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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.
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	1. Name
	Jessica Rainbow

	2. Organisation name:
	
Bluestone Resorts Ltd

	3. Type of business:
4. Nature of business and customer profile:
	Private Sector – Hospitality Industry
Holiday Resort 





	5. Number employed by organisation:
	700

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

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





	

	8. Your job title:


	

	9. How long have you been in this job?
	

	10. Outline main purpose of your job:



	

	11. List the HR responsibilities within your job:





	

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

	Name:

Job title:

Relationship to you:





	13. 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: 

This research aims to explore employee engagement within a multigenerational workforce and the impact on business performance.	Comment by Natasha Davies (IMH): Interesting, could you be more specific on the impact of this employee engagement within multigenerational workforce and the impact on business performance etc. 



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

Objectives:
1. To examine obstacles and barriers faced by different generations in the workplace, and of intergenerational working.	Comment by Natasha Davies (IMH): Need to show you will do this, what will be used etc. 
2. To establish the workplace benefits of different generational groups and intergenerational working.
3. To critically analyse the evidence in relation to the future of multigenerational working, good practice and successful strategies.
4. To identify recommendations to improve engagement in the context of a multigenerational workforce. 






	15. 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.

Objective 1. To examine obstacles and barriers faced by different generations in the workplace, and of intergenerational working.

· What are the specific challenges faced by different generations in the workplace?
· What are the specific challenges faced by the business in the context of engagement for different generations?
· Is there a particular generation that presents the most challenges? Why?
· Are there communication or collaboration challenges with intergenerational working? Why?
· Do particular generations find others intimidating? Why?
· How could challenges identified be overcome?

Objective 2. To establish the workplace benefits of generational groups and intergenerational working.

· What are the benefits that different generations bring to the workplace? 
· What are the benefits of intergenerational working for the business?
· How does this link to employee engagement?
· What are the different needs of each generation? How can these be met and still achieve collective engagement? Are there initiatives that meet the needs of all groups or is a tailored approach required?

Objective 3. To critically analyse the evidence in relation to the future of a multigenerational workforce, good practice and successful strategies.

· What does the future of work look like in relation to different generations? 
· At present, there are 5 different generations working together – what are the anticipated changes in the labour market? 
· Will there be other impacts such as technology, economic changes, social expectations? 
· What does good practice look like for multigenerational working?
· How do businesses succeed with multigenerational working in the context of engagement and overall business performance?
· How does the business get the best of each generation?
· What can different generations learn from each other?
· What initiatives and research exists suggesting improvements to intergenerational collaboration?

Objective 4. To make recommendations to aid engagement in a multigenerational workforce.

· What is the impact on the business if it does not commit to generational diversity? Why is it important? What is the impact on employees? What is the impact on engagement? Work and business performance?
· What are the findings from the above research? What recommendations can be made for the business to take action to ensure any challenges both now and in the future are mitigated?
· What recommendations can be made to ensure the business is ready for future changes in relation to multigenerational working?
· What recommendations can be made to ensure collective engagement and in turn, improved business performance?


	16. 
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.  

Five generations are currently active in the workplace – the silent generation, baby boomers, generation-x, millennials and generation-z (Kelly, 2023). At Bluestone (2023), the current demographics support these findings, with the workforce split between 32% generation-z, 38% millennial, 21% generation X and 9% baby boomers. Whilst there is a smaller proportion of those aged over 59 (baby boomers), and no employees within the silent generation, there is a general increase in economic activity for the over 50’s in the last year (ONS, 2022). Equally, the cost-of-living crisis has driven older people into what is deemed as a ‘great unretirement’, with retired people returning to work or delaying their retirement (Hill, 2022).

The five generations have different challenges, needs and expectations from the workforce, alongside different relationships with authority, with organisations, work styles and expectations of benefits (Smith, 2021). Smith (2021) continues that without proper consideration of generational diversity and working arrangements, ensuring an inclusive culture, it will impact recruitment, retention, cause conflict, impact engagement and productivity and subsequently the overall business success. 

Consequently, readiness for the multigenerational workforce can offer competitive advantage, new ways of thinking and impact engagement and productivity (Kelly, 2023). Many years of research have evidenced that better business outcomes are produced when employees are engaged – regardless of the industry, size of the company, nationality or relevantly the economic state (Gallup, 2023).
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	17. Identify the risks associated with the report and how these could be overcome.

1. Not enough response to primary research.

Identify a minimum amount of respondents and share wider than this number. 
Ensure secondary research is thorough to support the objectives and overall aims.

2. Survey feedback has the potential to be very biased and opinionated rather than factual and based on evidence.

Ensure a written brief is shared with the survey around the reasons for researching the topic. This will also be shared with HR professionals. Lastly, ensure secondary research is thorough to back up any points being made, and ensure a wide range of people are asked to provide feedback. 




























	18. 
List the resources you will need to make your report a success.  State why such resources are needed.  These may include, people, time, cash, technology, data.  Identify any constraints that you may encounter and explain how you would overcome these.

Time – Time to put the survey together and allowing sufficient time for a good number of responses. Once the PID has been approved, ensure that the survey is compiled as soon as possible to share this and start to encourage responses.

Technology – Access to survey monkey.

People – Respondents for the primary research. Providing a summary of why this data is being collated and the importance to ensure buy in. Limitations to this resource is availability of respondents, therefore ensuring the survey is released early with sufficient time to collate data. In addition, interpretation of questions by respondents could limit the validity of the resource, therefore thorough secondary research will be required to support any points made directly from the primary research. 	Comment by Natasha Davies (IMH): Any limitations to these resources?




	19. 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.

Survey utilising survey monkey – this method has been chosen as it is first-hand data obtained directly from individuals identified. The survey can be a source of both qualitative and quantitative data with different styles of questions.  This can also provide an opportunity for respondents to share insights that may not have previously been considered in the outlay of the report. There is scope to survey a large group of people, obtaining a diverse range of feedback making the results more credible and valuable. As I widen my reading around research methodology, it may become apparent that other factors could be considered. 











	20. 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.

Primary data will be collated utilising survey monkey, due to not being able to access personnel information. This is also a simple method of creating a survey and enables it to be shared digitally.





	21. 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.


Due to not having available access to personnel, the primary data will be obtained from HR peers. The survey will be shared within the University cohort, HR network locally, and HR ninjas on social media. 

This will be shared by email (BCC in line with GDPR) in the main, but will also be shared as a social media post in the HR ninjas group, outlining that the survey is for research purposes. Participants will be encouraged from the hospitality industry to ensure relevance to the business. The survey will not ask for any personal information where individuals can be identified. However, as the research is relating to different generations, the individual will be asked to confirm their age bracket, to establish whether a cross section of views have been captured across each generation. This will be linked with internal data such as workforce demographics and engagement survey data, to understand any correlation. 	Comment by Natasha Davies (IMH): Just ensure this is not too general this still has to be focused on your organisation so ensure you are using internal information where possible even if they have reports on their website etc. 

As this is a topic of interest for HR professionals supporting workforce management and engagement, they will likely have thoughts and experiences relevant to the survey. 











	22. 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

Allen Smith, J.D. (2021) Generational mindsets affect the workforce, SHRM. SHRM. Available at: https://www.shrm.org/resourcesandtools/hr-topics/global-hr/pages/generational-mindsets-affect-workforce.aspx (Accessed: April 24, 2023). 

How to thrive in a multi-generational workplace (no date) MindTools. Available at: https://www.mindtools.com/aqnm32z/how-to-thrive-in-a-multi-generational-workplace (Accessed: April 24, 2023). 

Kelly, J. (2023) Can 5 generations coexist in the workplace?, Forbes. Forbes Magazine. Available at: https://www.forbes.com/sites/jackkelly/2023/03/01/can-five-generations-coexist-in-the-workplace/ (Accessed: April 24, 2023). 

Leaker, D. (2023) Employment rate (aged 16 to 64, seasonally adjusted): %, Employment rate (aged 16 to 64, seasonally adjusted): % - Office for National Statistics. Office for National Statistics. Available at: https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/timeseries/lf24/lms (Accessed: April 24, 2023). 

CIPD. (2020) People Profession 2030. Available at: https://www.cipd.co.uk/Images/people-profession-2030-report-compressed_tcm18-86095.pdf (Accessed: April 24, 2023). 

Waldman, E. (2021) How to manage a multi-generational team, Harvard Business Review. Available at: https://hbr.org/2021/08/how-to-manage-a-multi-generational-team (Accessed: April 24, 2023). 

Windham-Bradstock, C. (2022) Council post: The value of employing a multigenerational workforce, Forbes. Forbes Magazine. Available at: https://www.forbes.com/sites/forbeshumanresourcescouncil/2021/12/13/the-value-of-employing-a-multigenerational-workforce/?sh=1da4197f665f (Accessed: April 24, 2023). 


Books (on topic area and associated subjects):
Approximately 10


Bakker, A.B. and Leiter, M.P. (2010) Work engagement: a handbook of essential theory and research. Hove: Psychology Press. 

Carrillo, R.A. (2019) The relationship factor in safety leadership: achieving success through employee engagement. Abingdon, Oxon: Routledge.

Christiansen, B. (2020) Global applications of multigenerational management and leadership in the transcultural era. Hershey, Pennsylvania: IGI Global.

Gupta, M. (2021) Management practices for engaging a diverse workforce: tools to enhance workplace culture. Canada: Apple Academic Press.

Hughes, C. (2020) Strategies for attracting, maintaining, and balancing a mature workforce. Hershey, Pennsylvania: IGI Global.

Maitland, A. and Thomson, P. (2014) Future work: changing organizational culture for the new world of work. 2nd edn. London: Palgrave Macmillan UK.

Niemczynowicz, A., Kycia, R.A. and Nieżurawska-Zajac, J. (2023) Managing Generation Z: motivation, engagement and loyalty. York: Routledge.

Sharma, N., Singh, V.K. and Chaudhary, N. (2019) Management techniques for employee engagement in contemporary organizations. Hershey, Pennsylvania: IGI Global.

Taylor, S., Perkins, G. and Perkins, G. (2021) Work and employment in a changing business environment. London: Kogan Page.

Yeoman, R. et al. (2019) The Oxford handbook of meaningful work. Oxford: Oxford University Press.


Books (on research methodology):
Approximately 3

Anderson, V. (2013) Research methods in human resource management. 3rd edn. London: Chartered Institute of Personnel and Development.

Cameron, S. and Price, D. (2009) Business research methods: a practical approach. London: Chartered Institute of Personnel and Development.

Saunders, M.N.K., Lewis, P. and Thornhill, A. (2019) Research methods for business students. 8th edn. New York: Pearson.


Peer reviewed research papers:
Approximately 10

Brown, S.E. (2012) ‘Attracting, challenging, and leading a multigenerational workforce--a perspective’, Frontiers of health services management, 29(1), pp. 29–33. https://doi.org/10.1097/01974520-201207000-00004.

Cekada, T.L. (2012) ‘Training a Multigenerational Workforce: Understanding Key Needs & Learning Styles’, Professional safety, 57(3), pp. 40–44. Available at: https://librarysearch.uwtsd.ac.uk/permalink/44WHELF_UWTSD/1ir6fgh/cdi_onepetro_primary_ASSE_12_03_40 (Accessed: 24 April 2023).

Gladwell, N.J. et al. (2010) ‘Importance of and Satisfaction with Organizational Benefits for a Multigenerational Workforce’, Journal of park and recreation administration, 28(2). Available at: https://librarysearch.uwtsd.ac.uk/permalink/44WHELF_UWTSD/igoone/cdi_proquest_journals_1730176439 (Accessed: 24 April 2023). 

Hisel, M.E. (2020) ‘Measuring work engagement in a multigenerational nursing workforce’, Journal of nursing management, 28(2), pp. 294–305. https://doi.org/10.1111/jonm.12921. Available at https://librarysearch.uwtsd.ac.uk/permalink/44WHELF_UWTSD/igoone/cdi_proquest_miscellaneous_2320640775 (Accessed: 24 April 2023).

Holian, R. (2015) ‘Work, career, age and life-stage: assumptions and preferences of a multigenerational workforce’, Labour & industry (Brisbane, Qld.), 25(4), pp. 278–292. https://doi.org/10.1080/10301763.2015.1083366.

Na’Desh, F. (2015) ‘Revising Culture to Meet Shifting Multigenerational Workforce Needs’, Organization development journal, 33(4), p. 65–. Available at: https://librarysearch.uwtsd.ac.uk/permalink/44WHELF_UWTSD/igoone/cdi_proquest_journals_1792211050 (Accessed: 24 April 2023).

Savino, E.M. (2017) ‘Quick! How do I deal with a multigenerational workforce?’, Strategic HR review, 16(4), pp. 192–193. https://doi.org/10.1108/SHR-09-2016-0087.

Stanley, D. (2010) ‘Multigenerational workforce issues and their implications for leadership in nursing’, Journal of Nursing Management, 18(7), pp. 846–852.  https://doi.org/10.1111/j.1365-2834.2010.01158.x.

Stirpe, L., Trullen, J. and Bonache, J. (2018) ‘Retaining an ageing workforce: The effects of high‐performance work systems and flexible work programmes’, Human resource management journal, 28(4), pp. 585–604. https://doi.org/10.1111/1748-8583.12205.

Suomäki, A., Kianto, A. and Vanhala, M. (2019) ‘Work engagement across different generations in Finland’, Knowledge and process management, 26(2), pp. 140–151. https://doi.org/10.1002/kpm.1604.










	23. 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”.  
	[bookmark: _Toc323736704][bookmark: _Toc323737261][bookmark: _Toc323737382]Task
	Date to be completed

	Read around the subject including the identified resources and further reading.
	31/05/2023

	Create survey via survey monkey.
	05/05/2023

	Initial circulation of survey.
	05/05/2023

	Encourage responses throughout May, and close survey by end of May. 
	31/05/2023

	Collate all the primary data ready for analysis, and carry out objective analysis of results. 
	30/06/2023

	Conduct secondary research, utilising background reading and sources already identified, to coincide with findings in primary research.
	31/07/2023

	Formulate conclusions and write report. 
	31/08/2023

	Prepare recommendations and presentation, alongside final checks of the report for submission.  
	28/09/2023

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	







	24.  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.
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