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[bookmark: _Toc1741869081]Introduction 
EE is one of the UK’s leading telecommunications providers, employing a large and diverse workforce across retail, customer service, and technical operations. As the organisation continues to undergo digital transformation, leadership has become increasingly important in shaping how employees experience communication, support, and performance expectations. In dynamic service environments like EE, leadership behaviours directly influence employee motivation, engagement, and overall workplace satisfaction.
Recent organisational changes including new technologies, shifting customer demands, and restructuring across teams have placed increased pressure on leaders to guide employees effectively. However, there is limited understanding of how employees themselves perceive leadership within EE. Gaining insight into these opinions is essential for recognising strengths, highlighting areas for improvement, and informing future leadership development initiatives.
Although leadership is widely discussed in academic literature, there is a gap in understanding how these theories translate into EE’s operational context. This study therefore focuses on exploring employees’ assessments of leadership effectiveness within the organisation. The introduction of this research sets the foundation for the investigation by outlining the organisational context, the relevance of leadership at EE, and the need for further exploration.
The following section presents the research aim and objectives that guide this study before moving into the literature review to establish the theoretical background.
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[bookmark: _Toc1014043715]Rationale 
Leadership plays an important role in shaping how employees feel, work, and perform, especially in quickly changing service environments like telecommunications. EE, as part of BT Group, conducts business in a highly competitive sector where employees regularly face new technologies, changing customer expectations, and ongoing organisational restructuring. In these conditions, effective leadership is essential for upholding morale, supporting staff through change, and ensuring consistent service delivery (Northouse, 2021).
Although leadership has been widely researched, there is limited understanding of how employees within UK telecommunications businesses, including EE, understand leadership in their day‑to‑day roles. This gap is important because employee perceptions strongly influence motivation, trust, job satisfaction, and organisational commitment (Yukl, 2013). As EE continues to roll out new systems, integrate with BT processes, and adapt to digital transformation, employees’ views of leadership become even more relevant.
Exploring these thoughts will provide valuable insight into how leadership behaviours are experienced on the ground and whether they meet employee needs during periods of change. Research shows that during organisational transitions, employees’ interpretations of leadership behaviours significantly shape their attitudes and resilience (Kotter, 2012). Understanding these beliefs can therefore help EE strengthen leadership practices and improve communication and support across teams, especially during uncertainties (Bordia et al., 2004).
Ultimately, this study is important since it addresses a clear gap in the literature, offers practical value for EE’s leadership development, and contributes to a better understanding of effective leadership within the telecommunications sector. By focusing on employee perspectives, the research provides a grounded and meaningful view of leadership effectiveness in a real organisational context (Bryman, 2016).







[bookmark: _Toc1058046236]Key literature review 
Research highlights the importance of leadership in shaping organisational performance, particularly in environments undergoing rapid change (Fuchs and Edwards, 2012). Transformational leadership is often identified as the most effective style in dynamic settings, as it supports employee adaptability, motivation, and engagement during organisational change (Bagga., 2022). Employees who take initiative and use their strengths proactively tend to perform better under leaders who encourage autonomy and development (Bakker et al., 2022). Leadership effectiveness is also influenced by the balance between hard capabilities, soft capabilities, and teamwork, with evidence suggesting that transformational leadership has stronger positive effects in smaller organisations (Agazu, et al., 2025).
Transactional leadership has been widely used, yet its mechanisms are not fully understood. Studies show that transactional behaviours such as assessing performance and using rewards or sanctions may influence outcomes indirectly through leader–member exchange (LMX) and psychological empowerment (Young et al., 2021). Transactional leadership tends to be more effective in high-pressure, short-term environments (Dong, 2023). LMX theory further emphasises the importance of relationship quality, with high‑quality exchanges linked to trust, support, and stronger employee outcomes (Graen and Uhl‑Bien, 1995).
In addition, Employee views play a fundamental role in figuring out whether leadership is viewed as effective. Trust, fairness, and communication are key factors shaping these views (Dirks and Ferrin, 2002) and (Colquitt et al., 2001). In EE’s rapid environment, expectations of leadership are strongly influenced by organisational pressures such as workload intensity, performance tracking, and change uncertainty (Nielsen and Randall, 2013). Employees may view leadership as supportive when communication is clear and expectations are manageable but as controlling when KPIs overshadow wellbeing or autonomy.
Employee motivation is an important factor influencing how staff respond to leadership, and two foundational theories in this area are Maslow’s Hierarchy of Needs and Herzberg’s Two‑Factor Theory. Maslow suggests that individuals progress through a series of needs—starting with physiological and safety needs and moving towards belonging, esteem and self‑actualisation. In the workplace, this means employees require security, fair treatment, and opportunities for growth to remain motivated (Maslow, 1954). Herzberg distinguishes between hygiene factors such as pay, working conditions and job security, which prevent dissatisfaction, and motivators such as recognition, achievement, and responsibility, which actively enhance satisfaction (Herzberg et al., 1959). Within EE, these theories help explain why supportive leadership, clear communication and recognition contribute to positive employee experiences, while KPI pressure or inconsistent communication may reduce motivation. Together, Maslow and Herzberg provide a useful foundation for understanding how leadership behaviours influence employee motivation and engagement.
Furthermore, opinions also vary across teams and roles. Employees who experience relational support and consistent communication tend to interpret leadership more positively, while those facing work intensification or unclear expectations report lower trust and engagement (Kim and Fernandez, 2017). This highlights that leadership at EE must be understood through employees lived experiences rather than solely through formal leadership models.
Leadership effectiveness is still contested in the literature. Some scholars argue that transformational leadership consistently enhances motivation and performance, while others suggest its impact is overstated and highly dependent on context (Antonakis, 2012). There is also debate over whether leadership should be evaluated based on leader behaviours or employee impressions, with evidence showing that feelings often have a stronger influence on outcomes (Mayer et al., 1995) and (Epitropaki and Martin, 2005).
In digital environments, researchers disagree on whether new leadership models are required or whether traditional theories such as transformational leadership and LMX remain sufficient (El Sawy et al., 2016). Another debate concerns whether leaders should prioritise stability or change, particularly in volatile sectors like telecoms, where employees require both clarity and flexibility (Uhl‑Bien and Arena, 2018). These debates highlight that leadership effectiveness is shaped by context and by how employees experience. 

[bookmark: _Toc1469370800]Research aims, objectives and research question
Research aim 
The aim of this study is to explore how employees at EE perceive the effectiveness of different leadership styles within a fast‑paced, digitally transforming telecoms environment.
Research objectives 
1. To identify the leadership styles demonstrated by managers within EE.
2. To explore how employees perceive the effectiveness of these leadership styles.
3. To examine how leadership styles influence employee motivation, engagement and performance.
4. To analyse how organisational pressures such as KPIs and digital transformation shape employee perceptions of leadership.
5. To develop recommendations for improving leadership practice and employee experience at EE.

Research question 

How do employees at EE perceive the effectiveness of different leadership styles within a fast paced, digitally transforming telecoms environment?


[bookmark: _Toc82983755]Methodology 
The methodological framework for this study is guided by Saunders, Lewis and Thornhill’s Research Onion, which provides a structured approach for designing and justifying each stage of the research process. The model helps researchers move from broad philosophical assumptions to specific data collection techniques in a logical and transparent way. Using the Research Onion ensures that every methodological decision such as the choice of positivism, a deductive approach, a mono‑method quantitative design, and a survey strategy is clearly aligned with the aims of the study and the nature of the research question. This structure is particularly useful for organisational research, as it allows the methodology to be presented in a coherent, layered format that conveys academic rigour and consistency (Quinlan et al., 2019). 
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Figure 1 Source (Bing, 2019)
This study adopts a positivist philosophy, which assumes that social phenomena can be measured objectively and analysed using quantifiable data. Positivism is acceptable since the research aims to examine patterns in employee thoughts of leadership at EE using structured, numerical data rather than subjective interpretation. This aligns with the use of surveys, statistical analysis and generalisable findings. Positivist approaches are commonly used in leadership and organisational behaviour research where the goal is to identify relationships between variables (Saunders et al., 2019).
A deductive approach is used because the study begins with established theories such as transformational leadership, transactional leadership and LMX and tests how these theories apply within EE’s telecoms environment. Deduction is suitable when the research aims to examine relationships between variables. For example, leadership style and employee perceptions and when hypotheses or expectations are informed by existing literature. This approach supports structured data collection and statistical analysis. 
A survey strategy is adopted because it enables the collection of standardised data from a large percentage of employees efficiently. Surveys are widely used in organisational research to measure norms, attitudes, and behaviours (Furnham, A. 2021). This strategy is adequate for EE’s large workforce and allows the researcher to capture variation across roles, teams and levels of exposure to organisational change. Surveys also support anonymity, which is essential when exploring sensitive topics such as leadership effectiveness and organisational pressures.

[bookmark: _Toc615015617]Sampling method 
This study adopts purposive sampling to select participants who can provide informed insights into leadership behaviours within EE. The sampling process begins with the overall population of EE employees and narrows down to those with at least six months of tenure, ensuring participants have sufficient organisational experience to comment meaningfully on leadership practices. The diagram below illustrates the logical flow of this sampling design.
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Figure 2 : Purposive Sampling Process for EE Leadership Study
The target population is current EE employees, and the planned sample size is 150–200 participants. This range is suitable for a mono‑method quantitative design and provides enough responses to generate reliable descriptive statistics. Quantitative studies commonly use sample sizes of this scale to ensure sufficient statistical power while nevertheless being manageable within project constraints (Oppenheim, 2000). Inclusion criteria require participants to be current employees aged 18 or over. No personal identifiers will be collected, and participation is voluntary. Although purposive sampling does not allow for full generalisation to all EE employees, it is right for this study because it prioritises relevance and ensures that data is collected from individuals with genuine experience of leadership within the organisation (Taherdoost, 2016).

[bookmark: _Toc2042001493]Data Collection 

This study collected data using a structured online questionnaire distributed to EE employees with six months or more tenure. The process involved designing the survey, distributing it electronically, collecting responses, cleaning the dataset, and analysing the results to address the research goals. The flowchart below outlines the full data collection process used in this study.
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This particular type of study will collect primary data using an online questionnaire, which is suitable for EE’s large, geographically dispersed workforce. Employees work across retail stores, contact centres and digital teams, making a flexible, accessible method essential (Sturdy, 2016). An online questionnaire enables staff to join in at a time that suits their shift patterns, increasing inclusivity and supporting a broader sample.
From a methodological perspective, an online questionnaire aligns with the study’s positivist philosophy and deductive approach, both of which require the collection of standardised, quantifiable data. Positivist research emphasises objectivity and measurable variables, and surveys are widely recognised as suitable for capturing opinions in a structured format (Bryman, 2016). Using an online format also supports the efficient collection of numerical data that can be analysed statistically, which is central to quantitative research designs (Bell,, 2022).
Anonymity is another key justification for using an online questionnaire. Leadership effectiveness, communication level and organisational pressures are sensitive topics, and employees may feel uncomfortable sharing honest views in direct contact settings. Anonymous online surveys reduce social desirability bias, increasing the likelihood of truthful responses (Dillman et al., 2014). This strengthens the validity of the findings and ensures that employee attitudes are captured accurately.
The online format also supports practical efficiency. Digital tools such as Microsoft Forms or Qualtrics automatically record responses, reducing human error and ensuring clean datasets suitable for analysis. This aligns with Cohen, Manion and Morrison’s (2018) emphasis on using structured instruments to enhance reliability. Online distribution also allows the researcher to examine response rates and send reminders, which is beneficial for achieving an adequate sample size within the time constraints of a master’s project.
A survey strategy is adopted because it enables the collection of standardised data from many employees efficiently. Surveys are widely used in organisational research to measure norms, attitudes and behaviours. This strategy is acceptable for EE’s large workforce and allows the researcher to capture variation across roles, teams, and levels of exposure to organisational change. Surveys also support anonymity, which is essential when exploring sensitive topics such as leadership effectiveness and organisational pressures.

[bookmark: _Toc194363734]Data Analysis 
The data collected through the online questionnaire will be analysed using quantitative techniques to identify patterns, trends and relationships in employee assessments of leadership at EE. The analysis will begin with descriptive statistics, including frequencies, percentages, mean scores, and standard deviations, to summarise responses and provide an overview of how employees rated different aspects of leadership, communication, encouragement, and organisational pressures. Descriptive analysis is adequate for discovering general patterns in large datasets and is widely used in quantitative organisational research (Saunders et al., 2019).
The dataset will then be examined for internal consistency, using reliability checks such as Cronbach’s alpha where suitable. This ensures that items measuring the same construct (e.g., transformational leadership or communication quality) are statistically coherent and reliable. Reliability testing strengthens the credibility of the findings and supports the validity of the questionnaire design. 
Please view appendix 2 
In addition, cross‑tabulations will be used to explore differences in comments across demographic groups such as department, job role, or length of service. This helps find out whether leadership experiences vary across different parts of the organisation. Although the study does not aim to test formal hypotheses, simple comparative analysis supports a deeper understanding of how leadership behaviours are perceived across EE’s diverse workforce (Kroon et al., 2009).
All data will be analysed using Microsoft Excel, which provides the right tools for descriptive statistics, data cleaning, and visualisation. Excel is suitable for mono‑method quantitative studies and supports efficient processing of large datasets. The results will be presented using tables, charts, and graphs to ensure clarity and accessibility. These visual outputs will help illustrate key findings and support interpretation in the discussion chapter.

[bookmark: _Toc1122481917]Primary and secondary data 
This study mainly uses primary data, which comes directly from EE employees through an online questionnaire. Primary data is useful here because it gives personal insights into how employees encounter leadership in their regular work (Kumar, 2019). Alongside this, the study also draws on secondary data, such as academic articles and existing research on leadership and organisational behaviour. Using secondary data helps build the theoretical background and supports the decisions made in the research design. Together, the primary and secondary data strengthen the study by linking real employee experiences with established academic knowledge (Johnston, 2017).
Participants will be drawn from multiple departments to ensure diversity in job roles and experiences. Inclusion criteria require that employees have worked under a manager or team leader within the past 12 months. Employees with no leadership exposure or those currently in probation will be excluded.
If access to specific teams becomes limited, the sampling frame will be adjusted to include alternative departments with similar responsibilities. This ensures that the sample remains relevant and aligned with the research purpose, even if organisational constraints persist. 
Mono method 
This chapter has outlined the methodological choices that guide this study and explained why a mono‑method quantitative design is the most appropriate approach for exploring employee perceptions of leadership at EE. The use of a structured online questionnaire, supported by purposive sampling, ensures that data is collected from participants with relevant experience while remaining practical and manageable within the project duration. The chapter has also detailed the procedures for data collection, analysis, and quality assurance, as well as the ethical considerations and limitations that shape the research. Together, these decisions provide a clear and coherent foundation for the study and support the reliability and integrity of the findings presented in the next chapter.



Structure of the Questionnaire
The questionnaire will consist of closed questions using a 5‑point Likert scale, from strongly disagree to strongly agree. Likert scales are widely used in quantitative research because they allow abstract concepts such as leadership style, motivation, trust and communication to be operationalised into measurable variables (Bryman, 2016). This supports statistical analysis and aligns with the study’s deductive approach.
The questionnaire will include items measuring the following:
· leadership style (transformational, transactional, LMX)
· communication and trust
· fairness and managerial support
· motivation and engagement
· the impact of KPIs and organisational pressures
· experiences of digital transformation
Please view appendix 1
Closed‑ended questions ensure consistency across responses and reduce researcher influence, supporting reliability.
The survey will be distributed electronically via EE’s internal communication channels, such as email, Microsoft Teams, and store/department managers. This method is right considering that EE already uses digital platforms for communication and performance monitoring, meaning employees are familiar with online tools.
Participants will receive a brief introduction outlining the purpose of the study, voluntary participation, anonymity, and estimated completion time (5–7 minutes). This approach aligns with ethical guidelines and supports informed consent.

[bookmark: _Toc1325521223]Data Quality
To enhance data quality, the questionnaire will be piloted with 3–5 individuals to check clarity, timing, and interpretation. Piloting is recommended in research methods literature to improve reliability and ensure that questions are understood consistently (Cohen et al., 2018).
Further steps include using careful attention to figure out careless responses, limiting one response per device to prevent duplicates, refining ambiguous wording, and ensuring all items relate directly to the research question. These measures strengthen the reliability and validity of the data collected.
Evaluation of the method 
The use of a quantitative questionnaire offers several strengths for this study, particularly because the research aims to measure employee evaluations of leadership at EE in a structured and comparable way. Quantitative surveys allow large groups of participants to respond anonymously, which can encourage more honest feedback on sensitive organisational topics such as leadership effectiveness and communication (Oppenheim, 2000). The use of closed‑ended Likert‑scale questions also allows the researcher to convert attitudes and ideas into measurable data, supporting consistency across responses and allowing for statistical analysis.
However, the method also has limitations. One weakness is that questionnaires may not capture the depth or nuance of employee experiences, as participants are restricted to predefined response options. This can limit the richness of the data and may overlook contextual factors that influence judgements (Walliman, 2018). Additionally, surveys rely on participants’ willingness to respond, meaning that non‑response or incomplete responses could affect the representativeness of the findings.
Another limitation is the potential for misinterpretation of questions. Without a researcher present to clarify wording, participants may interpret items differently, which can affect the accuracy of the data collected (DeVellis, 2017). To address this, a pilot study will be conducted to find unclear or ambiguous items before the full questionnaire is distributed.
Despite these limitations, the quantitative method is still considered satisfactory for this study because it aligns with the aim of gathering measurable, comparable data from many employees. The structured nature of the questionnaire supports reliability, while the anonymity of responses helps reduce social desirability bias. Overall, the method is conducive to capturing broad patterns in employee expectations across the organisation

Validity and reliability 
Validity refers to the extent to which the questionnaire accurately measures the concepts it is intended to capture. In this study, validity is strengthened by unrestricted Likert‑scale items, which allow abstract constructs such as leadership style, enthusiasm, and trust to be translated into measurable indicators. This approach supports construct validity, as it ensures that each item reflects the theoretical dimensions of the concept being measured (Kumar, 2019).
To enhance content validity, the questionnaire items are directly aligned with the research objectives and the leadership constructs identified in the literature. Ensuring that each question maps onto a specific element of the research aim helps confirm that the instrument covers the full scope of employee perspectives relevant to leadership in EE (Saunders, 2019).
A pilot study will be conducted to further strengthen validity. Piloting is widely recommended in quantitative research because it helps uncover unclear wording, ambiguous items and issues with question interpretation (Bell et al., 2019). Feedback from the pilot will be used to refine the questionnaire, ensuring that items are understandable and accurately capture the intended constructs.
Reliability refers to the consistency and stability of the measurement instrument. A reliable questionnaire produces similar results under consistent conditions. In this study, reliability is supported by utilising standardised Likert‑scale questions, which ensure that all participants respond to the same items in the same format. Standardisation is essential for internal consistency and is a core principle of quantitative research (Walliman, 2018).
The pilot study also contributes to reliability by detecting items that may produce inconsistent responses. Piloting is recognised as a key step in improving reliability because it allows researchers to refine question wording and remove items that may be misinterpreted (Bell, Bryman and Harley, 2019).
In addition, the online format enhances procedural reliability, as responses are automatically recorded and stored digitally, reducing the risk of data entry errors. The questionnaire will also include focus check items to measure careless or random responding, which strengthens the overall reliability of the dataset (Fink, 2017).

Contingency planning 
Contingency planning is included to ensure the research can still be completed if unexpected issues arise during data collection. Planning for potential challenges is an important part of safeguarding the feasibility of a study and ensuring that the research process continues to be manageable (O’Leary, 2017). One potential issue is a low response rate. If this occurs, further reminders will be sent through EE’s internal communication channels, and the data collection period will be extended to give employees more time to complete the questionnaire. Reminder strategies are commonly used in survey research to improve participation and reduce negative response bias (Robson and McCartan, 2016).
If certain departments or teams are unable to take part, the sampling approach will be adjusted to include alternative groups with similar roles or responsibilities. This helps maintain the representativeness of the sample and ensures that the study still captures a range of employee experiences across the organisation.
Technical issues may also occur, such as problems accessing the online questionnaire. To address this, a backup version of the survey will be prepared using an alternative platform. Preparing alternative tools is recommended to minimise disruption and ensure continuity in digital data collection (Field, A. (2018).
If the pilot study shows unclear or confusing questions, the questionnaire will be revised before full distribution. Piloting is widely used to improve clarity and ensure that questions are interpreted consistently across participants (Tourangeau et al., 2000). 
























[bookmark: _Toc271474191]Ethical considerations 
The participants will be informed about the purpose of the study and asked for consent before taking part. Their responses will remain confidential, and participation will be voluntary. The questionnaire will be anonymous, voluntary, and compliant with GDPR. Participants will be informed of their right to withdraw at any time, and no identifiable information will be collected. Ethical approval will be obtained prior to data collection.
Ethical considerations are an important part of this study because the research involves real employees sharing their views about leadership at EE. To make sure the study is carried out responsibly, it follows the ethical guidelines of the University of Wales Trinity Saint David and general principles of good research practice.
Before taking part, employees will be given a short information sheet explaining what the study is about, what the questionnaire involves, and how their responses will be used. They will then be asked to give informed consent. Participation is completely voluntary, and no one will be pressured to take part. Participants can also stop at any time before sending in the questionnaire if they change their mind.
Protecting participants’ privacy is a key priority. The questionnaire does not ask for names, job titles, or anything that could identify an individual or a specific team. All responses will remain anonymous, and only the researcher will have access to the data. This helps participants feel comfortable giving honest answers, especially when commenting on workplace leadership.
All data will be stored securely on a locked device and will only be used for this academic project. Once the research has been completed and assessed, the data will be permanently deleted. Because the study focuses on general thoughts of leadership and does not involve sensitive or personal topics, the overall risk to participants is very low.
The study also aims to avoid any organisational risk. Findings will be reported in a general, aggregated way, meaning no individual, manager, or department will be singled out. This ensures the research continues to be fair, respectful, and professionally responsible.
In general, the study makes sure that participants are treated with respect throughout the research process by adhering to important ethical principles like informed consent, voluntary participation, anonymity, confidentiality, data protection, and the avoidance of harm.





[bookmark: _Toc1001084200]Limitations 
This study has several limitations that should be acknowledged. First, the research uses a cross-sectional-based design, which means the data is collected at one point in time. As a result, it cannot capture changes in leadership opinions over time. Second, the study relies on subjective questionnaire responses, which may be influenced by personal bias or how comfortable participants feel giving honest feedback about their managers. Although anonymity is provided, some employees may still respond cautiously.
The use of purposive sampling is another limitation, as the findings cannot be generalised to all EE employees. The sample reflects only the views of those who choose to play a part, which may introduce response bias. Additionally, the study focuses on one organisation, meaning the results may not apply to other workplaces or industries.
Finally, the research is constrained by time and word count requirements, which limit the depth of analysis that can be conducted. Despite these limitations, the study still offers valuable insights into how employees perceive leadership within EE.


















[bookmark: _Toc2013846330]Conclusion 
This research proposal has outlined the rationale, theoretical foundations and methodological approach for examining employee expectations of leadership at EE. The review of key literature highlighted gaps relating to leadership consistency, communication and motivation, establishing the need for the study. The proposed quantitative design provides a practical and ethical way to gather measurable insights. The findings will support a deeper understanding of leadership effectiveness at EE and inform future organisational improvements
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Questionnaire 
Appendix 1
Demographic Information
· Age group: 18–24, 25–34, 35–44, 45–54, 55+
· Gender: Male, Female, Prefer not to say, Other
· Department Retail: Contact Centre, Digital, Support Functions, Other
· Length of service:  0–6 months, 6–12 months, 1–3 years, 3–5 years, 5+ years
· Role level Frontline: Team Member, Senior Advisor, Specialist, Other

Leadership style 
5-point Likert scale: Strongly Disagree → Strongly Agree
· My manager inspires me to do my best
· My manager communicates a clear vision
· My manager encourages new ideas
· My manager recognises good performance
· My manager sets clear expectations
· I have a good working relationship with my manager
· My manager treats me fairly

Communication & Trust
Likert scale.
· My manager communicates clearly
· I trust my manager’s decisions
· My manager keeps me informed about changes
· 
Motivation & Support
Likert scale.
· My manager supports my development
· I feel motivated in my role
· I receive the support I need to do my job well

 Organisational Pressures & KPIs
Likert scale.
· KPIs create pressure in my role
· Leadership helps manage KPI expectations
· Organisational changes are communicated effectively

Digital Transformation
Likert scale.
· Digital tools help me perform my job effectively
· Leadership supports digital transformation

Leadership Experience
Likert scale.
· Overall, I am satisfied with the leadership in my team
· Leadership positively influences my work experience



Open‑Ended Questions
· What does your manager do well?
· What improvements would you like to see in leadership at EE?


























Ghant chart 
Appendix 2

	Task 
	Week 1 
	Week 2
	Week 3&4
	Week 8
	Week 9&10
	Week 11&12

	Finalise questionnaire 
	███
	
	
	
	
	

	Pilot test 3-5 staff 
	███
	███
	
	
	
	

	Revise questionnaire
	
	███
	███
	
	
	

	Distribute questionnaire
	
	███
	
	
	
	

	Collect responses
	
	███
	███
	███
	███
	███

	Send reminders
	
	
	███
	███
	███
	

	Close survey
	
	
	
	
	███
	

	Data cleaning
	
	
	
	
	███
	███

	Begin analysis
	
	
	
	
	
	 ███
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