 PROJECT INITIATION DOCUMENT (PID)

Driving Change and Building Business Cases - 

Investigating a Business Issue from a HR Perspective

Students Name: 1451133 – Natalie Mills
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
	Natalie Mills

	2. Organisation name:
	HPMA Cymru


	3. Type of business:

Nature of business and customer profile:
	HPMA Cymru is a charitable organisation working to support HR professionals within NHS Wales. The organisation provides learning sessions, networking events, sharing of best practice and staff recognition to NHS Wales people professionals. Its aim is to support the development of NHS Wales people professionals to support excellent patient care.

	4. Number employed by organisation:
	0 – committee members undertake duties on a voluntary basis

	5. Number employed within human resources (HR) department (if applicable):
	2000+ people professionals across NHS Wales

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


	Development and learning sessions, conferences and awards, networking events.

	7. Your job title:


	HPMA Cymru Events Officer

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

	9. Outline main purpose of your job:


	To create and facilitate a calendar of events that support the development needs of NHS Wales people professionals, sharing best practice and current trends and supporting the development of committee members with event organisation. 

	10. List the HR responsibilities within your job:


	Facilitation, strategy setting, negotiating, coaching and mentoring, event management, reporting.

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


	Name: Neil Lewis
Job title: Chair HPMA Cymru
Relationship to you: Committee Chair



	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:

The report aims to identify and understand barriers to AI integration in public sector HR, particularly within NHS Wales.
TOP TIP:  KEEP IT SPECIFIC.  IMAGINE YOU ARE A SELF-EMPLOYED CONSULTANT DETERMINING THE PARAMETERS OF YOUR report FOR WHICH YOU WILL GET PAID.  A CLEARLY STATED AIM HELPS TO ACHIEVE PARAMETERS AND SERVES TO ESTABLISH THE BASIC DESIRED OUTCOME OF THE report.  ONLY WHEN WE DELIVER ON THE AIM, SHOULD WE EXPECT TO GET PAID BY OUR PAYMASTER.

	13. Objectives of report:

List four objectives that are each directly related to the report aim.  Here you must ensure the objectives are SMART (specific, measurable, achievable, realistic, time bound).  Essentially, objectives are steps you need to take to achieve the report aim.  Each objective must begin with a verb that states clearly how the objective is to be undertaken.  

Objectives:

1 Identify Specific Barriers: Conduct focus groups and one-on-one interviews with NHS Wales HR staff by August 1st, 2024, to pinpoint precise technical, skill-related, and regulatory barriers to AI integration.
2 Impact Assessment Report: Complete a comprehensive analysis report by August 31, 2024, detailing how identified barriers affect HR efficiency and effectiveness in NHS Wales
3 Conduct secondary research and compile a benchmarking report by August 15, 2024, comparing AI integration challenges in NHS Wales with those in other public sector organisations and the private sector to identify transferable best practices.
4 Formulate and present a set of at least five actionable strategies and policy recommendations to HPMA Cymry leadership by September 30, 2024, aimed at overcoming the identified barriers to AI integration
TOP TIP:  KEEP OBJECTIVES SIMPLE AND ADHERE TO SMART PRINCIPLES.  THE OBJECTIVES ARE THE STEPS YOU WILL TAKE TO DELIVER ON THE AIM OF YOUR report.  AGAIN, THESE ARE MEASURABLE PARAMETERS AND SERVE TO DEMONSTRATE A LOGICAL AND EASILY UNDERSTANDABLE APPROACH TO SUCCESSFULLY COMPLETING THE report.  OBJECTIVES ARE ALWAYS AGREED AND “SIGNED OFF” BY YOUR PAYMASTER SO THAT BOTH PARTIES KNOW WHAT IS BEING CARRIED OUT AND IN THE END, PAID FOR.


	14. Give an outline of the sorts of tasks and questions you want to undertake and ask that will allow you to deliver on your objectives and ultimately achieve your aim.
Questions relevant to objective one:

What are the primary technical challenges you face when trying to integrate AI into HR processes?

What specific skills do you feel are lacking in your team for effective AI adoption?

Are there regulatory or policy-related obstacles that hinder the implementation of AI in your HR operations?

Tasks relevant to objective one:

Schedule and organise focus group sessions with HR staff from NHS Wales.

Conduct  one-on-one interviews with HR professionals across different levels and departments.

Record and transcribe focus group and interview sessions for detailed analysis.

Analyse data to identify recurring themes and specific barriers related to technology, skills, and regulations.

Questions relevant to objective two:

How have the identified technical barriers impacted the efficiency of HR operations?

In what ways do skill deficits affect the effectiveness of AI integration in HR tasks?

What are the specific consequences of regulatory barriers on AI adoption within your HR processes?
Tasks relevant to objective two:

Review and analyse the data collected from focus groups and interviews to assess the impact of identified barriers.

Compile case studies or examples from NHS Wales where barriers have significantly affected HR functions.

Questions relevant to objective three:

What AI integration challenges are commonly faced by HR departments in other public sector organisations?

How have private sector organisations successfully overcome barriers to AI adoption in HR?

Are there best practices from other sectors that could be applied to NHS Wales?

What are the common factors that influence the success or failure of AI integration in HR across different sectors?
Tasks relevant to objective three:

Conduct a literature review of existing research on AI integration in public and private sector HR.

Identify and select case studies from various sectors that are relevant to NHS Wales.

Questions relevant to objective four:

Based on the identified barriers, what specific strategies can be employed to overcome technical challenges?

What training programs or skill development initiatives could address the skill gaps in HR staff?
Tasks relevant to objective four:

Review the analysis and benchmarking reports to identify actionable strategies.
Present the recommendations to HPMA Cymru leadership by the specified deadline, incorporating feedback as needed.



	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.  

The research project aims to identify and address the barriers NHS Wales HR professionals face when integrating artificial intelligence (AI) into their roles. By pinpointing and mitigating technical, skill-related, and regulatory obstacles, NHS Wales can streamline HR processes and enhance overall efficiency. This initiative aligns with HPMA Cymru’s commitment to innovation and future-proofing the workforce. Addressing these challenges will lead to better resource allocation, reduced manual workload, and improved decision-making through data-driven insights, significantly enhancing HR effectiveness in recruitment, employee engagement, and performance management.

Conducting this research also demonstrates HPMA Cymru’s proactive approach to workforce development and future-proofing. The insights gained will inform targeted strategies and policies that support AI integration, ensuring NHS Wales staff are equipped with the necessary skills and tools for future demands. Benchmarking against other sectors will provide valuable intelligence, enabling the adoption of best practices and fostering a dynamic, innovative HR environment. Ultimately, this research will help HPMA Cymru design more relevant and impactful events, supporting the development needs of NHS staff and reinforcing their role as key enablers of workforce modernisation.
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.

The risks to the report include potential resistance from HR staff due to fear of job displacement by AI, limited access to comprehensive and accurate data, and the challenge of translating qualitative insights into actionable strategies. Additionally, time constraints and budget limitations could impact the thoroughness of the research. These risks can be overcome by engaging stakeholders early in the process to build trust and address concerns, ensuring transparent communication about the benefits of AI. Gathering and analysing data rigorously and setting clear timelines will help ensure the project's success. Regular progress reviews and adjustments based on feedback will also mitigate these risks.
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.

To ensure the success of the report with only myself as the resource and a deadline of the end of August, meticulous planning and efficient use of time are crucial. I will serve as the project manager, researcher, analyst, and transcriber. I will engage with NHS Wales people professionals through interviews and focus groups to gather necessary insights. Data collection will be facilitated using survey software such as MS Forms and recording devices, while data analysis will be conducted using MS Word. I'll access comprehensive HR data and benchmarking data from other organisations for a comparative analysis. Potential constraints, such as limited data access and resistance from staff, will be mitigated by establishing data access agreements early and clearly communicating the benefits of the research to ensure staff buy-in. By managing my time effectively and maintaining a clear focus on essential activities, I will complete the report by the end of August, providing valuable insights for AI integration in NHS Wales HR functions.
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.

To collect the primary data for the report, I will employ a mixed-method approach involving both focus groups and one-on-one interviews with HR professionals from NHS Wales. Initially, I will organise several focus groups comprising diverse HR staff to foster in-depth discussions about the challenges and barriers they face in integrating AI into their roles. These sessions will allow for the exploration of shared experiences and collective insights. Following the focus groups, I will conduct one-on-one interviews to gain a more personalised and detailed understanding of individual perspectives. These interviews will help identify specific, nuanced barriers and their impacts on HR tasks. Both focus groups and interviews will be recorded and transcribed for thorough analysis. This qualitative data collection will be complemented by structured surveys to gather quantitative data, providing a comprehensive understanding of the barriers to AI integration in NHS Wales HR functions.
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.

To collect primary data for the report, I will employ a qualitative research approach involving focus groups and one-on-one interviews with HR professionals from NHS Wales. This approach is appropriate for several reasons. Firstly, I will organise several focus group sessions with diverse HR staff from various departments within NHS Wales. Each session will include 6-8 participants to ensure manageable group dynamics and encourage open discussion. Focus groups are ideal for exploring shared experiences and generating rich, detailed data on the collective challenges faced by HR professionals. The interactive nature of focus groups can reveal common barriers and stimulate new ideas through group dialogue. To gain access to personnel for focus groups, I will make formal requests to HR departments and leadership within NHS Wales. Emphasising the importance of the research for future workforce development and ensuring confidentiality may increase willingness to participate.

In addition to focus groups, I will conduct one-on-one interviews with selected HR professionals to delve deeper into individual perspectives. These interviews will be semi-structured to allow for flexibility and the exploration of specific issues that arise. Interviews provide a more intimate setting, enabling participants to discuss sensitive topics and specific challenges in detail. This method complements the focus groups by capturing nuanced insights that might not emerge in a group setting. Gaining access for interviews will involve direct contact with potential participants and obtaining necessary permissions. Assuring participants of their anonymity and the value of their input can help in securing their cooperation.

The chosen qualitative methods are particularly suited for this research as they allow for an in-depth understanding of the barriers to AI integration, which can be complex and multifaceted. The combination of focus groups and interviews provides a comprehensive view, capturing both collective and individual experiences.

Potential access challenges include resistance or reluctance from HR staff to participate due to concerns about time commitment or apprehension about discussing AI-related issues. To address this, I will clearly communicate the purpose and benefits of the research, emphasising its potential to enhance HR processes and support workforce development. I will also ensure that the sessions are scheduled at convenient times and that participation is voluntary and confidential. Providing summaries of findings to participants can also demonstrate the practical value of their contributions. By using these methods and addressing access concerns proactively, I aim to gather robust primary data that will significantly inform the report's findings and recommendations.
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 plan to collect primary data from HR professionals within NHS Wales, including staff from various departments and levels of seniority. Anticipated challenges include potential resistance due to time constraints, apprehension about discussing AI-related issues, and concerns about confidentiality. To address these, I will approach potential participants through formal requests to HR departments and leadership, clearly communicating the research's purpose and benefits. I have chosen these individuals because they are directly involved in HR processes and are best positioned to provide valuable insights into the barriers to AI integration. Individuals may agree to participate due to the opportunity to contribute to improving HR functions and workforce development, as well as assurances of confidentiality and the practical value of the research findings. However, some may refuse due to time commitments or discomfort with the subject matter. By addressing these concerns and emphasising the positive impact of their participation, I aim to secure their cooperation and gather robust primary data.
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

CIPD (2015) Transformational change: Theory and practice Available at: URL hhttps://www.cipd.org/uk/knowledge/reports/change-theory-practice-report/ (Accessed: 28.5.2024).
CIPD (2022) Change management. Available at: URL https://www.cipd.org/uk/knowledge/factsheets/change-management-factsheet/ (Accessed: 28.5.2024).
CIPD (2023) Change management: A guide for people professionals Available at: URL https://www.cipd.org/uk/knowledge/guides/change-management/(Accessed: 28.5.2024).
CIPD (2023) Organisation development. Available at: URL https://www.cipd.org/uk/knowledge/factsheets/organisational-development-factsheet/ (Accessed: 28.5.2024).
CIPD (2023) Technology use in learning and development. Available at: URL https://www.cipd.org/uk/knowledge/guides/technology-learning-development/ (Accessed: 28.5.2024).
CIPD (2024) Technology, AI and the future of work. Available at: URL https://www.cipd.org/uk/knowledge/factsheets/emerging-future-work-factsheet/  (Accessed: 28.5.2024).
Forbes (2023) How Data And AI Are Reshaping Contemporary HR Practices Available at: URL https://www.forbes.com/sites/bernardmarr/2023/11/02/how-data-and-ai-are-reshaping-contemporary-hr-practices/?sh=5d59489244fd (Accessed: 28.5.2024).
IBM (2023) Artificial intelligence and a new era of human resources Available at: URL https://www.ibm.com/blog/artificial-intelligence-and-a-new-era-of-human-resources/ (Accessed: 28.5.2024).
McKinsey and Co (2024) Four ways to start using generative AI in HR  Available at: URL https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-organization-blog/four-ways-to-start-using-generative-ai-in-hr (Accessed: 28.5.2024).
Oracle (2019) AI in Human Resources 

The Time is Now Available at: URL https://www.oracle.com/a/ocom/docs/applications/hcm/oracle-ai-in-hr-wp.pdfs (Accessed: 28.5.2024).
Workable (2023) How is AI used in human resources? 7 ways it helps HR Available at: URL https://resources.workable.com/tutorial/artificial-intelligence-in-human-resources (Accessed: 28.5.2024).
Books (on topic area and associated subjects):

Approximately 10

Beyond Human Resources: Research Paths Towards a New Understanding of Workforce Management Within Organizations (2021). IntechOpen. Available at: https://doi.org/10.5772/intechopen.92925.
Burnes, B., Hughes, M. and By, R.T. (eds) (2023) Organizational change, leadership and ethics : leading organizations towards sustainability. Second edition. London, England ; Routledge.
Cheese, P. (2021) The new world of work : enable the workforce and the business to thrive. London, England ; Kogan Page.
Ford, M. (Martin R.) (2021) Rule of the robots : how artificial intelligence will transform everything. London: Basic Books.
Human-Centered AI: A Multidisciplinary Perspective for Policy-Makers, Auditors, and Users (2024). Taylor & Francis. Available at: https://doi.org/10.1201/9781003320791.
Hunter, I. and Saunders, J. (2004) Future of HR and the need for change new operating models to deliver increased value. 2nd ed. London: Thorogood.
Niemi, H., Pea, R.D. and Lu, Y. (2022) AI in Learning. 1st edn. Cham: Springer International Publishing AG.
Ryan, R. (2008) Leadership development : a guide for HR and training professionals. Oxford: Butterworth-Heinemann.
Taylor, S. and Woodhams, C. (eds) (2022) Studying human resource management : a guide to the study, context and practice of HR. Third edition. London: KoganPage.
Wetherly, P. and Otter, D. (eds) (2018) The business environment : themes and issues in a globalizing world. Fourth edition. Oxford: Oxford University Press.
Yadav, R., Sinha, M. and Kureethara, J.V. (eds) (2023) HR Analytics in an Era of Rapid Automation. 1st ed. Hershey, PA: IGI Global.
Books (on research methodology):

Approximately 3

Hennink, M.M., Hutter, I. and Bailey, A. (2020) Qualitative research methods. Second edition. Los Angeles: SAGE.
Hitchcock, J.H. and Onwuegbuzie, A.J. (2022) The Routledge Handbook for Advancing Integration in Mixed Methods Research. 1st edition. Oxford: Routledge. Available at: https://doi.org/10.4324/9780429432828.
Leavy, P. (2020) The Oxford Handbook of Qualitative Research. Second edition. Oxford: Oxford University Press. Available at: https://doi.org/10.1093/oxfordhb/9780190847388.001.0001.
Magnusson, E. and Marecek, J. (2015) Doing Interview-based Qualitative Research: A Learner’s Guide. 1st edn. Cambridge: Cambridge University Press. Available at: https://doi.org/10.1017/CBO9781107449893.
Madondo, S.M. (2021) Data Analysis and Methods of Qualitative Research: Emerging Research and Opportunities. 1st edn. Hershey: IGI Global.
O’Leary, Z. (2021) The essential guide to doing your research project. 4th edition. London: SAGE.
Peer reviewed research papers:

Approximately 10

Bar-Gil, O., Ron, T. and Czerniak, O. (2024) ‘AI for the people? Embedding AI ethics in HR and people analytics projects’, Technology in society, 77. Available at: https://doi.org/10.1016/j.techsoc.2024.102527.
Chen, C. (2023) ‘Influence of Employees’ Intention to Adopt AI Applications and Big Data Analytical Capability on Operational Performance in the High-Tech Firms’, Journal of the knowledge economy, pp. 1–29. Available at: https://doi.org/10.1007/s13132-023-01293-x.
Cheng, K.-T., Chang, K. and Tai, H.-W. (2022) ‘AI Boosts Performance but Affects Employee Emotions’. Available at: https://doi.org/10.4018/irmj.314220.
Cramarenco, R.E., Burcă-Voicu, M.I. and Dabija, D.C. (2023) ‘The impact of artificial intelligence (AI) on employees’ skills and well-being in global labor markets: A systematic review’, Oeconomia Copernicana, 14(3), pp. 731–767. Available at: https://doi.org/10.24136/oc.2023.022.
da Motta Veiga, S.P., Figueroa-Armijos, M. and Clark, B.B. (2023) ‘Seeming Ethical Makes You Attractive: Unraveling How Ethical Perceptions of AI in Hiring Impacts Organizational Innovativeness and Attractiveness’, Journal of business ethics, 186(1), pp. 199–216. Available at: https://doi.org/10.1007/s10551-023-05380-6.
Eisbach, S., Langer, M. and Hertel, G. (2023) ‘Optimizing human-AI collaboration: Effects of motivation and accuracy information in AI-supported decision-making’, Computers in Human Behavior: Artificial Humans, 1(2), pp. 100015-. Available at: https://doi.org/10.1016/j.chbah.2023.100015.
Kong, H. et al. (2023) ‘The impact of trust in AI on career sustainability: The role of employee–AI collaboration and protean career orientation’, Journal of vocational behavior, 146, pp. 103928-. Available at: https://doi.org/10.1016/j.jvb.2023.103928.
Kshetri, N. (2021) ‘Evolving uses of artificial intelligence in human resource management in emerging economies in the global South: some preliminary evidence’, Management research news, 44(7), pp. 970–990. Available at: https://doi.org/10.1108/MRR-03-2020-0168.
Malin, C. et al. (2023) ‘In the AI of the Beholder—A Qualitative Study of HR Professionals’ Beliefs about AI-Based Chatbots and Decision Support in Candidate Pre-Selection’, Administrative sciences, 13(11), pp. 231-. Available at: https://doi.org/10.3390/admsci13110231.
Strich, F., Mayer, A.-S. and Fiedler, M. (2021) ‘What Do I Do in a World of Artificial Intelligence? Investigating the Impact of Substitutive Decision-Making AI Systems on Employees’ Professional Role Identity’, Journal of the Association for Information Systems, 22(2), pp. 304–324. Available at: https://doi.org/10.17705/1jais.00663.
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

Set up a questionnaire to disseminate to NHS Wales staff inviting them to attend a focus group and/or 121 interview, outlining the nature of project.
15th June 2024
Undertake a literature review of secondary research and create a report on findings
17th June 2024
Collate questionnaire responses and set up focus groups ensuring data consent forms are shared
15th July 2024
Undertake focus groups and 121 interviews
01st August 2024
Transcribe and collate data collected from focus groups and 121 interviews
09th August 2024
Analyse and Evaluate primary and secondary research 
11th August 2024
Create a business case for HPMA Cymru using the findings 
25th August 2024
Present findings and business case to HPMA Cymru
01st September 2024
Submit business case and research assignment to support CIPD
02ND September 2024
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.

When can we schedule our initial meeting to discuss the report in detail?

What dates and times are convenient for you for regular progress check-ins?

Can we confirm the venue for our meetings, or will they be conducted virtually?

Are there any specific areas of AI integration in HR that you would like me to focus on?

Do you have any particular expectations regarding the depth of analysis or key topics to cover?

What tools or resources will be available for data collection and analysis (e.g., survey software, recording devices)?

Are there any preferred methods for transcribing and storing collected data securely?

What are the key milestones and deadlines for drafts and the final submission?

How would you prefer to receive updates and preliminary findings?

What is the process for incorporating feedback and making revisions to the report?

Are there any additional resources or support available to assist with this project?

Who should I contact for any technical or administrative issues that may arise during the research?
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