 PROJECT INITIATION DOCUMENT (PID)

Driving Change and Building Business Cases - 

Investigating a Business Issue from a HR Perspective

Students Name: Jodie Barnett
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
	

	2. Organisation name:
	Neath Port Talbot Council


	3. Type of business:

Nature of business and customer profile:
	Local Government Authority. 
Public Sector organisation offering a wide range of public services to members of the public, wider community and stakeholders.


	4. Number employed by organisation:
	Roughly 6,400

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

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


	· Employee relations
· Sickness taskforce team

· Recruitment

· Resourcing

· Workforce information team

· Future of work team

· Talent management team

	7. Your job title:


	Human Resources Officer

	8. How long have you been in this job?
	1 year 1 month

	9. Outline main purpose of your job:


	To support managers in managing sickness absence, managing change and providing professional advice and guidance on the full range of employee relations matters.



	10. List the HR responsibilities within your job:


	· Advising line managers, head teachers and staff across the full range of employment topics, commissioning expert opinion from other HR professionals or the Authority’s lawyers when necessary.

· Maintaining a strategic overview of sickness absence within the service areas as designated by the HR Manager, providing professional advice and support to managers and staff on sickness absence. Managing case conferences where these are necessary to ensure appropriate decisions/outcomes are made. 

· Attending JCG meetings, staffing panels, Staff Disciplinary and Dismissal Committees, health and safety committees and other similar meetings and providing professional advice to those meetings.

· Assisting managers on recruitment and retention strategies, by developing and retaining the required calibre and number of employees required by the Council (Workforce Planning and establishment control). Attending Head of Service appointments committees, as appropriate. Participating in the recruitment and selection process, providing advice to managers on procedure and policy to ensure fair selection of staff.

· Providing professional advice and recommendations to managers in the event of discipline, grievance, redeployment, redundancy, capability, bullying and harassment cases at Head teacher, Governing Body and Head of Service level, ensuring that the Authority’s policies and procedures and the EWC Codes of Practice are adhered to. Ensuring positive outcomes are reached by enhancing and developing employer relations matters.

· Drafting, negotiating and implementing new agreements and terms and conditions of employment, using knowledge and experience to ensure they are fit for purpose in all professional aspects, ensuring reference is made to the Authority’s equality proofed pay structure and terms and conditions of employment, and acting within the remit of the Collective Agreement unless express authorisation is obtained to do otherwise.  

· Leading and championing the implementation of elements of the Authority people management strategy as designated by the HR Manager. Sharing best practice of outcomes, as appropriate.

· Attending meetings and working groups, representing HR and raising key issues for consideration as appropriate

· Developing and delivering policy training to Managers, Head teachers, and Governors.

· Researching best practice and developing the service area activities to accord with best practice.

· Proactively providing recruitment and retention strategies, in line with the service area workforce plans.

· Authorising employment contract documents and associated paperwork.

· Analysing management information. Producing reports for managers, identifying good practice and issues that require attention. Providing commentary on HR Performance Indicators.

· Maintaining employee records, ensuring compliance with the Data Protection Act and other relevant legislation and best practice standards.

· Undertaking projects commensurate with the grade and duties of the post as required by HR Manager.

· Assisting with the management of health, safety and welfare arrangements.

· Participating in delivery of induction arrangements.

· Championing equality of opportunity in employment.

· Taking responsibility for one’s own continuing professional development and that of their team.



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


	Name: Stephanie Evans
Job title: HR 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 undertake a critical review of Neath Port Talbot Council’s (NPTC) redeployment process and make recommendation for improving current practice with a view to reducing redundancies/costs.
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      To research and analyse existing literature relating to current best practice approaches to redeployment.
2      To benchmark NPTC’s current redeployment process against other public sector organisations.

3      To review secondary data within NPTC relating to the current redeployment process.

4      To conduct quantitative/qualitative primary research through the use of surveys/interviews/focus groups to establish any inconsistencies within the current redeployment process and what is currently working well.
5   To make recommendations for improvement to the redeployment process to reduce redundancy costs and retain experienced professionals.

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:

Identify any guidance on best practice in relation to redeployment? 
Does NPTC’s approach to redeployment align with best practice?

Tasks relevant to objective one:

Carry out a review on best practice approaches redeployment using various literature. 
Review NPTC’s current redeployment process and how this differs to best practice guidance.
Questions relevant to objective two:

Obtain a copy of South Wales Police’s current redeployment process and how this differs to NPTC.
Obtain a copy of Swansea Bay University Health Board’s current redeployment process and how this differs to NPTC.

Identify whether improvements should be made to NPTC’s redeployment process comparing with other public sector organisations.

Tasks relevant to objective two:

Request a copy of South Wales Police’s (SWP) policy/procedure on redeployment.
Request a copy of Swansea Bay University Health Board’s policy/procedure on redeployment.
Undertake a comparison of NPTC’s redeployment process to that of SWP and Swansea Bay University Health Board’s.
Questions relevant to objective three:

Review NPTC’s current redeployment policy
Number of redeployees within NPTC and of those, how many were successfully redeployed.
Tasks relevant to objective three:
Obtain a copy of NPTC’s redeployment policy.
Obtain data over period of 3 years on how many employees were considered for redeployment and how many were successfully redeployed. 

Questions relevant to objective four:
What is HR colleagues understanding of NPTC’s current redeployment process?
Any discrepancies between HR colleagues on current process?

Can the process be streamlined at all or amended to improve its efficiency?

What is currently working well in the process?



	Tasks relevant to objective four:
Interview colleagues within the HR team to identify their understanding of NPTC’s redeployment process
Identify and interview any successful redeployees within NPTC and ask them what worked well/didn’t work well with current process

Identify any inconsistences or discrepancies in process based on policy and interviewing colleagues

What is HR colleagues understanding of NPTC’s current redeployment process?
Can the process be streamlined at all or amended to improve its efficiency?

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.  

I wish to identify if NPTC’s current redeployment process is adding value in terms of time and resources for those involved in the process. Currently there seems to be flaws or discrepancies when understanding the process and unawareness of who is/should be involved in the process.
It is in the interest of NPTC to retain experienced professionals through a successful redeployment process. Retention of staff is seen as problematic with the recent creation of a talent management team to support these challenges. Retaining valued professionals will establish transferable skills to another role and save on a potential redundancy costs and support wellbeing for any employees going through this process where they could potentially lose their job. 
A review of the redeployment process in supporting changes/enhancing current practices can ultimately save costs and reduce skills shortages. 
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.

As part of my research, I wish to interview different parties, including HR colleagues and employees who have been successfully redeployed. A risk posed could be that parties are not available due to work commitments or other reasons such as absences, however, given that I have several months to conduct this research, I plan to arrange interviews, providing interviewees with a number of dates/times to minimise any possible delays/unavailability. 
I wish to request information on how other public sector organisations approach redeployment and identified SWP and Swansea Bay Health Board to request a copy of their policy/procedure. Should I be unable to obtain these documents, I will actively explore alternative public sector organisations.
Gathering accurate data in relation to NPTC’s redeployees over the last 3 years can be difficult due to the implementation of a new HR/Payroll system in 2021. I will need to seek guidance from the Workforce Information Team to ensure I obtain accurate date from both the legacy and current system used.
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.

Time – I will be required time within working hours to conduct interviews with colleagues. Support from my manager and colleague’s managers will be essential.
Technology – I have access to the HR/Payroll system to gather the necessary data in relation to redeployees and will access NPT intranet to obtain a copy of relevant policies/procedures to review.
Data – I may require support from my HR colleagues in the Workforce Information Team to ensure that I obtain accurate data in relation to information on NPTC redeployees.

People – I will conduct interviews with both HR colleagues and any employees who have been successful redeployed. I will need to ensure that these are conducted in a timely manner to allow for both sufficient notice and availability to avoid delaying research.

Cash – N/A. no cash will be required whilst carrying out this research.
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.

I wish to conduct interviews to capture as much information as possible through follow up questions if necessary to get a full understanding on people’s views on the redeployment process.
I aim to devise a survey for any people who may be limited with time to respond within working hours. This will allow them the opportunity to respond with full and clear answers, rather than feeling rushed to complete during their working hours.
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.

I will arrange interviews with several colleagues within the HR section, specifically, identifying a selection of those who have assisted within the redeployment process at some time. As I work within the HR section, there will be no issues in arranging interviews and meeting with colleagues during working hours. I wish to identify their understanding of the current redeployment process and whether there is a consistent response across different colleagues. I will ask if they had any improvements on the current process for consideration.
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.

I will devise a list of various colleagues whom I know have dealt with the redeployment process as part of their role. I will identify both current and previous employees who were involved in the redeployment process to get views on what could be improved/streamlined and what is working well. I will initially contact colleagues via email to arrange suitable date/time to meet. I aim to undertake this via Microsoft Teams as this will be easier to arrange rather than having to gather availability for a meeting room in the workplace.
I can’t envisage any refusal from any HR colleagues to meet to discuss NPTCs current process.  

I will also request to meet with 2 or 3 employees whom have been successfully redeployed as part of the process to obtain their views on what worked well and what could be improved. Firstly, I will need to identify those employee who have been successfully redeployed and only challenge I envisage is if these employees identified no longer work for NPTC. If so, I will devise a second list of employees and refer to this.
I will meet with recruiting managers who have been involved in successfully recruiting any redeployees and ask their views on the process and what worked well and what could be changed.
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

ACAS (2024a) Managing staff redundancies – offer alternative employment. Available at: https://www.acas.org.uk/manage-staff-redundancies/offer-alternative-employment
ACAS (2024b) Managing Staff redundancies – support your staff. Available at: https://www.acas.org.uk/manage-staff-redundancies/support-your-staff-and-plan-for-the-future  
CIPD (2022) Tips for accessing transferable skills and redeploying. Available at:  https://www.cipd.org/uk/knowledge/guides/transferable-skills-redeploying/ 
CIPD (2024) Redundancy: guidance for people professionals. Available at: https://www.cipd.org/uk/knowledge/guides/managing-the-redundancy-process/ 

Davidson Morris (2022) Redeployment rights and redundancy. Available at: https://www.davidsonmorris.com/redeployment-rights/ 

Hall (2024) Workplace redeployment: definition, benefits, process. Available at: https://factorialhr.co.uk/blog/workplace-redeployment/ 

HR Grapevine (2021) Workforce re-alignment. Available at: https://www.hrgrapevine.com/content/article/randstad-risesmart-2021-05-27-how-to-implement-a-redeployment-strategy-6-steps-for-success 
UK Government (no date) Avoiding redundancies. Available at: https://www.gov.uk/staff-redundant/avoiding-redundancies 

Books (on topic area and associated subjects):

Approximately 10
Bennett, T., Saundry, R., & Fisher, V. (2020) Managing employee relations. 7th edn. London: Kogan Pages.
Gibson, A. (2021) Agile workforce planning: how to align people with organisational strategy for improved performance. London: Kogan Page.

Leatherbarrow, C., & Fletcher, J. (2018) Introduction to human resource management: A guide to HR in practice. 4th edn. London: CIPD.
Lewis, D., Sargeant, M., & Schwab, B. (2023) Employment law – the essentials. 16th edn. London: Kogan Page.

Picardi, C. (2020) Recruitment and selection: strategies for workforce planning and assessment. Sage Publications, Inc.
Taylor, S. (2021) Resourcing and talent management. 8th edn. London: CIPD.
Taylor, S., & Woodhams, C. (2022) Human resource management: people and organisations. 3rd edn. London: CIPD.

Whiting, F., & Martin, M. (2020) Human resource practice. 8th edn. London: Kogan Pages. 
Books (on research methodology):

Approximately 3

Anderson, V., & Fontinha, R. (2024) Research methods in human resource management: Investigating a business issue. 5th edn. London: Kogan Pages.
Anderson, V., Fontinha, R., & Robson, F. (2019) Research methods in human resource management. 4th edn. London: Kogan Pages.
Saunders, M.N.K., & Tosey, P. (2016) Handbook of research methods on human resource development. London: Edward Elgar Publishing Limited.
Peer reviewed research papers:

Approximately 10

Bernhard-Oettel, C. (2008) Well-being and organisational attitudes in alternative employment. Journal of stress management, vol. 15, no. 4, pp. 345-363. Available at: DOI: 10.1037/a0013869. 
BMJ (1994) Redundancy process was flawed, admin trust. British Medical Journal, vol. 309, no. 6969, pp. 1602. Available at: https://www.jstor.org/stable/29725805 

De Boeck, G., Meyers, M.C., & Dries, N. (2018) Employee reactions to talent management: Assumptions versus evidence. Journal of organisational behaviour, Vol. 39, iss 2, pp. 131-248. Available at: https://onlinelibrary-wiley-com.ezproxy.uwtsd.ac.uk/doi/10.1002/job.2254 
Personnel Today, anonymous (2008) Managing redundancies effectively. Trade journal, pp.24-25. Available at: 
https://www.proquest.com/trade-journals/managing-redundancies-effectively/docview/229916452/se-2?accountid=130472 
RCN Employment Relations Team, anonymous, Nursing Standard (through 2013); London, vol. 20, lss 35, (10th May 2006): 70-1.
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

Identify HR colleagues to interview and check their availability during summer months.
By 10th June 2024
Run a data report and identify any successfully redeployed employees to carry out survey 
By 15th June 2024
Obtain a copy of relevant policy/procedure from South Wales Police/Swansea Bay Health board for comparison/analysis 
By 30th June 2024
Undertake research on best practice approaches and guidance on redeployment and compare against both NPTC and other public sector organisations 
By 10th July 2024
Review SWP/Swansea Health Board policy/procedure against NPTC’s and breakdown differences.
By 17th July 2024
Identify discrepancies between best practice guidance found on the redeployment process and NPTC/public sector organisations policy/procedures.
By 31st July 2024
Devise survey questions and interview questions to relate to my research report.
By 7th July 2024
Arrange to undertake interviews and send surveys for completion deadline.
By 31st July 2024
Meet with report supervisor to discuss progress and any queries identified.
By 31st July 2024
Start drafting report based on findings and research already undertaken to date
Beginning of August 2024
Meet with sponsor to discuss research and report.
Monthly basis as part of my 1:1 sessions
Meet with lecturer to discuss research and report and any queries arising.
Monthly basis?
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.

· Discuss and arrange meeting dates and times

· Obtain guidance on further resources which would be useful for my report (redeployment process alone is limited – what other topics could I explore)

· Review survey/interview questions to ensure they are appropriate to my research and ensure these are free from bias and/or leading questions

· Incorporate within my monthly 1:1 sessions with my manager any updates/advice on this research.  
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