 PROJECT INITIATION DOCUMENT (PID)

Driving Change and Building Business Cases - 

Investigating a Business Issue from a HR Perspective

Students Name: Nicole Smith
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
	Nicole Smith

	2. Organisation name:
	Wall Colmonoy Ltd


	3. Type of business:

Nature of business and customer profile:
	Manufacturing 
Wall Colmonoy Ltd (WCL) is part of the Wall Colmonoy Corporation which is a leading global materials engineering group engaged in the manufacturing of precision castings, coatings, brazing products and engineered components.


	4. Number employed by organisation:
	201

	5. Number employed within human resources (HR) department (if applicable):
	2 

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


	HR planning, learning and development, resourcing and talent management, performance management, employee engagement, training and development, career/ succession planning, rewards and recognition, policy formulation, compensation and benefits and administrative responsibilities

	7. Your job title:


	HR Advisor 

	8. How long have you been in this job?
	3 Years 

	9. Outline main purpose of your job:


	· The HR Advisor is a generalist role providing front line HR support to all levels across the organisation.   
· Support the HR Manager in all aspects on the HR Functions at WCL. 



	10. List the HR responsibilities within your job:


	•
Facilitate the recruitment process and new 
            starter programme

•
Co-ordinate on-boarding activities, focusing on 
            our 30, 60, 90 day initiative which is a continuation    
            of our recruitment process
•
Coach and support leaders on recruitment, 
            performance management and absence 
            management

•
Identify and organise Training, Learning and 
            Development sessions

o
Co-ordinate WCL’s Apprenticeship programmes, 
            providing coaching and support to the apprentice 
            and their line manager

o
Review in-house and external training courses

•
Performance Management

o
Review data with Managers to support the process

•
Absence Management to include Occupational 
            Health reviews

o
Facilitate meetings, which may lead to 
            disciplinary action

o
Experience in facilitating disciplinary 
            investigations

•
Organise Occupational  Health reviews 

•
Gather and analyse HR data, identifying trends, 
         underlying issues and review strategies to apply fixes

•
Track and monitor data for monthly reporting

•
Analyse complex issues and provide practical and 
            workable solutions

•
Identity new approaches to apply to current working 
            practices, to streamline the HR function

•
Interact with all levels across the business, 
            providing structured HR support and advice

•
Provide information, support and advice to all 
            employees

•
Attend meetings and prepare detailed and accurate 
            Minutes in a timely manner
•
Active member of the Works Council group, co-
            ordinating the process and supporting employees 
            meetings and prepare detailed and accurate 
            Minutes in a timely manner
•
Willing and enthusiastic to play a key part in the 
            development of the HR function 


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


	Name: Julie Wright 
Job title: HR Manager
Relationship to you: 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: Identify trends and failings in Wall Colmonoy’s induction process. Use findings to standardise the process to increase engagement and retention. 


	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 Critically evaluate the current induction process 
2 Identify and critically evaluate suitable interview techniques and use techniques to collect data from employees
3 Critically analyse results and present findings in the context of Wall Colmonoy

4 Develop a standardised induction process for all levels of employee to increase engagement and retention. 



	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:

Is the current induction process meeting Wall Colmonoy’s needs?
Is the current induction process meeting new employee’s needs?
Can engagement and retention increase if there is a standardised process?
Tasks relevant to objective one:

1. Evaluate the current induction process 
2. Identify any failing or gaps within the process.
Questions relevant to objective two:

What would be the best interview technique to collect data from new employees?
How can individuals be made to feel comfortable in giving honest feedback?
Tasks relevant to objective two:
1. Evaluate suitable interview techniques
2. Create and review a suitable standardised interview template

3. Speak 1:1 with new starters who have been at Wall Colmonoy for less than 1 year, employees who have changed roles in the last 12 months and managers/ supervisors who currently lead the induction process and ask if they’d like to take part in the research project

4. Schedule 1:1 sessions with willing employees.
5. Interview all willing individuals and find out their thoughts on the current induction process.

Questions relevant to objective three:
Are there any trends emerging from the data collected?
Are there constraints in the data collection / report? Reliability of data?

Is the data presented clearly?

Tasks relevant to objective three:

1. Present results from employee interviews 

2. Analysis results from the interviews and identify trends
3. Use data from other sources (Turnover and recruitment costs data) to help inform findings
Questions relevant to objective four:

Is a different induction process needed for different new starters? For example, variation in inductions for office / production based employees / managers joining Wall Colmonoy? 

Will a detailed induction process increase engagement? 
Will a detailed induction process increase retention?
How will the success of a new induction process be measured?
Tasks relevant to objective four:
1. Develop a standardised induction process for all levels of employees 
2. Timeframe for process change 


	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.  

There are failings and gaps within Wall Colmonoy’s recruitment activity, with the ‘gap’ concerning the induction process. Wall Colmonoy currently has a robust interview and extended onboarding programme, however induction processes are not standardised and departmentally based/ led. This results in differing induction processes across departments and a lack of ownership from Supervisors.
Standardising the induction process would ensure consistency across the company (as seen during interviews and during extended onboarding). 
Induction standardisation could lead to higher retention rates, reducing turnover (<1 year is companywide where the highest turnover is and high department specific turnover in Alloy Products) 
ROI – Cost and time spent recruiting, especially in the current tight labour market and the great resignation/ reprioritisation. Reducing costs through recruitment would be a benefit to the company and managers interviewing for roles (Electrical Maintenance role -  coordinating different agencies, interview times/ candidates and 3 interviewees diaries and still no one recruited since December 2021).   


	16. Identify the risks associated with the report and how these could be overcome.

· Confidentiality – Ensuring data collected is anonymously presented, access is restricted to the ‘primary/ raw’ data. 
· Access to the right people – Getting employees released to attend the interviews, annual leave ‘peaks’ during school summer holidays 
· Timing of research project – Work commitments can impede data collection, along with school holidays and annual leave.   Unforeseen absences like we experienced with Covid, could cause an issue too.
· Constraints of research – Acknowledge reliability, people are biased. No sweeping statements can be made as there will be constraints on the data collected
· Engagement with supervisors / managers – Getting supervisors and managers to critique current process and take ownership of new standardised process
· Devolvement of new standardised process will be a challenge but a focus to be placed on enabling the ownership, responsibility and accountability of supervisors/ managers.
· Culture -  Traditional, industrial business which is uncomfortable with change, but very accepting too. Resistance is small, but continuous implementation of new ideas is a challenge. Engagement with Works Council before any implementation of new process to engage employees and build trust in the new process / change.



	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.

People
Ensuring availability, including around annual leave or strict deadlines. Also getting buy in from supervisors/managers so they do not revert to their ‘old ways’ or evade responsibility. Explain the reasoning and benefits of the new process while devolving responsibility by creating a standardised process. 
Time 
Time to undertake the interview(s). Getting people released to attend the interviews. All interviews to be diarised ahead of time and reminders sent. 
Data 
Restricting access to both paper and computer based data, software including Microsoft Word and Excel are crucial to ensuring the data can be analysed and presented. 


	18. State what method you intend to use to collect your primary data.  For example, questionnaire, interviews, telephone surveys, focus groups etc.  Outline why a particular research method was chosen over alternatives.

1:1 interviews, as this will provide the most honest feedback and confidentiality/ anonymity can be maintained.
**Pros and Cons of why a certain collection method was used to be included in table format within the report. 



	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.

Engagement and interaction with new starters is already established through the extended onboarding programme (30,60,90 Day reviews). To date, honest feedback has been given and employees have been happy to share their thoughts. 
All employees with 1 years’ service or under or changed roles within the last year will attend the HR Office (which they do for their extended onboarding meetings) and will be asked standardised interview questions about the current induction process. 


	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.

· Employees who have 1 year or less service at Wall Colmonoy
· Employees who have changed roles in the last 12 months

· Managers / Supervisors (Having buy in could be a challenge as current process is departmentalised to them). Also provides a wider perspective/ insights of the current process. 
Employees will be asked directly if they’d like to be interviewed confidentially to help the implementation of a standardised and improved induction process. All employees listed above are fundamentally involved in the induction process and will hopefully agree to take part to enhance the process and reduce issues to new employees. 
If employees opt not to take part in the research project, assurances will be made that this choice wouldn’t affect their employment at Wall Colmonoy.



	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:

1. ACAS. (2022) Checklist for induction of new staff. Available at: https://www.acas.org.uk/checklist-for-induction-of-new-staff (Accessed: 11 June 2022).

2. CIPD. (2021) Induction. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/recruitment/induction-factsheet (Accessed: 11 June 2022).
3. CIPD. (2021) Employer Brand. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/recruitment/brand-factsheet (Accessed: 11 June 2022).

4. Cookson, G. (2022) How to successfully onboard an employee into a hybrid model, People Management. Available at: https://www.peoplemanagement.co.uk/article/1751845/how-successfully-onboard-employee-into-hybrid-model (Accessed: 11 June 2022).
5. Hill, G. (2018) How to create your new starter induction, LinkedIn. Available at: https://www.linkedin.com/pulse/how-create-your-new-starter-induction-part-4-gareth-hill?trk=pulse-article  (Accessed: 13 June 2022).

6. Howlett, E. (2020) How to get onboarding right, People Management. Available at: https://www.peoplemanagement.co.uk/article/1742140/how-get-onboarding-right#_ (Accessed: 11 June 2022).
7. Lawson, C. (2018) Welcome aboard: A guide to the perfect induction for new starters, Hiscox. Available at: https://www.hiscox.co.uk/business-blog/welcome-aboard-guide-perfect-induction-new-starters (Accessed: 11 June 2022). 
8. Maurer, R. (2019) New Employee Onboarding Guide, Society for Human Resource Management. Available at: https://www-proquest-com.ezproxy.uwtsd.ac.uk/docview/2181792809?pq-origsite=primo&accountid=130472 (Accessed: 11 June 2022).
9. O’Neill, O. (2018) The Importance of Inducting New Employees to Your Workplace, LinkedIn. Available at: https://www.linkedin.com/pulse/importance-inducting-new-employees-your-workplace-olivia-o-neill (Accessed: 11 June 2022).

10. Roberts, A. (2015) Five Steps to Effective Induction, LinkedIn. Available at: https://www.linkedin.com/pulse/five-steps-effective-induction-angela-roberts?trk=pulse-article (Accessed: 11 June 2022).
11. Turner, P. (2016) ‘Rethinking staff inductions’, CIPD (Podcast). 2 April 2014. Available at: https://www.cipd.co.uk/podcasts/rethinking-staff-inductions (Accessed: 12 June 2022).
Books (on topic area and associated subjects):

1. ACAS. (2015) Starting staff: induction. London: ACAS.
2. Fear, C. (2017) Four ways to align induction with your Employee Value Proposition. Employee Benefits Magazine. London: Centaur Media USA Inc
3. Fowler, A. (1996) Employee Induction. 3rd Edition. London: Chartered Institute of Personnel and Development.

4. Fowler, A. (1999) Induction. London: Chartered Institute of Personnel and Development.

5. Leatherbarrow, C and Fletcher, J. (2019) Introduction to Human Resource Management. 4th Edition. London: Kogan Page.
6. Meighton, M. (2000) Induction training : effective steps for investing in people. London: Kogan Page.
7. NHS. (2015) New starter induction programme.  Blackpool: Blackpool Teaching Hospitals, NHS Foundation Trust.
8. Robson, F. (2009) Effective inductions. CIPD toolkit. London: Chartered Institute of Personnel and Development.
9. Skeats, M. (1996) Successful induction: how to get the most from your new employees. London: Kogan Page.

10. Sonnen, J. (2022) Beyond Embarrassing: Why Employee Onboarding Needs to Up Its Game. New York: Informa.

11. Taylor, S. (2019) Resourcing and talent management. 7th edn. London: CIPD Kogan Page.
12. Wanberg, C. (2012) The Oxford handbook of organizational socialization. Oxford: Oxford University Press.
13. White, S. (2016) 4 tips for more successful employee onboarding. Framingham: IDG Communications, Inc.

Books (on research methodology):

1. Anderson, V. (2013) Research methods in human resource management. 3rd edn. London: CIPD.

2. Cameron, E. and Green, M. (2019) Making Sense of Change Management: A Complete Guide to the Models, Tools and Techniques of Organizational Change. 5th edn. London: CIPD Kogan Page.
3. Cameron, S. (2009) Business research methods : A practical approach. London: CIPD.

4. McCalman, J. (2016) Change management: A guide to effective implementation. 8th edn. London: Sage.
5. Saunders, M.N.K. (2019) Research methods for business Students. 8th edn. New York: Pearson.
Peer reviewed research papers:

1. Cable, D, Gino, F and Staats, B. (2013) ‘Reinventing employee onboarding’, MIT Sloan management review, 54(3), p.23-28. 

2. Caldwell, C and Peters, R. (2018) ‘New employee onboarding – psychological contracts and ethical perspectives’, The Journal of management development, 37(1), p.27-39. DOI: 10.1108/JMD-10-2016-0202

3. Daskalaki, M. (2012) ‘Recontextualizing New Employee Induction: Organizational Entry as a Change Space’, The Journal of Applied Behavioral Science, 48(1), pp. 93-114. DOI: 10.1177/0021886310395899

4. Dávila, N and Piña-Ramírez, W. (2018) ‘Let’s talk about onboarding metrics’, TD: Talent Development, 72(12), pp. 44-48.
5. Kabat, S. (2012) ‘Strategies for Effectively Onboarding New Employees, Business NH Magazine, 29(5), pp. 9-9
6. Kirby , A. (2005) ‘Coors turns new employees into ambassadors for beer’, Human Resource Management International Digest, 13(6), p.30-32. DOI: 10.1108/09670730510619303
7. Klein, H, Polin, B and Leigh-Sutton, K. (2015) ‘Specific Onboarding Practices for the Socialization of New Employees: Onboarding Practices’, International journal of selection and assessment,, 23(3), p. 263-283. DOI: 10.1111/ijsa.12113.
8. McNeill , M. (2012) ‘On boarding and induction’, Keeping Good Companies, 64(11), pp. 687-689. DOI: 10.3316/informit.979226780271533 

9. Politt, D. (2009) ‘Induction process puts First UK Bus on route to greater efficiency: Dramatic fall in turnover of new drivers’, Human Resource Management International Digest, 17(4), p.6-9. DOI: 10.1108/09670730910963235
10. Snell, A. (2006) ‘Researching onboarding best practice: Using research to connect onboarding processes with employee satisfaction’, Strategic HR review, 5(6), p.32-35. DOI: 10.1108/14754390680000925



	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 a list of interviewees 
17th June 2022
Initial research into induction literature
20th June 2022
Research into research methodologies.

20th June 2022
Focus on methodology of data collection
1st July 2022
Review current induction process
1st July 2022
Speak with interviewees and get verbal agreement to take part in the research

4th July 2022

Create an interview template, which outlines purpose of interview 
4th July 2022
Diarise interviews
8th July 2022
Undertake interviews with participants 
22nd July 2022
Analyse data and see if trends emerge
29th July 2022
Start to present findings 
29th July 2022
Access wider Wall Colmonoy turnover data to help inform research

29th July 2022
Focus on wider reading and successful standardised programmes. 
26th August 2022
Draft a standardised programme
26th August 2022
Review how retention and engagement success will be analysed

26th August 2022
Get feedback on ‘new’ standardised programme from SMT
9th September 2022
Tweak programme 
16th September 2022
Get feedback on ‘new’ standardised programme from participants involved in the research (Group format). 

21st September 2022
Get feedback on ‘new’ standardised programme from Works Council
22nd September 2022
Final tweaks and amendments – Confirm implementation date
29th September 2022




	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.

· Forthcoming events – Improving recruitment activity and retention (2 day training course on 15th and 16th June 2022). Booked onto the training course being held by the Cast Metal Federation in the West Midlands. Supported in the training by Julie Wright (HR Manager). 
· Scheduled weekly meetings with Julie Wright, HR Manager to review progress and discuss any issues which have arose.  

· Agreement of aims and objectives of report between myself and Julie Wright, HR Manager at Wall Colmonoy. 
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