[image: ]




Module Name: Independent Project
Module Code:  BMTP6015
Project Type: Consultancy

Student Name: Tao Jones
Student Number: 2302087
Module Tutor: Scott James
Word count: 4330









Element two- Project Initiation Document
[image: ]

Table of Contents
Project overview:	3
Scope statement:	5
Methodology:	6
Timeline and Milestones:	9
Risk Management:	12
Stakeholders:	13
Resources:	14
Budget:	15
Constraints:	16
Success Criteria:	16
Appendices:	18
References and Sources used:	27









[bookmark: _Toc1010442387]Project overview:
[bookmark: _Int_LNcosMxS]The project is titled “Improving Workplace Culture at Castle Bingo” that will focus on examining and strengthening the workplace culture within the organisation, by implementing evidence based and staff-focused initiatives. These initiatives aim to improve staff morale and enhance stronger cross-departmental teamwork, to address the retention issue which are prominent factors in delivering high level of service and quality within a customer facing environment. (Harper, 2015). 
[bookmark: _Int_hnt1DZpi]This project has a big significance. Schein (2016) states that workplace culture is widely recognised that serves as a vital catalyst and foundational determinant in shaping organisational effectiveness, employee wellbeing, and ultimately impacts overall service performance. 
Leroch (2014) defines workplace culture, the environment that organisations create through shared set of values, beliefs, behaviour, and attitude. Building on this, Naveed et. al (2022) explains that workplace culture shapes how employees interpret their roles and responsibilities, which directly influences commitment, their motivation and personal performance. 
Importantly Edmondson (2018) highlights that workplace culture is not just about rules and policies but reflects on how employees feel at work, how they communicate and how staff support each other in daily operations. Deal and Kennedy (2000) reinforces this view by arguing that culture is expressed through everyday interactions and behaviours, but organisations that encourage and promote open communication, fairness and recognition employees are more resilient to change and more willing to deliver discretionary effort. 
To elaborate on this, Vasumathi (2025) reported that organisations with strong workplace culture experience higher employee satisfaction, absence levels are lower, reduce turnover intention and enhance overall performance for the organisation. 
In contrast to this, Monterio and Jospeh (2023) state that a negative or weak workplace culture can severely impact an organisation that leads to low staff morale, drives higher staff turnover, poor communication, higher absenteeism, and poor organisational performance. 
Empirical research supports the connection between positive workplace culture and improved organisational outcomes, a clearly articulated and positive workplace culture employees understand expectations and that they are more likely to be motivated, productive and feel committed achieving organisational goals. (Cameron, K.S. and Quinn, 2011).
From observation and being connected to a leisure and hospitality company staff retention remains a challenge for a place like Castle Bingo with factors like such as the unsocial working hours, shifts patterns, and reduce perception of career progression. 
Although, it is important to clarify that this project does not mean that Castle Bingo has a poor or toxic workplace culture, instead this project takes on the approach on continuous improvement focusing on identifying opportunities for Castle Bingo to build upon current practices and further strengthen the employee experience and enhance the overall workplace culture.
In customer-facing leisure settings such as Castle Bingo, the nature of frontline staff relies heavily on employee's attitudes and engagement, and teamwork quality that directly shape customer satisfaction and experience. 
This links with the service profit chain model which demonstrates that higher employee satisfaction leads to better service quality and repeat visitor engagement. (Hesskett et.al,1997). In which Castle Bingo heavily relies on their returning customers and positive customer experiences to maintain revenue and long-term sustainability. 
The objectives of this project are structured using Smart Framework. (Specific, Measurable, Achievable, Relevant, Time Bound) to ensure that goals are defined, achievable, Relevant, and assessable within the designated project period. (Doran,1981).
Objectives are:
· Boost Staff Morale and Engagement
· Reduce turnover by 5% 
· Introduce more recognition and incentives.
· Implementing teambuilding activities
· Improve cross-department communication and teamwork 
(See Appendix 1. Detailed SMART Objectives table)
[bookmark: _Toc1382535890]Scope statement: 
The focus on this project is improving the workplace culture at Castle Bingo through implementation of staff centred initiatives and that are low-cost and targeted that will be implemented between November to March. 
The scope on this project centres its attention on assessing the current workplace culture identifying strengths and areas of improvement, implementing practical and feasible initiatives that can improve the workplace culture, strengthening all factors like turnover intention, engagement, communication and recognition within Castle Bingo and evaluating their impact and effectiveness using measurable indicators. 
This project incorporates the design and distribution of an employee survey to gather starting point data on the current workplace culture from employee’s perspectives, and collecting measurable indicators prior to intervention aligns with evidence-based management principles which insist on utilizing data to inform decision making (Barends and Rousseau 2018). Also, includes selection of qualitative feedback through open-ended survey response and voluntary feedback sessions. 
Through this, findings will help to identify areas of weaknesses, to ensure employee perspectives inform the implementation of initiatives. Initiatives include, establishing a staff suggestion board, enhancing, and adding recognition practices e.g. peer-nominated awards, small voucher incentives like experiences, days out tied to performance. Additionally, implementing low-cost team building activities and ongoing monitoring of retention and engagement indicators. 
These initiatives relate to what Kwon and Farndale (2020) who says that employee voice and recognition practices influence positively engagement and commitment. The overall scope is developmental not transformational with the main aim to strengthen and enhance existing workplace practices at Castle Bingo, rather than changing organisational structure. Additionally, this project it will evaluate outcomes by comparing both quantitative data and qualitative feedback.
This project will not include large-scale of restructuring, changing management positions, or amendments to staff contracts, pay structures, salary increases, or long-term reward polices, in which these are outside the scope due to the project time limit, complexity and resource constraints. Along with this project does not involve large-scale training, significant capital investment, or big operational changes.
Furthermore, while one of the objectives of this project is to reduce employee turnover by 5%. Acknowledging that turnover is influenced by internal and external factors that goes beyond organisational control. The project aims to reduce it by improving employee engagement, recognition, and communication practices. Any recommendations that extend beyond the project period will not be executed within the project scope but recommended at the evaluation stage. 
The deliverables of the project include both tangible and intangible outputs. 
The tangible deliverables include conducting and distribution of staff survey, baseline data analysis, and post implementation data e.g. feedback discussions. Additionally, Implementation of staff suggestion board, additional recognition initiatives, delivery of teambuilding activities and final project evaluation with project findings. These outputs provide documentation that the project has been carried out with proper evidence. 
Intangible deliverables are related to expected improvements, which the project aims to improving the workplace culture and employee experience. These include staff engagement and morale, improved communication and teamwork between departments, stronger perceptions of support and recognition contributing to the aim of reducing turnover. While these outcomes are less observable than documented evidence, they will be evaluated through survey, and feedback discussions ensuring that cultural impact is determine alongside operational indicators. 
Collectively, these demonstrate that these outputs mean the project have been carried out with practical actions and contributed to measurable and experiential organisational improvement. (Bailey et.al 2017)
[bookmark: _Toc577292153]Methodology: 
This project will utilize a mixed- method approach integrating both qualitative and quantitative methods. The decision to use a mixed-methodology design is based on the complexity of workplace culture as a research subject. A mixed method approach is appropriate when examining and evaluating workplace culture as it involves measurables factors such as turnover and engagement, alongside with subjective experiences such as perceptions, recognition, communication. 
Alvesson and Sveningson, (2024) says that organisational culture cannot be fully understood through numerical data alone, although cannot be adequately evaluated without measurable indicators of change. 
Using single methodological design would be insufficient to gather both interpretive and measurable elements. A purely quantitative approach will only identify statistical and data and trends but does not capture the underlying causes of employees, problems whilst using sorely a qualitative method can provide an insight of employee thoughts and experiences but will not generate statistical data, trends, or measurable indicators. (Norwell.et.al 2017). 
Consequently, a mixed method approach is justified as it will help to strengthen depth, reliability, and comprehensive power of research. (Fetters et. al 2017; Banawa, R. 2025).
Given this project aims to improve the workplace culture at Castle Bingo, implementing initiatives and evaluating the ability to measure change whilst understanding staff perceptions is important for this project.
The quantitative methods of the project will consist of conducting an employee survey and feedback follow-ups that take place in person. Surveys will be distributed across the different departments during the assess phase. In this survey will include scaled questions, for example in the survey asks employees “Teamwork works well within departments” 1 strongly disagree to 5 strongly agree. 
(See appendix 3. For survey evidence)
These sorts of questions will help measure key indicators such as employee engagement levels, job satisfaction, recognition, teamwork. This will provide baseline data, which will be compared with results in change at the evaluation stage. 
Additionally, metrics such as staff turnover figures and absenteeism will be reviewed to provide objective indicators supporting findings which combines behavioural data and perceptual enhancing the creditability of evaluation stage. 
To gain deeper understanding, qualitative data will be collected through open-ended survey questions and voluntary feedback discussions. This approach will allow employees across the organisation to share their own thoughts, perceptions and experience. (Rose, Spinks, and Canhoto 2023).
For example, in the survey asked, “Do you feel recognised for your contributions working at Castle Bingo, please explain your answer.” These types of questions, aims to explore the reasons from employees which will gather insight and context behind numerical ratings. For example, if survey result indicates low recognition score the qualitative feedback allows employees to clarify this on why the reason behind it.
Ravasi and Canato (2013) says that thematic analysis can be applied to qualitative research to identify recurring themes, patterns, or underlying issues in which this survey will do and ensure that initiatives are informed by employee’s perspectives rather than based on assumptions. 
In addition, monthly feedback discussions will take place until March to evaluate the effectiveness of implemented initiatives and staff feedback. These discussions will include prompts such as “Have the teambuilding activities help to improve the communication and relationships with your colleagues.”  Reflective questioning like these will support ongoing continuous improvement approach.
The methodological design within this will take a participate approach where employees not just respondents but contributors also by involving them consistently throughout the project. This approach itself is aligned with the project broader objectives of improving the workplace culture as Jiang and Messersmith (2018), highlights that employee involvement can increase engagement, trust, and commitment to change, indicating that it supports transparency and highly likely that initiatives will be received positively. 
In this project, the methodologically is further guided by evidence-based principles. Decisions regarding the initiatives that will be put forward are not based on assumptions and that are informed with a mix of workplace data, employee feedback, and research. As Sharma.et.al (2023) explain that effective organisational improvements require practitioner experience, stakeholders, and research evidence. In addition, this methodology design will use observation and evaluation that include engagement participation and scores, absenteeism. 
The methodology design of this project has been developed to be feasible that fits within the project timeline and resource constraints. Given that this project is focusing on Castle Bingo, using surveys to conduct some research and short feedback discussions are cost effective and time efficient more than other methods e.g. one to one interview. Surveys can be digitally accessed, initiatives have been designed to align with existing organisational resources, and feedback discussions will take place flexibly around shifts. 
Ethical considerations are also carefully considered through research. Participation in survey and feedback discussions will be voluntary, and employees will be informed of the project aim, purpose, and their right to withdraw at any time. Anonymity will be maintained, with survey responses collected securely and reported aggregately to encourage unbiased and honest feedback. As workplace culture comprises potentially sensitive impressions of management and workplace practices, ensuring psychological safety is crucial. (Radcu,2023)
Shen (2024) says that employees are likely to speak openly when they feel psychologically safe in which discussions will focus on collective themes not individual criticism. All research will be used strictly for project purposes not for performance or disciplinary action, maintaining boundaries of trust and reduces perceived risk.
[bookmark: _Toc1059846411]Timeline and Milestones: 
A Gannt chart has been created. (Please see appendix 2. Gannt Chart).
 Celestin and Vanitha (2017) explains that Gannt charts are widely utilized in project management tool that can facilitate the visualization of project timelines, tasks carried out that enables effective planning, monitoring of progress that improves coordination and greater transparency, supporting operational planning and increases the likelihood of systematic project delivery. 
Conducting this project three phases will be carried out from the period from November to March. Assess, Action and Evaluation. This, aligns with continuous improvement cycle models that organisations utilize, identifying current conditions, implementing initiatives, and then evaluating the outcomes. This approach is appropriate as its combination of employee feedback, practical initiatives, and measured evaluation. (Association for project management, 2023; Abd Shukor, 2025).
Following these phases the project timeline is structured below:
Assess Phase- (November 2025)- The project begins with planning and assessing the workplace culture of Castle Bingo. During this stage, creating staff survey, distribution of survey to employees within the organisation and response collection will be taken place. 
The analysis of survey will identify key themes, areas of strengths and improvements with the help of this evidence it will guide initiatives and ensure that actions are based on staff input than assumptions. 
Milestone of this phase: Staff survey completed, key issues identified and staff feedback gathered and recorded by the end of November. 
Action Phase- (December 2025- February 2026)- This stage of the project will be initiatives introduced and tested. In December, anonymously staff suggestion board will be introduced to foster better communication between employees and management. 
Currently, Castle bingo does not encourage this enough for staff. Encouraging communication initiatives is strategic intervention that aim to increase transparency and participation. 
Morrison (2013) state that employee voice enhancement, and initiatives like this are widely recognised and effective tools for improving organisational culture by empowering employees to share their concerns and ideas that can contribute to organisational support, improvement and enhance perceptions of fairness and inclusion. By doing this, employees are more likely to feel that they are valued and listened to by strengthening the trust, communication, and psychological safety.
The next step in this project will take place in through January, where more recognition schemes and incentives will be introduced. Currently, Castle Bingo offers some formal recognition schemes primarily employee of the month, well-being program, and end of year bonuses. In comparison to other hospitality and leisure organisations offer more and frequent recognition practices such as employee appreciation events, gift cards, monthly bonuses schemes, experience-based rewards to acknowledge their staff contribution and reinforce service excellence. Example Mecca Bingo. 
From theorical perspective, Herzberg’s two factor (1959) framework for understanding the significance of recognition that can do within the workplace. This theory distinguishes between hygiene factors in which prevent dissatisfaction and motivational factors like achievements and recognition and emphasises that recognition is not just a reward mechanism but a key driver of intrinsic motivation which is necessary to improve job satisfaction. 
Supporting this, Taylor, and Armstrong (2014) state that recognition and reward schemes are commonly used, and tangible incentives reinforces high performance behaviour and stronger loyalty to the organisation. 
Furthermore, Deery and Jago (2015) argues that effective recognition and incentive methods in the hospitality business have a favourable impact on employee engagement and retention. Therefore, additional recognition initiatives represent a practical and evidence-based opportunity area within the project. 
 Due to the time limit and scale of the project, the proposed initiatives will focus on low-cost, such as small vouchers rewards, peer-nominated awards, informal appreciation practices, simple yet consistent recognition aims to embed stronger culture of appreciation towards the staff within Castle Bingo, supporting the objectives of this project. 
Moving into February, this project will implement team building activities that will be integrated around existing shift patterns. Salas et.al (2018) highlights team-building sessions can improve communication, can positively influence group cohesion and shared understanding, enhancing overall team performance.
Castle Bingo employees rarely do this due to the timings of bingo sessions, different commitments of employees, and the unsocial hours of shifts. To ensure realistic initiatives, teambuilding activities will be scheduled strategically. For example, sessions can be taken place on for Sunday staff who does not work on a Saturday, with alternative sessions offered for those Saturday staff who does not work on a Sunday. 
Additionally, short activities will be offered after end of the shift (after 10pm), to staff who wants to stay, or for those who are not working, ensuring no disruptions to operations. This aims to strengthen interdepartmental relationships and support more of collaborative organisational culture. Examples of suitable activities team quizzes, problem solving challenges, trust-building exercises.
Milestone of the action phase include staff forum launched, recognition initiatives piloted with positive feedback, and teambuilding activities delivered with staff participation. 
Evaluation- (March-2026)- The final phase of the project will focus on evaluating the effectiveness and success of implementation of small initiatives. Survey data, staff and customer feedback, staff participation and satisfaction that will be analysed to assess the indicators of improvements in retention, morale, communication, and teamwork. aligning with continuous improvement principles, outcomes measured against findings with end of project report and presentation.
Milestone of this phase: Project completion.
[bookmark: _Toc386728999]Risk Management: 
It is important to consider the risks to ensure successful planning and implementation within this project in which if not proactively managed it may undermine intended outcomes. (Ramirez, 2024). A risk register was completed, this links to the risk management theory, that highlights the importance of focusing on risks that are both high impact and high probability to use resources effectively.
(See appendix 4. For a detailed risk register)
One primary risk is low staff participation, given the shift timings employees may feel fatigue or lack of motivation to engage. The likelihood of this risk is moderate even though the impact is high as limited participation would weaken the project research. To mitigate this, surveys will be concise, distributed digitally, and anonymised for honest and unbiased responses. 
Another risk considered is operational constraints like time and scheduling, as the project focusing on leisure environment implementing activities without disrupting operations can be seen as a challenge. The likelihood is high though the impact can be controlled through strategic planning e.g. offering short sessions at the end of shift and alternating weekend actitvies to accommodate different staff shifts. 
Furthermore, resistance of change is another risk particularly if employees perceive initiatives such as teambuilding activities as superficial. The likelihood of this is moderate and impact could be significant. To mitigate this, adopting a participative approach, allowing employees to contribute ideas through implementing a staff suggestion board. 
Another risk identified is unrealistic expectations regarding turnover reduction while the projects aim to reduce turnover by 5%, as already mentioned turnover is influenced by factors beyond organisational control. The likelihood of partially achieving this is moderate however the impact can be controlled by clear communication on improvements that focuses on staff initiatives that can avoid turnover rather than eliminating turnover completely. 
[bookmark: _Toc672829508]Stakeholders:
For this project there are internal and external stakeholders who are individuals and groups who are actively involved, influence or affected by the outcomes of the project. (Hendricks, 2024)
The primary internal stakeholders are employees who are both beneficiaries and contributors of the project. Their role involves participating in surveys, engaging in feedback discussions, putting forward their ideas through staff forum, and taking part in the teambuilding activities. While employees do not have formal authority, they have high interest and influence over the project success, depending on their engagement and participation. 
Management represents the second key stakeholder, because they hold the highest level of authority. Their responsibilities consist of approving initiatives, supporting implementation, encouraging staff participation, and providing access to organisational data such as absenteeism and retention figures. As the researcher, having existing connections within the organisation has been facilitated through managerial support which benefits the project.
Even though the project is internally focused, customers are considered as the external stakeholders as improvements in staff morale, teamwork, and communication are expected to positively enhance the service quality and customer experience. 
Eskerod and Huemann (2024) highlights that effective communication reduces resistance to change and increases stakeholder to organisational initiatives. In which communication within this will be both consultative in nature and informative.
Employees will be informed and consulted through feedback sessions, shift briefings, and internal notices. The communication with management will include progress summaries, face to face discussions and final evaluation report. This communication plan ensures transparency, and engagement throughout. 
[bookmark: _Toc765728756]Resources:
According Klerck (2025) resource planning is key element of project management that ensures that resources are used effectively to the development and costs. There is combination of resources that is required for successful implementation and project success. 
The primary resource is category is personnel. That includes the project lead who has the responsibility to develop, implement and evaluate all stages of project. Management will provide oversight and support implementation of approving initiatives encouraging staff participation and facilitate access to organisational data. Staff representatives will assist by communication and encouragement for participation in surveys and feedback discussions. 
The project will require physical and digital resources that will use existing organisational bases. Digital tools such as Google forms will be utilized to conduct and analyse survey data, internal email systems will facilitate communication between stakeholders and for feedback discussions, teambuilding activities will use existing staff spaces ensuring no venue additional costs
Additionally, the project will require some financial resources to fund recognition awards and teambuilding activities, the financial requirement is intentionally limited, reflecting the project’s emphasis on high-impact, low-cost initiatives.
For this project it does not require external vendors or specialist suppliers as all activities are designed internally. Lastly, time allocation is considered to as project lead, managers and employees have their own commitments, surveys will be distributed online and feedback discussions and teambuilding actitvies will be scheduled within the shift’s times ensuring feasibility of the project.
[bookmark: _Toc1467048536]Budget:
The project relies on internal resources, meaning that this project adopts a cost-conscious budget model meaning the financial expenditure is limited but prioritising low investment but high impact interventions. Kerzner.et.al. (2022) notes that effective cost planning is crucial in project management in order that resources are allocated efficiently and that initiatives remain sustainable within existing operational constraints. 
The main cost category relates to recognition initiatives and activities. Estimated expenses include small vouchers, rewards (£120), printed materials and certificates (£20) and refreshments for staff (£30). These costs are intentionally controlled to ensure affordability and feasibility. The project focuses on behavioural and relational improvements; research suggests that it can generate meaningful engagement outcomes and does not always require investing large amount of expenditure. (De Silva,2022)
Furthermore, additional minor expenses may include printing surveys if required (£15) and stationery and materials for collaborative team activities (£30). Although administrative costs are minimal where utilizing online tools such as Google forms will not require software fees, while existing staff spaces will be used for feedback discussions, briefings, and teambuilding activities eliminating venue expenses. As project lead and management involvement are incorporated within existing organisational roles, there is no extra costs regarding consultancy or external facilitation fees. 
The total of estimated budget for this project is £215 that will be funding sources will include researcher own money and small departmental budget allocation. As the financial side of this project is limited no grants, sponsorship funding is required. 
Although costs are modest a small contingency plan is considered to cover unforeseen expenses for example, an increased participation in team actitvies or additional recognition materials. Turner (2022) emphasises that the importance of contingency planning helps to mitigate financial risk exposure and maintain project control.
(See appendix 5. Resources and budget table).
[bookmark: _Toc622429947]Constraints:
[bookmark: _Int_Wl3hUf4A]This project is posed to practical and operational constraints. One being limitation of time as the project timeline is November to March which can represent a relatively brief period. The delivery of surveys, feedback discussions, teambuilding actitvies, additional recognition rewards must be taken place that aligns with existing shifts and operational demands it is important that project actitvies must not disrupt operations. 
Additionally, further constraints are budgetary meaning initiatives must remain low cost and resource availability particularly staff time and participation levels, engagement depends on voluntary involvement, personal and work commitments, which can affect employee’s attendance regarding teambuilding activities or feedback discussions. 
Key assumptions conducting this project include constant managerial support, access to organisational data and sufficient staff participation to produce reliable findings to evaluate and complete the project. 
[bookmark: _Toc1684393603]Success Criteria:
The success of the project will be evaluated against the defined Smart objectives that been listed and measured through the implementation of initiatives outcomes and measurable improvement in workplace indicators. Success will determine not only whether initiatives is delivered as planned, but also whether they generate observable and sustainable impact.
From project management perspective, successful planning will be established through the completion within the agreed period of all the scheduled project milestones. This includes the distribution and analysis of staff surveys, and follow-ups, implementation of staff suggestion forum, additional recognition initiatives, teambuilding actitvies and end of final evaluation document and presentation. Following the project timeline and delivery of planned interventions will signify effective project management. (PMI.org.2024)
More critically, success will be measured through utilizing qualitative and quantitative performance metrics, that includes improvement in employee morale engagement scores, increased participation in feedback discussions and team building actitvies, Furthermore, measuring comparative pre-and post-intervention survey data will provide measurable evidence of change that the initiatives have made and the effectiveness of the impact they have contributed to reduce turnover.
Qualitative data will further confirm by the positive shift in employee perceptions of recognition, teamwork, and communication as well as customer feedback will determine indirect success, reflecting whether improvements in staff collaboration and morale have translated into enhanced service quality. Finally, stakeholder particularly management approval of outcomes will serve as additional confirmation of organisational value. The project will be considered as successful if both implementation and measurable improvements are demonstrably achieved. 
 












[bookmark: _Toc124508517]Appendices:
Appendix 1. Smart Objectives Table.
	Objective:
	Specific
	Measurable
	Achievable
	Relevant
	Time-Bound

	Boosting Staff Morale and Engagement
	Improving overall employee and engagement by teambuilding activities, additional recognition and incentives and launching staff forum and suggestion board.
	The increase in staff morale scores compared to baseline. Measuring participation rates in feedback discussions and activities.
	This objective is achievable. by improved communication strategies, structured engagement activities, and frequent recognition rewards. 
	Supports organisational culture improvement and service quality and enhance staff wellbeing. 
	Start-up survey conducted at the beginning of November and analysis done by the end of November. Follow-ups and evaluation completed by the end of March.

	Reducing voluntary turnover by 5%
	Aiming to reduce the high-turnover that Castle Bingo faces by strengthening factors like recognition, engagement, and communication practices.
	Monitor retention data and exit feedback trends. When initiatives are introduced compare from before and after.
A reduction in voluntary turnover along with improvements in employee feelings, satisfaction will show whether the implementation of initiatives have contributed to reducing retention.

	It could be achievable within the time of the project by targeting avoidable turnover factors.
	Reducing staff retention supports workplace stability, reduces costs in terms of recruitment, and improves service continuity. (Hancock et.al,2013)
	Turnover figures will be compared from the start of November to end of March and prior period, evaluation at project report and presentation end of March. 

	Introduce more recognition and incentives.
 
	Implementation of at least two or more recognition and incentives for example, small vouchers, peer nominated awards.
	Measuring staff satisfaction with recognition interventions through survey scores and qualitative feedback.
	Cost effective and feasible with budget allocation.
	Aligns with engagement and morale objective, and reinforces positive behaviours, increases
motivation.
	These will be introduced from January, impact evaluated march. 

	Implementation of team building actitvies
	Deliver cost effective team building systems across the different departments 
	Monitor attendance, participation from staff and collect feedback from staff on perceived improvement in communication teamwork 
	Activities will be scheduled flexibly around shifts timings and minimal costs are required. 
	Supports department collaboration and can strengthen work cohesion. (Salas.et.al 2018)
	Delivery of teambuilding sessions in February. Evaluation of the impact done end of March. 

	Improving cross-department and communication
	Launching a staff suggestion board and forum to enhance staff voice channels and teambuilding actitvies also.
	Track number of suggestions, participation rates, communication satisfaction, and scores in surveys.
	Achievable using existing internal communication channels.
	Enhances staff trust, psychological safety, and collaborative culture. (Radcu,2023)

	Launched in December reviewed in March for evaluation. 



[bookmark: _Int_2APk9578]Utilizing SMART framework (Doran, 1981) here above is a table that outlines project objectives that is presented clearly and defined on how each objective is specific in focus, measurable through identified performance metrics, achievable acknowledging organisational constraints, relevant to the project and time bound within the project period.  By translating cultural aims into operational goals, using Smart framework enables systematic monitoring throughout the three different phases assess, action, and evaluate. The inclusion of measuring success and defined period strengthens the accountability and enables comparison between baseline and post intervention data and feedback. Furthermore, this approach ensures that the project’s improvement initiatives are not only strategically aligns with the organisation needs but also capable of being assessed for effectiveness. 














Appendix 2. Gannt Chart
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As you can see a project Gannt Chart has been designed that provides a clear and visual representation of the project timeline from November to March. It clearly shows an outline of the phases that this project will undertake Assess, Action and Evaluation phases showing key activities, milestones, and deliverables at each stage. The chart was created to ensure time management, alignment with the project objectives and effective planning. By mapping activities against specific deadlines, it supports coordination survey design, implementation of initiatives and evaluation process. Also, outlines progress monitoring and accountability by identifying milestones e.g. completion of the assessment phase or final submission deadlines. This structured planning system enhances the project control. 









Appendix 3. Survey evidence:
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Appendix 4. Risk register:
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(Created by Learner on Canva)

[bookmark: _Int_jd75qJ1L]As shown above a risk register was conducted that identifies a range of potential risks in relation of planning and implementation stages of this project. Each risk was assessed by its likelihood, possible impact it can cause, and the overall risk level to be considered. Conducting a risk register enables prioritisation of high probability and high-impact risks so that appropriate and mitigation strategies are in place. Moreover, the inclusion of specific control measures shows proactive planning to project management especially in relation to risks like low staff participation, time limitations and operational constraints within leisure and a shift-based environment. By considering potential barriers the project aims to minimise disruptions to operations and safeguard the validity and reliability of collecting data. Also, conducting this risk register supports informed decision making, enhances accountability and strengthen the feasibility aspect of the project. 



Appendix 5. Resources and Budget table:
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[bookmark: _Int_5V7cfPdc][bookmark: _Int_MAvEjiZR]This table above outlines the resources needed to implement the project and shows a breakdown of estimated costs. The overall expenditure for this project is £215 which shows that conducting this project is designed to be financially feasible and modest. The primary costs of this project relate to recognition initiatives and engagement activities, including vouchers awards and engagement actitvies such as teambuilding and staff refreshments. Although a significant proportion of this project relies on the use of existing organisational resources and infrastructure e.g. Digital online tools, managerial oversight, and internal communication systems. Utilising human and physical resources keep costs down while maintaining implementation quality. This supports a cost-effectiveness approach and enhances the practical and sustainability of the project. Furthermore, there is small contingency allowance shows responsible financial management and considers the possibility of unforeseen expenses. This approach reinforces the feasibility and aligns with objectives of delivering meaningful improvements without causing excessive financial expense on the researcher and organisation. 





[bookmark: _Toc222961743]
[bookmark: _Toc1040473883]References and Sources used:
Abd Shukor, S. (2025). What Drives Continuous Improvement in Organizations? | ResearchGate. (online) ResearchGate. Available at: https://www.researchgate.net/post/What_Drives_Continuous_Improvement_in_Organizations (Accessed 4. Feb.2026)
Alvesson, M. and Sveningsson, S., (2024). Changing organizational culture: Cultural change work in progress. Routledge.
Association for project management (2023). What Is Project Management? (Online) Apm.org.uk. Available at: https://www.apm.org.uk/resources/what-is-project-management/. (Accessed 7th Feb.2026)
Bailey, C., Madden, A., Alfes, K. and Fletcher, L., (2017). The meaning, antecedents, and outcomes of employee engagement: A narrative synthesis. International journal of management reviews, 19(1), pp.31-53.
Banawa, R. (2025). Mixed-Methods Research: Combining Qualitative and Quantitative Data. [online] Nielsen Norman Group. Available at: https://www.nngroup.com/articles/mixed-methods-research/. (Accessed 13th Feb 2026)
Barends, E. and Rousseau, D.M., (2018). Evidence-based management: How to use evidence to make better organizational decisions. Kogan Page Publishers.
Picture- Bingo, C. (2025). Castle Bingo. (Online) Castle Bingo. Available at: https://castle.bingo/. (Accessed 4. Feb.2026)
Cameron, K.S. and Quinn, R.E. (2011). Diagnosing and Changing Organizational Culture: Based on the Competing Values Framework. 3rd ed. San Francisco: Jossey-Bass.
Celestin, M. and Vanitha, N., (2017). Beyond Gantt charts: Innovative tools every project manager should know. International Journal of Interdisciplinary Research in Arts and Humanities (IJIRAH), 2(2), pp.298-304.
Deal, T.E. and Kennedy, A.A. (2000). Corporate Cultures: The Rites and Rituals of Corporate Life. [online] Google Books. Addison-Wesley Publishing Company. Available at: https://books.google.co.uk/books/about/Corporate_Cultures.html?id=9_L7qnCEiUwC&redir_esc=y. (Accessed 1. Feb. 2026)
Deery, M. and Jago, L., (2015) Revisiting talent management, work-life balance, and retention strategies. International Journal of Contemporary Hospitality Management, 27(3), pp.453-472.
De Silva, W., (2022). High commitment HRM practices and employee engagement: The role of perceived organizational support, self-efficacy, and norm of reciprocity.
Doran, G.T. (1981). There is a SMART Way to Write Management’s Goals and Objectives. Journal of Management Review, 70, 35-36. - References - Scientific Research Publishing. (Online) www.scirp.org. Available at: https://www.scirp.org/reference/referencespapers?referenceid=2982408. (Accessed 1. Feb.2026)
Edmondson, A.C., (2018) The fearless organization: Creating psychological safety in the workplace for learning, innovation, and growth. John Wiley & Sons.
Eskerod, P. and Huemann, M., (2024). Engaging project stakeholders. In The handbook of project management (pp. 372-391). Routledge.
Fetters, M.D. and Molina-Azorin, J.F., (2017). The journal of mixed methods research starts a new decade: principles for bringing in the new and divesting of the old language of the field. Journal of Mixed Methods Research, 11(1), pp.3-10.
Harper, G., (2015) The relationship between organizational culture and employee engagement (master’s thesis, Adler University).
Hendricks, A. (2024). Types of Stakeholders and Their Roles: A Quick Reference Guide - Simply Stakeholders. (Online)Simply Stakeholders. Available at: https://simplystakeholders.com/types-of-stakeholders-and-their-roles/.(Accesed (Accessed 20. Feb.2026)
Heskett, J.L., Sasser, W.E., Schlesinger, L.A. (1997). Service profit chain. Simon and Schuster.
Hancock, J.I., Allen, D.G., Bosco, F.A., McDaniel, K.R. and Pierce, C.A., (2013). Meta-analytic review of employee turnover as a predictor of firm performance. Journal of management, 39(3), pp.573-603.
Institute of Directors (2024). Organisational culture. (Online) Institute of Directors. Available at: https://www.iod.com/resources/governance/organisational-culture/. (Accessed 7. Feb.2026)
ISO (2018). ISO 31000:2018 Risk management — Guidelines. (online).ISO. Available at: https://www.iso.org/standard/65694.html. (Accessed 10th Feb.2026)
Jiang, K. and Messersmith, J., (2018). On the shoulders of giants: a meta-review of strategic human resource management. The International Journal of Human Resource Management, 29(1), pp.6-33.
Kerzner, H., Zeitoun, A. and Vargas, R.V., (2022). Project management next generation: The pillars for organizational excellence. John Wiley & Sons.
Klerck, G., (2025). Resource Management. Human Resource Management: A Critical Approach, p.323.
Kwon, B. and Farndale, E., (2020). Employee voice viewed through a cross-cultural lens. Human Resource Management Review, 30(1), p.100653.
Leroch, M.A., (2014). Culture at work: how culture affects workplace behaviours. International Journal of Manpower, 35(1/2), pp.133-146.
Monteiro, E. and Joseph, J., (2023). A review on the impact of workplace culture on employee mental health and well-being. International Journal of Case Studies in Business, IT and Education (IJCSBE), 7(2), pp.291-317.

Morrison, E.W., (2014). Employee voice and silence. Annu. Rev. Organ. Psychol. Organ. Behav., 1(1), pp.173-197.
Naveed, R.T., Alhaidan, H., Al Halbusi, H., and Al-Swidi, A.K., (2022). Do organizations really evolve? The critical link between organizational culture and organizational innovation toward organizational effectiveness: Pivotal role of organizational resistance. Journal of Innovation & Knowledge, 7(2), p.100178.
Nickerson, C. (2025). Herzberg’s two-factor theory of motivation-hygiene. (Online) Simply Psychology. Available at: https://www.simplypsychology.org/herzbergs-two-factor-theory.html. (Accessed 5. Feb.2026)
Nowell, L.S., Norris, J.M., White, D.E. and Moules, N.J., (2017). Thematic analysis: Striving to meet the trustworthiness criteria. International journal of qualitative methods, 16(1), p.1609406917733847.
Project Management Institute (2024). What Is Project Management, Approaches, and PMI. (Online) Pmi.org. Available at: https://www.pmi.org/about/what-is-project-management. (Accessed 17th Feb.2026)
Radu, C., (2023). Fostering a positive workplace culture: Impacts on performance and agility. In Human resource management-an update. Intech Open.
Ramirez, J.G.C., (2024). The power of planning: how business plans drive effective management strategies. Integrated Journal of Science and Technology, 1(1).
Rank.com. (2026). Careers at Rank Group - Careers at Rank Group. (Online). Available at: https://careers.rank.com/our-brands/mecca.(Accessed 15. Feb. 2026)
Ravasi, D. and Canato, A., (2013). How do I know who you think you are? A review of research methods on organizational identity. International Journal of Management Reviews, 15(2), pp.185-204.
Rose, S., Spinks, N., and Canhoto, A.I., (2023). Management research: applying the principles of business research methods. Routledge.
Salas, E., Reyes, D.L. and McDaniel, S.H., (2018). The science of teamwork: Progress, reflections, and the road ahead. American Psychologist, 73(4), p.593. 
Schein, E.H. (2016). Organizational Culture and Leadership. [online] Google Books. John Wiley & Sons. Available at: https://books.google.co.uk/books?id=l2jpCgAAQBAJ&printsec=frontcover#v=onepage&q&f=false (Accessed 4. Feb. 2026)
Sharma, S.K., Goyal, P. and Chanda, U. eds., (2023). Handbook of evidence-based management practices in business. Taylor & Francis.
Shen, J., (2024). Psychological safety theory. In A Guide to Key Theories for Human Resource Management Research (pp. 218-223). Edward Elgar Publishing.

Strasser, J. (2024). Resource Management in Project Management (Update 2024). (Online) Project Management for Companies. Available at: https://www.theprojectgroup.com/blog/en/resource-management/. (Accessed 15th Feb.2026)
Taylor and Armstrong, M.A.S., (2014). Armstrongs handbook of human resource management practice. Kogan Page Limited.
Turner, R., (2022). Forty years of organizational behaviour research in project management. International Journal of Project Management, 40(1), pp.9-14.
Vasumathi, A., Vasudevan, A., Razak, A. and Mohammad, S.I.S. (2025). An empirical study on the impact of organizational culture dimensions on employees’ performance through organizational support in the IT industry. Social Sciences & Humanities Open, (online) 12, p.102054. Doi: https://doi.org/10.1016/j ssaho.2025.102054.
Virgin Incentives (2025b) Reward and recognition - virgin incentives. (online). Available at:https://www.virginincentives.com/services/your-employees/reward-and-recognition/?utm_source=google&utm_campaign=UK+-+Incentives+-+NB&utm_medium=cpc&utm_content=UK+-+Incentives+-+NB+-+Employee+Rewards&utm_term=employee%20rewards%20strategies&gad_source=1&gad_campaignid. (Accessed. 15.Feb.2026)




image3.jpeg
Project Gantt Chart — Improving Workplace Culture at Castle Bingo (Nov—Mar)

ASSESS PHASE

Survey Design & Planning

Survey Distribution & Analysis -
Milestone: Key Issues Identified *

ACTION — Communication

Staff Forum Launch

Suggestion Board -

ACTION - Recognition

Develop Recognition Scheme

Launch Peer Awards

Monitor Engagement

ACTION - Team Building

Deliver Team Sessions

Post-Shift Activities

Milestone: Action Phase Complete *
EVALUATION PHASE

Re-Distribute Survey

Comparative Analysis

KPI & Feedback Review

Draft Final Report

Prepare Presentation -

Final Submission & Presentation *




image4.png
Chrome File Edit View History Bookmarks Profiles b ‘Window Help (5%} 51% (@8 ) E3 Q t =3 Wed 4 Mar 2:46 pm

@ Home - Canva ® Biue and Black Gr > =| Improving Workpl > = Improving workpla improving workpl IP - IP PROJECT +

c docs.google.com/forms/d/1kVxXnLtUMTVH8dO8Mfg3btinHK8DPjOJ5HFI8XxktbM/preview fY T & share ~

# Glastonbury Festiv. Gmail Netflix = YouTube Netflix BBC iPlayer @ Home - Canva Prime Video: Purc. o Paraphrasing Tool... £ Al Bookmarks

> Copy responder link

© Published

< Preview mode

Improving workplace culture at Castle
Bingo.
This survey is part of my consultancy project that aimed to improve the workplace culture

at Castle Bingo. All responses are anonymous and confidential. The survey will take
approximately 5-6 minutes to complete.

* Indicates required question

Section one: Who are you?

What Gender are you? *

O Female
O wmale
O other

which department do you work in? *
Front of House

Bar and catering

Bingo caller

mMBC
Z

Cash office cashier — +  81%

00000

T I EELLGLL BT




image5.png
Chrome  File

Home -

Edit

=<

View

-

History

Bookmarks Profiles Tab  Window Help

Blue and Black Gr

Improving Workpl Improving workpla Improving workpls

docs.google.com/forms/d/1TkVxXnNLIUMTVH8dO8Mfg3btinHK8DPjOJ5HFI8XxktbM/preview
Prime Video: Purc.. o Paraphra

onbury Festiv

Preview mode

Netflix

YouTube

Netflix BBC iPlayer @ Home -

Section two: Employee Engagement & Morale

I feel proud to work at Castle Bingo. *

1 2 a a s
Strongly disagree o o o (&} o Strongly agree
| feel motivated in my role at Castle Bingo

1 2 3 a

No. o o o o (&} ves

I feel valued by management. *
1 2 3 a s

No o (@] o o o ves

I feel supported by my managers *

1 2 3 a s

o o o o o Strongly Agree

Strongly Disagree

(=]

P - IP PROJECT

k=g

© Published

Q s

Editor

Wed 4 Mar 2:47 pm

copilot





image6.png
@& Chrome File Edit View History Bookmarks Profiles Tab Window Help ® 49% @)

© Home - Canva X €' Blue and Black Gr: X Improving Workpl: X Improving workpla X i= |Improving workplz X IP - IP PROJECT X

) . B Editing v (& Share v
Cc 25 docs.google.com/forms/d/1kVxXnLtUMTVH8d08Mfg3btinHK8DPjOJ5HFI8XxktbM/preview Q W 3 9 €
7 Glastonbury Festiv... Gmail Netflix » YouTube Netflix BBC iPlayer (€ Home - Canva Prime Video: Pu ob Paraphrasing Tool... 3 All Bookmarks / (.
ditor Copilot
Preview mode @ Published @ Copy responder link
ffects (X}
| feel supported by my colleagues.
1 2 3 4 5 [
Strongly disagree O O O O O Strongly agree
Section 3: Communication & Teamwork L
Communication between staff and management is clear and effective. *
1 2 3 4 5
Strongly disagree O O O O O Strongly Agree
Teamwork between departments works well. *
1 2 3 4 5
Strongly disagree O O O O O Strongly Agree
| feel comfortable raising concerns or suggestions at work.
1 2 3 4 5
4
Strongly disagree O O O O O Strongly Agree —

T I T L BT L EEEFEED




image7.png
& Chrome File Edit View History Bookmarks Profiles Tab Window Help

\'] X €| Blue and Black Gr. X Improving Workpl: X Improving workpla X Improving workpla X IP - IP PROJECT

s.google.com/forms/d/1kVxXnLtUMTVH8d08Mfg3btiInHK8DPjOJ5HFI8XxktbM/preview Q K

Gmail Netflix > YouTube Netflix BBC iPlayer @C Home - Canva Prime Video: Purc ob Paraphrasing Tool...

@ Published
Do you think team-building activities would improve collaboration? *
1 2 3 4 5

Strongly Disagree O O O O o Strongly Agree

Section 4: Recognition & Development

Recognition practices at Castle Bingo are fair and consistent. *
1 2 3 4 5

Strongly Disagree O O O O O Strongly Agree

| feel recognised for the work that | do. *
1 2 3 4 5

Strongly Disagree O O O O O Strongly Agree

| believe there are opportunities for development or progression within the *

organisation.

1 2 3 4 5

Strongly Disagree O O O O O Strongly Agree

@& 48% @)

3 All Bookmarks

@ Copy responder link

P~
>

3 Q

S Wed 4 Mar 3:03pm

CT CASTLE BINGO — Saved

0

iy agree

ly Aaree

() Comments

/ Editing v

& O

Editor Copilot

Q

@ Share v





image8.png
& Chrome File Edit View History Bookmarks Profiles Tab Window Help ® 44%x@) T R Q S Wed4Mar 3:05pm

\'] X €| Blue and Black Gr. X Improving Workpl: X Improving workpla X Improving workpla X IP - IP PROJECT CT CASTLE BINGO — Saved Q

- =
s.google.com/forms/d/IkVxXnLtUMTVH8d08Mfg3btinHK8DPjOJ5HFI8XxktbM/preview aQ Jcomments Jil /0 Editing - J}{ @ Shars v

2 ~G
Gmail Netflix » YouTube Netflix BBC iPlayer @C Home - Canva Prime Video: Purc ob Paraphrasing Tool... 3 All Bookmarks @ .

i Add-ins Editor Copilot

@ Published @ Copy responder link

Suungly visagree ~ ~ ~ ~ ~ Suungly Agree

Section 5: Work Environment & Retention

Unsocial working hours negatively affect my work-life balance * -
1 2 3 4 5

Strongly disagree O O O O o Strongly Agree

I intend to remain working at Castle Bingo for the next 12 months. *
1 2 3 4 5

Strongly Disagree O O O O O Strongly Agree

Open-ended Questions:

Do you feel recognised for your contributions working at Castle Bingo? Please *

explain your answer.

Your answer





image9.png
& Chrome File Edit View History Bookmarks Profiles Tab Window Help & 48% @) Wed 4 Mar 3:06pm

— Saved Q

@ Share v

© Home - Canva X €' Blue and Black Gr. X i= Improving Workpl: X i= Improving workpla X Improving workplz X IP - IP PROJECT X +

G % docs.google.com/forms/d/TkVxXnLtUMTVH8dO8Mfg3btinHK8DPjOJ5HFI8XxktbM/preview aQ 3 ;| Editing v

@ Glastonbury Festiv... Gmail Netflix » YouTube Netflix BBC iPlayer (€ Home - Canva Prime Video: Purc... ob Paraphrasing Tool... [ All Bookmarks # {.
Editor Copilot

review mode © Published @ Copy responder link a
What improvements would strengthen teamwork between departments? *

Your answer

How do shift patterns or unsocial hours impact your wellbeing or motivation? *

Your answer

In your opinion, what is the biggest factor currently affecting workplace culture at *
Castle Bingo?

Your answer

What suggestions do you have for improving staff morale? *

Your answer

How effective do you believe a staff forum or suggestion board would be? Why? *

Your answer

Is there anything else you would like to share about your experience working at ~ * B
Castle Bingo? - + 86%

S006*TON200CP00 =MV





image10.jpeg
RO1

R02

RO3

RO4

LOW PARTICIPATION-Low participation from
staff in surveys and feedback sessions or
team-building activities - may compromise the
reliabilty and representativeness of the data.
collected. Insufficient engagement could
weaken the validity of findings, limit
meaningful evaluation of cultural change, and
reduce the overall effectiveness of
implemented initiatives.

RESISTENCE TO CHANGE- ‘Employees may
demonstrate resistance to new initiatives,
particularly if changes are perceived as
additional workload or unnecessary. This
could reduce engagement with recognition
schemes and communication improvements,
ultimately limiting behavioural change and
weakening the intended impact on morale and
retention.

TIME CONSTRAINTS- Due to shift patterns,
unsocial working hours and operational
demands within a customer-facing
environment, staff availability may be
restricted. This may delay implementation of
activities and reduce participation levels,
affecting both project delivery and outcome
measurement.

BUDGET LIMITATIONS- Although the project
adopts a low-cost model, limited financial
resources may restrict the scale of recognition
incentives or team-building activities. If
perceived as insufficient or symbolic, initiatives
may not generate the intended motivational
impact
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To reduce the likelihood of low
engagement, participation will be
facilitated through multiple
accessible formats, including digital
surveys and optional paper copies
Anonymity and confidentiality wil be
clearly communicated to enhance
psychological safety. Reminder
communications will be issued, and
sessions will be scheduled flexibly
around shift patterns.

Project lead

A participative implementation Project Lead
approach will be adopted, ensuring  and
employees are consulted priorto Management
and during initiative rollout. Clear

communication will emphasise the

purpose, benefits, and alignment

with staff wellbeing. Change will be

introduced incrementally rather than

through abrupt structural alteration.

Visible managerial support wil

reinforce legitimacy and encourage

collective buy-in

Project activities will be within
existing operational structures to
minimise disruption. Short-duration
team-building sessions 20 minutes
will be offered at end-of-shit periods
or staggered across weekends.
Alternative time slots will be provided
for Saturday and Sunday staff. This
flexible design ensures inclusivity
while preserving operational
continuity.

Project lead

Financial control measures will
include predefined spending caps
and prioritisation of low-cost, high-
impact recognition methods such as.
peer-nominated awards and
symbolic acknowledgements. A
modest contingency allowance will
address minor unforeseen

Project lead
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BIASED OR UNHONEST SURVEY
RESPONSES- Employees may provide
socially desirable responses or withhold
honest feedback due to perceived power
dynamics or fear of consequences. This may
distort findings and reduce the accuracy of
cultural assessment.

UNSUFFICIENT MEASURABLE
IMPOVEMENT WITHIN TIMEFRAME- The
November-March project timeframe may be
insufficient to demonstrate measurable
improvements in employee tumover or
sustained cultural change. Organisational
behaviour and retention trends typically evolve
gradually, meaning quantitative indicators may
not reflect immediate impact despite positive
behavioural shifts.

LIMITED ACCESS TO ORGANISATIONAL
DATA-Restricted or delayed access o
retention and absenteeism data may limit the
ability to conduct accurate pre- and post-
intervention comparisons, reducing the
robustness of evaluation.

DECLINE IN ENGAGMENT AFTER INITIAL
IMPLEMENTATION- Initial enthusiasm for
new initiatives may decrease over time,
resulting in reduced participation and
weakening long-term cultural impact.

PERCIEVED UNFAIRNESS IN
RECOGNITION SCHEME- If recognition
initiatives are perceived as biased or
inconsistent, this may reduce trust, damage
morale and undermine the intended
motivational impact.
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To mitigate socially desirable
responding, all data will be collected
anonymously and reported in
aggregated form. Survey items will
be clearly worded and neutral in
tone. The mixed-method approach
allows triangulation between
qualitative and quantitative findings,
increasing validity and reducing
reliance on single-source bias.

To manage this risk, realistic and
proportionate targets will be
established, including a 5%
reduction in avoidable turnover
rather than total turnover. In addition
to retention figures, leading
indicators such as employee
engagement scores, tumover
intention, participation rates and
qualitative feedback will be used to
assess early impact. Findings will be
contextualised within the short-term
intervention period, and
recommendations for continued
monitoring beyond project
completion will be provided.

Data requirements will be agreed
upon with management during the
planning stage to ensure early
access and transparency. Where full
data access is restricted,
anonymised summary figures will be
requested. Alternative proxy
indicators, such as tumover intention
survey results and attendance self-
reports, will be used to supplement
organisational data where
necessary.

Monthly feedback discussions
will be implemented to monitor
staff perceptions and identify
early signs of disengagement.
Initiatives will be adapted based
on employee input to maintain
relevance and interest.
Management visibility and
reinforcement of recognition
practices will also support
sustained engagement. By
embedding initiatives into routine
practices rather than one-off
events, the project reduces the
likelihood of short-term novelty
effects.

Clear, transparent selection criteria
will be established. Peer
nominations will be incorporated to
increase fairess. Award rationale
will be communicated openly to
maintain credibility.

Project Lead

Project Lead
and
Management

Management

Project Lead
and

Management

Project Lead
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Resource: Items: Estimated cost:
Survey and Survey printed (if needed) £15
Evaluation:
Recognition Small voucher awards. (Monthly £110
initiatives incentives)

Printed certificates

Refreshments for staff for feedback £20

discussions.

£25

Team-building  Printed quizzes, stationary, other
materials actitvies resources. £25
Digital and Online tools / Google forms, internal
physical systems and staff spaces. £0
resources
Human Managers oversight, project lead, staff.
Resources £0
Contingency For unseen additional expenses. £20

(approximatel
y 10%)

Total Estimated cost: £215
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