilities, superior transit links, and essential amenities, providing a strategic option for a professional audience.

The marketing sector inside the EMBOK framework is also essential during this stage. The marketing strategy for the event includes targeted promotions via LinkedIn, industry newsletters, and workplace outreach initiatives. Social media platforms like Facebook and LinkedIn are utilised to engage with HR experts, policymakers, and corporate leaders. Moreover, partnerships with sponsors such as Talking Talent and Moving Ahead enhance the event's legitimacy and financial viability.

[bookmark: _Toc191313585]Financial Plan 
A well-defined budgeting framework ensures financial stability. The budget considers key expenses, such as venue hire (£40,000), speaker fees (£15,000), marketing (£7,000), staffing (£5,000), and workshop costs (£2,500). Revenue is generated primarily through ticket sales (estimated £63,700), sponsorships (£20,000), and vendor fees (£7,000), leading to an anticipated profit of £19,700. ( Please refer to Appendix 3)
[bookmark: _Toc191313586]Implementation
The implementation phase is where the event is executed according to the established plan. This includes setting up the venue, managing event operations, and ensuring seamless execution of the program (Barron and Barron, 2014).
[bookmark: _Toc191313587]Event Schedule 
The day start with registration and a welcoming coffee, enabling attendees to get use and network prior to the initiation of formal courses. Arun Bathra, Uber’s ED&I Director, will start the lecture by emphasising the need of inclusivity in workplace practices. A panel discussion on Equity, Diversity, and Inclusion in workplace regulations provides a moreover perspective, involving industry leaders to look into best practices and policy trends.
A session on developing inclusive HR policies offers learners practical insights to boost interactivity, enabling them to apply acquired principles within their businesses. A live Q&A session and open mic part will be available, promoting participants to articulate issues and share ideas. A new feature is a session on AI in HR policy management, demonstrating technical progress in bias identification and compliance.
Afternoon sessions feature presentations from industry experts, including Carolanne Minashi (HSBC) and Kirsty Leivers (AXA), offering practical corporate insights. The program has targeted inclusion for networking, promoting participation among professionals. The last topic highlights essential insights, emphasising implementable tactics for participants.

The itinerary balances teaching, networking, and practical application, ensuring participants acquire both theoretical and practical understanding tools to promote inclusion in workplace practices.
[bookmark: _Toc191313588]Logistics	
Effective on-site administration is essential for the event's success. The event will employ automated check-in systems to improve the registration process and reduce delays. Furthermore, interactive polls and question-and-answer sessions will be integrated to boost audience participation (Q&A Events, 2020).
From an operations perspective, the EMBOK model emphasizes the importance of vendor coordination, security management, and accessibility considerations. The SEC venue is selected not only for its space but also for its compliance with accessibility standards, ensuring an inclusive experience for all attendees (SEC, 2025).


[bookmark: _Toc191313589]Evaluation
Post-event evaluation is crucial for assessing the event's success and pinpointing areas for enhancement. The evaluation phase of the event cycle involves gathering and analysing feedback from attendees, sponsors, and speakers to evaluate the event's effectiveness.
[bookmark: _Toc191313590]Measuring Success Rate 
The event's success will be evaluated using qualitative and quantitative measures, which include:
· Surveys for attendees to assess satisfaction levels.
· Engagement indicators, including workshop attendance and networking activities.
· Assessment of policy impact, monitoring the number of organisations that amended HR rules within six months following the event.
· Assessing social media engagement, including the event's reach and the online discussion that been created.
[bookmark: _Toc191313591]Future Event
If the event show success, it may develop into an annual conference. Later versions may explore hybrid formats, using virtual participation to enhance accessibility for international attendees. Moreover, integrating AI-driven HR policy solutions could enhance and modernize actual old, dated policy.


[bookmark: _Toc191313592]PESTLE Analysis
The PESTLE analysis (refer to Appendix 2) offers a thorough assessment of the external elements affecting the event. This research evaluates political, economic, social, technological, legal, and environmental factors to ensure an informed approach to event planning and implementation.

Crucial findings include the influence of changing workplace regulations on inclusion policies, the economic advantages of diversity-oriented recruitment, and the increasing employee demands for equity and fairness. Moreover, technical innovations, like artificial intelligence in human resources management, facilitate policy execution, while sustainability factors enhance responsible event practices.

This framework supports strategic decision-making, guaranteeing the event conforms to industry trends and compliance criteria.
[bookmark: _Toc191313593]Key Industry Trends

[bookmark: _Toc191313594]Sustainability in Event
Sustainability has come up as a concern in event management, with numerous organisations endeavouring to mitigate environmental impact. This event utilises digital resources, promoting an environmentally sustainable method of content distribution ( Mair and Smith, 2022).

[bookmark: _Toc191313595]Technology and Innovation
Technological innovations continue in influencing the event business. This event will be entirely in-person, although an automated check-in system will be implemented to facilitate attendee registration. No hybrid or virtual involvement alternatives will be available, prioritising direct contact and in-person networking opportunities. (www.miltonoxfordshire.co.uk, 2024)
[bookmark: _Toc191313596]Equality, Diversion and Inclusion
As awareness of diversity grows, events are being structured to represent multiple viewpoints ( Brummer and Strine, 2022). This workshop seeks to address a notable deficiency in HR policy conversations around marriage and civil partnerships in the workplace, a topic that has been insufficiently explored. Moreover, the speakers embody varied backgrounds, guaranteeing a comprehensive and inclusive dialogue. (Mearns & Gill, 2024)
[bookmark: _Toc191313597]Economic Factors and Cost
The event sector confronts increasing expenses in venue rental, catering services, and audiovisual equipment. The chosen venue adheres to a predetermined pricing model and requires a reservation at least six months prior, guaranteeing financial stability. The use of AV equipment in the package facilitates budget management. ( SEC, 2025)

[bookmark: _Toc191313598]Industry Issues, Challenges and Impact
[bookmark: _Toc191313599]Attendee Engagement and Distractions
A significant problem with live events is sustaining attendee engagement. To facilitate concentrated engagement, participants will be respectfully requested to silence their phones during sessions. Furthermore, interactive components like live Q&A sessions and polls will be incorporated to augment engagement and participation. (Coombes, 2018)

[bookmark: _Toc191313600]Lack of Awareness for Working Couples
A fundamental issue affecting this event is the absence of transparent dialogues regarding the involvement of married couples in the workplace. This issue persists as a subtle yet important one, frequently neglected in extensive ED&I programs. The program seeks to illuminate this topic to foster more inclusive HR practices that acknowledge and assist employees in varied relationship configurations.
[bookmark: _Toc191313601]Impact
This event is a groundbreaking effort to promote marriage inclusiveness in workplace regulations, considering current trends and challenges. The emphasis on sustainability, equity, diversity, and inclusion, together with interactive involvement, corresponds with contemporary event standards, guaranteeing significance and influence. Insights gained from this event may enhance broader industry dialogues around relationship diversity in workplace settings.

[bookmark: _Toc191313602]SWOT Analysis
The SWOT analysis assesses the internal and external factors that could impact the success of the Inclusive Policies for Marriage and Civil Partnership in the Workplace event. By identifying Strengths, Weaknesses, Opportunities, and Threats, this analysis provides strategic insights to ensure effective planning and execution. ( Almutairi et al., 2022) 
Performing a SWOT analysis (please refer to Appendix 4) guarantees that potential risks and difficulties are proactively managed while utilising strengths and opportunities to optimise the event's success. This event can facilitate significant debates and legislative reforms concerning workplace inclusion for married couples by addressing problems, leveraging opportunities, and anticipating threats.

[bookmark: _Toc191313603]Conclusion
The Inclusive Policies for Marriage and Civil Partnership in the Workplace event plays a crucial role in addressing an overlooked yet significant aspect of workplace inclusivity. The event facilitates communication among HR experts, policymakers, and corporate executives by offering an organised forum for discussing best practices, policy frameworks, and the execution of inclusive workplace policies. The event's framework, including experienced speakers, interactive workshops, and networking opportunities, guarantees that participants get vital insights and practical techniques.

The event key features include a distinctive emphasis on workplace inclusivity for married couples, strong financial support from sponsors, and the legitimacy associated with hosting at the Scottish Event Campus (SEC, 2024). However, the event encounters obstacles like insufficient understanding of the subject, financial liabilities, and possible competition from more prominent ED&I conferences. These risks underscore the necessity for focused marketing strategies and aggressive risk mitigation measures.
To guarantee sustained success, it is essential to mitigate potential risks by strategic planning, alternate revenue sources, and post-event engagement. Utilising the insights gained from the event, businesses and policymakers can effectuate beneficial changes in HR regulations, fostering a more inclusive and equitable workplace for employees in varied relationship situations.
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· 09:00 - 09:30 - Registration and Welcome Coffee
· 09:30 - 10:00 - Opening Speech by Arun Bathra, UBER ED&I Director, covering marriage diversity in workplace communities.
· 10:00 - 11:00 - Panel Discussion: Inclusivity in Workplace Policies – The Future of ED&I.
· 11:00 - 11:15 - Break (Coffee)
· 11:15 - 12:15 - Workshop: Implementing Inclusive HR Policies – Interactive Session.
· 12:15 - 12:45 - Live Q&A & Open Mic Session
· 12:45 - 13:15 - Lunch Break (30 minutes, food booths available)
· 13:15 - 14:15 - AI in HR Policy Management (Discussion on AI applications for bias detection and workplace compliance).
· 14:15 - 14:30 - Break (Coffee & Snacks)
· 14:30 - 15:30 - Speaker Session: Carolanne Minashi, Head of Inclusion at HSBC, discussing corporate responsibility in ED&I.
· 15:30 - 15:45 - Break (Coffee & Snacks)
· 15:45 - 16:30 - Speaker Session: Kirsty Leivers, Global Head of Culture at AXA, inclusivity into corporate culture.
· 16:30 - 17:00 - Closing Speech by Winckworth Sherwood representative, summarizing key takeaways.
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Pestle Analysis
	Political Factors 
	Economic Factors
	Social Factors
	Technological Factors
	Legal Factors
	Environmental Factors

	Legislation and obligations regarding Equality, Diversity, and Inclusion (ED&I) influence human resource policies. Policymakers are progressively implementing workplace legislation that foster diversity, requiring organisations to adopt equitable practices for marriage and civil partnerships (Garg and Sangwan, 2021).

	Trends in business growth and recruitment influence workplace inclusion policies. Organisations that prioritise equity, diversity, and inclusion initiatives are more likely to attract diverse talent, which enhances financial performance and employee retention. Employers that prioritise inclusive policies are regarded as progressive and socially responsible, enhancing their competitive edge (www.cii.co.uk, 2025).

	Employee expectations for diversity and fair treatment have increased because of growing knowledge of workplace fairness. Employees currently prioritise organisations with robust equity, diversity, and inclusion promises and actively pursue employers that endorse varied relationship configurations within human resources policy. (Green and Young, 2019)

	Advancements in HR technology, particularly AI-driven digital policy management, facilitate the execution of inclusive workplace policies (Hawtrey, 2024). Artificial intelligence tools assist in maintaining adherence to Equity, Diversity, and Inclusion criteria that enable anonymous reporting systems, and foster impartial hiring and promotion practices.

	Regular revisions in HR policies and employment legislation necessitate that organisations maintain compliance with changing workplace rules. Legal frameworks underscore the necessity for explicit policies on marriage and civil partnerships, safeguarding employees from discrimination related to their relationship status. (www.equalityhumanrights.com, 2025)
	Sustainable event planning is a crucial component of responsible corporate social responsibility (CSR). The event promotes for sustainability by including eco-conscious practices, including digital documentation, waste reduction, and the acquisition of environmentally sustainable materials for execution. Moreover, CSR initiatives targeting HR rules enhance a company's image as a honest employer.









[bookmark: _Toc191313608]Appendix 3
Expenses and Income 
	EXPENSES
	ESTIMATED COST (£)

	Venue (SEC, 2025)
	40.000

	Speakers Fee (5) (Kaltura, 2025)
	15.000

	Marketing (Starlight Exhibition, 2025)
	7.000

	Workshop
	2.500

	Staff ( Starlight Exhibition, 2025) 
	5.000

	Unexpected Cost 
	1.500

	TOTAL
	71.000



	INCOME
	ESTIMATED REVENUE (£)

	Ticket Sale ( 2400 x 25) (Kessels, 2017)
	60.000

	Sponsorship 
	20.000

	Vendor Booth ( 25 x 180) 6sqm 
	4.500

	Vendor Food Booth ( 10 x 250) 10sqm
	2.500

	Tiered Bronze (50 x 30)
	1.500

	Tiered Silver (30 x 40)
	1.200

	Tiered Gold ( 20 x 50)
	1.000

	Total
	90.700
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SWOT Analysis
	Strengths
	Weaknesses
	Opportunities
	Threats

	· The program focusses on a marginalised issue married couples in the workplace enhancing its prominence within the ED&I framework.
· Dedicated sponsors, such as Talking Talent, Moving Ahead, and Winckworth Sherwood, offer financial support and legitimacy.
· The participation of industry experts from Uber, HSBC, and AXA enhances the event's reputation and draws the attention of HR professionals and decision makers.
· The SEC Glasgow offers superior accessibility, contemporary amenities, and sufficient space for networking and education.
· Automated check-in solutions enhance attendance experience and optimise registration processes.

	· Workplace policies for married couples represent a particular concern, potentially complicating efforts to attract broad interest.
· An entirely in-person event restricts accessibility for international or remote participants.
· Although anticipated profits are favourable, dependence on ticket sales and sponsorships provides fewer options for unexpected financial deficits.
· No contingency plans exist if ticket sales or sponsorships sell less or loss.

	· Companies face interest for showing inclusivity, making this event vital for HR experts aiming to enhance policies.
· By engaging policymakers, the event has the opportunity to spark real legislative discussions and HR policy updates.
· Additional sponsorships from entities dedicated to equity, diversity, and inclusion could enhance financial stability.
· If successful, the event could become an annual conference with greater industry recognition.

	· More prominent and established conferences focused on diversity and inclusion may divert potential attendees.
· Companies facing budget cutting may be reluctant to fund HR-related conferences or send employees.
· Disruptions in speaker itineraries, vendor issues, or technical malfunctions may affect the event's quality.
· If discussions on workplace relationships are misinterpreted, there is a risk of criticism or controversy.




