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Driving Change and Building Business Cases - 
Investigating a Business Issue from a HR Perspective
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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.


	1. Name
	Lucia Livoti


	2. Organisation name:
	Lincoln Electric UK Limited T/A Weartech.


	3. Type of business:
Nature of business and customer profile:
	Manufacturing. 
Weartech is a leading manufacturer of cobalt and nickel based wear-resistant hardfacing alloys and engineered components.


	4. Number employed by organisation:
	102 employees, 9th March 2023.

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

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





	The function is generalist with core activities included in the below:
Compensation and benefits
Recruitment
Performance/talent management
Absence management
Employment relations
Employee engagement
Training and development
Risk management


	7. Your job title:


	UK HR Advisor

	8. How long have you been in this job?
	5 years 1 month.

	9. Outline main purpose of your job:



	To provide the employees with advice and to protect the Company. Ensuring that policies and procedures are followed, making sure that all staff are treated fairly and consistently.

	10. List the HR responsibilities within your job:





	•	Support and participate in the implementation of the strategic HR Plan, projects, and initiatives to positively add value to both our business and employees.
•	Provide high quality, proactive, customer focused first-line HR support to the business whilst consistently demonstrating HR best practice
•	Provide advice to develop and coach people managers to manage employee relations issues using the HR policies and procedures, ideally resolving issues where possible informally.
•	Act as a first point of contact for managers and employees to develop and implement pragmatic and flexible HR solutions, taking into account current legislation and internal policies and procedure
•	To provide advice and support on all aspects of the employee lifecycle including recruitment, employee relations, on-boarding, absence management, compensation and benefits, learning & development, performance management, administration, compensation, payroll and communication in collaboration with the Senior HR Advisor
•	Be a champion of HR process change. Analyse processes, data and trends to make recommendations to management team for continuous improvement
•	Partner with HR colleagues of all levels to drive efficiencies and leverage best practices
•	Ensure appropriate controls are in place and managed effectively for all critical HR processes
•	Lead and/or actively participate in HR projects, aligned to key identified HR priorities
•	To continue to develop professional knowledge, skills and experience

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

	Name: Rachel Harris

Job title: HR Manager

Relationship to you: Line 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: To determine the cultural impact management behaviours influence the employee engagement and morale.


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 – To evaluate primary research to understand key trends in employee engagement and the impact this is having on the employee experience. 
2 – To evaluate primary research obtained from focus groups to establish the effects management behaviour is impacting and influencing their team’s behaviour. 
3 – To conduct secondary research demonstrating the importance of ideal behaviour and effective communication with all stakeholders in the Lincoln Electric UK Ltd.
4 To propose recommendations on developing management behaviour tools to positively enhance the employee experience.



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:
How many questions will allow me to capture the audience but not disengage them?
What questions will I be able to ask without encouraging staff to identify managers?
Do you feel proud to work for Lincoln Electric UK?
Do you feel that you are appreciated by your manager?

Tasks relevant to objective one:
Set up a survey monkey account
Create the questionnaire and think about what questions I will ask.


Questions relevant to objective two:
Do your manager influence your motivation to come to work?
Do you receive recognition from your manager?
Do your manager set an environment in the department for open communication?

Tasks relevant to objective two:
Arrange a focus group with randomly selected employees
Present documentation to outline the confidentiality of the focus group
Condense the information to identify key trends

Questions relevant to objective three:
What is ideal behaviour?
Who are the stakeholders where communication will be key?

Tasks relevant to objective three:
Study the behaviour that an ideal manager would exhibit for best practice
To find studies showing what an employee expects of their manager

Questions relevant to objective four:
Do the managers at Lincoln Electric UK exhibit the ideal managerial role?
Will managers need to be upskilled?
When recruiting for a new manager, what do the business need? Do Lincoln already employ their next manager demonstrating the essential skills?

Tasks relevant to objective four:
To source and arrange management training
To write a strategy to create the ‘ideal’ manager against the job specifications highlighting the key areas and skills the manager will need to display.

TOP TIP!  THE MORE TIME YOU TAKE EARLY ON IN YOUR REPORT TO WORK OUT WHAT YOU ARE GOING TO ASK AND WHAT YOU HAVE TO DO, THE MORE TIME YOU WILL SAVE LATER ON.





	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.  

Legacy staff are currently employed at the LE UK, Port Talbot site. Managers, Supervisors and Team Leaders have been promoted through merit, the fundamental skills that an individual should desire to be a good line manager, highlight that LE UK’s management staff require coaching and developing to encourage the essential skills.

By developing and coaching line managers to become effective and efficient leaders, we hope that this will motivate and encourage staff. It will help line managers to become a better manager, aligning with global Lincoln Electric staff, understanding what the expectations are after a recent merger.

Employee morale is at a low point, comments have been made around the site through a few forums regarding management behaviour and the impact that this is having on the current moods of staff. Management behaviour is playing a key role in morale, but many members of staff are not encouraged to speak up and feel that they can’t. Several managers behaviour is negative and infiltrating down to their team. There are several managers who feel overworked with a busy workload, pressuring the team who are now mirroring this behaviour.

This is having a significant impact on all employees as those who have a manger with a positive attitude feel valued and appreciate their job at LE UK. Those who have a manager with a less positive attitude have the highest sickness levels and engagement through site with activities. It will be beneficial to understand the impact of manager behaviour as the turnover of staff will decrease as the members of staff will then feel appreciated for the job that they do. 
























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.

1. Highlighting and identifying specific managers/departments through primary research. 
Ensure that questionnaires are anonymous and put a disclaimer to reassure employees from the beginning. When conducting focus groups, ensure that all those who attend understand that the information that may be disclosed is confidential and will not be repeated. Confirm that the purpose of the focus group is for my university studies.

2. Currently culture is not good among many staff, I do not want to demotivate staff further especially those in line manager positions.
Highlight the purpose of the research is for my studies and that this do not reflect on any specific manager but what LE UK would expect manager behaviour to be.

3. Honest trustworthy feedback in questionnaire and secondary research
Reassure staff that all primary feedback is anonymous, and that management will not have access to the answers. The purpose of all activities is for my studies. My findings may help in future to understand what LE UK will need to look to implement in future.














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.

People – this is to help gain my primary research. I will need time from 8 members of staff in a focus group to discuss the employee morale on site.

Technology – I will need a means of technology to conduct the primary research, although the questionnaire will be sent out to employee’s personal email addresses so that they can complete on their own devices. Those who have access to a works computer will be able to complete the questionnaire on this device.

I will need a computer to conduct my secondary research. I can use my work laptop and my personal computer at home.

Data – included with the secondary research and obtaining information from the discovery survey already taken in 2021.

Time – for individuals to conduct primary research by completing the questionnaire or attending the focus group set up to gather more information.



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.

Questionnaire – this way, I will not be asking employees to identify themselves. I hope to gain more honest feedback and the comments and answers given will not be traced back. By using an anonymous questionnaire I hope that the response rate is high.

Focus group – this will allow me to gain further insight around the topic of management behaviour. The aim is to gather more information about the general feeling of employees, whilst incorporating different departments in the focus group to gain insight of the morale.



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.

Using Survey Monkey, create a questionnaire that allows me to understand the culture and employees experience at LE UK for all employees.

Creating focus groups to discuss the employee experience further and understand the morale dips throughout the site.

The obstacles may be down to workforce manning levels, I will need to schedule a day where departments are able to release staff to attend the focus group. Due to sickness absence, holidays and other emergency leave staff take, this may be difficult to allow managers to release staff.




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 on collecting primary data by involving through work email address. The questions will be targeted to all employees including managers as they would also have a reporting line.

Individuals may agree to participate in the questionnaire and focus groups as they will want to give their honest opinion of the culture and employee experience throughout LE UK.

Individuals may refuse as they do not see a benefit as to why the questions are being asked about culture and the morale around site. The morale has been low for some time, and they may not see that improving unless drastic changes were to happen. The research may help identify key areas and trends to help improve the organisational culture and to engage employees.


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

Chartered Management Institute (2021) Key behaviours for managers and leaders in 2021. Available at: https://www.managers.org.uk/knowledge-and-insights/interview/key-behaviours-for-managers-and-leaders-in-2021/ (Accessed: 13 April 2023).
CIPD (2014) Our minds at work: the behavioural science of HR. Available at: https://www.cipd.co.uk/knowledge/culture/behaviour/hr-report (Accessed: 13 April 2023).
CIPD (2016) The importance of organisation culture to governance. Available at: https://www.cipd.co.uk/knowledge/culture/behaviour/governance-impact-report (Accessed: 13 April 2023).
CIPD (2017) Behavioural Science [Podcast]. 7 February. Available at: https://www.cipd.co.uk/podcasts/behavioural-science (Accessed: 13 April 2023).
Forbes (2021) Organizational behavior and change management experts catalyze growth through uncertainty. Available at: https://www.forbes.com/sites/partnerreleases/2021/07/20/organizational-behavior-and-change-management-experts-catalyze-growth-through-uncertainty/?sh=3b2df5b07c23 (Accessed: 13 April 2023).
Hughes, M. (2015) ‘What kind of management behaviour leads to this?’ [LinkedIn] 19 November. Available at: https://www.linkedin.com/pulse/what-kind-management-behaviour-leads-malcolm-hughes- (Accessed: 13 April 2023).
Pendell, R. (2019) 8 behaviors of the world’s best managers. Available at: https://www.gallup.com/workplace/272681/habits-world-best-managers.aspx (Accessed: 13 April 2023.
Pir, S. (2019) A human way of business: organizational behaviors necessary to redefine leadership. Available at: https://www.forbes.com/sites/sesilpir/2019/11/04/a-human-way-of-business-organizational-behaviors-necessary-to-redefine-leadership/?sh=43cdfe02053d (Accessed: 13 April 2023).
Utley, J. and Klebahn, P. (2023) 5 ways to boost creativity on your team. Available at: https://hbr.org/2023/03/5-ways-to-boost-creativity-on-your-team (Accessed: 13 April 2023).
Waytz, A. (2023) Beware a culture of busyness. Available at: https://hbr.org/2023/03/beware-a-culture-of-busyness (Accessed: 13 April 2023).


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

Baykal, E. (2020) Handbook of research on positive organizational behavior for improved workplace performance. Pennsylvania: IGI Global.

Biggs, H., Bussen, T. and Ramsey, L. (2019) Shaping the global leader fundamentals in culture and behavior for optimal organizational performance. New York: Routledge.

Hása, S. and Brunet-Thornton, R. (2017) Impact of organizational trauma on workplace behavior and performance. Pennsylvania: IGI Global.

Maria Fors Brandebo, Alvinius, A. and Brandebo, M.F. (2019) Dark Sides of Organizational Behavior and Leadership. London, United Kingdom: IntechOpen.

Mullins, L.J. and McLean, J.E. (2019) Organisational behaviour in the workplace. Twelfth edn. Harlow: Pearson Education Limited.

Nedelko, Z. and Brzozowski, M. (2020) Recent advances in the roles of cultural and personal values in organizational behavior. Pennsylvania: IGI Global.

Organizational culture and behavior: concepts, methodologies, tools, and applications (2017). Pennsylvania: IGI Global.

Podsakoff, P.M., MacKenzie, S.B. and Podsakoff, N.P. (2016) The Oxford handbook of organizational citizenship behavior. New York: Oxford University Press.

Robbins, S.P. and Judge, T. (2017) Organizational behavior. 17 edn, Global edition. Harlow: Pearson.

Robbins, S.P. and Judge, T. (2022) Organizational behavior. 18th edn, Global edition. Harlow: Pearson Education Limited.


Books (on research methodology):
Approximately 3

Marczyk, G.R., DeMatteo, D. and Festinger, D. (2005) Essentials of research design and methodology. New Jersey: John Wiley & Sons.

Sachdeva, J.K. (2009) Business research methodology. Mumbai: Himalaya Pub. House.

Smagorinsky, P. (1994) Speaking about writing: reflections on research methodology. Thousand Oaks, California: Sage.


Peer reviewed research papers:
Approximately 10

Bacon, D.L., Fulton, B.J. and Malott, R.W. (1983) ‘Improving staff performance through the use of task checklists’, Journal of organizational behavior management, 4(3/4), pp. 17 – 25. Available at: https://doi.org/10.1300/J075v04n03_03 

Brethower, D.M., Dickinson, A.M., Johnson, D.A. and Johnson, C.M. (2022) ‘A history of organizational behavior management’, Journal of Organizational Behavior Management, 42(1), pp. 3 – 35. Available at: https://doi.org/10.1080/01608061.2021.1924340 

Duff, A.J., Tahbaz, A. and Chan, C. (2012) ‘The Interactive Effect of Cultural Intelligence and Openness on Task Performance’, Research & Practice in Human Resource Management, 20(1), pp. 1-17.

Hernandez, R. and Augusto, M. (2020) ‘The Project Manager's Personality’, Journal of Organizational Psychology, 20(6), pp. 114-116.

Jachimowicz, J.M. and Weisman, H. (2022) ‘Divergence between employer and employee understandings of passion: Theory and implications for future research’, Research in Organizational Behavior. 42, pp. 1 – 18. Available at: https://doi.org/10.1016/j.riob.2022.100167 

Lyubykh, Z., Barclay, L.J., Fortin, M., Bashshur, M.R. and Khakhar, M. (2022) ‘Why, how, and when divergent perceptions become dysfunctional in organizations: A Motivated cognition perspective’, Research in Organizational Behavior. 42, pp. 1 – 12. Available at: https://doi.org/10.1016/j.riob.2022.100177 

Ma, J. (2023) ‘Curious supervisor puts team innovation within reach: Investigating supervisor trait curiosity as a catalyst for collective actions’, Organizational Behavior and Human Decision Processes. 175, pp.1 – 15. Available at: https://doi.org/10.1016/j.obhdp.2023.104236 

Von Bergen, C.W. and Bressler, M.S. (2023) ‘Sweat the Small Stuff, How Small Incidents of Negative Workplace Behavior Lead to Larger Misconduct’, Journal of Organizational Psychology, 23(1), pp. 1-24.

Wan, H.L., (2011) ‘The Role of Leader-Member Exchange in Organisational Justice: Organisational Citizenship Behaviour Relationship’, Research & Practice in Human Resource Management, 19(2), pp. 1-16.

Xerri, M. and Brunetto, Y. (2011) ‘Fostering the Innovative Behaviour of SME Employees: A Social Capital Perspective’, Research & Practice in Human Resource Management, 19(2), pp. 1-17. 




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

	Send out email to inform employees about the questionnaire
	5th May 2023

	Write questions down to be authorised by my Manager
	12th May 2023

	Create questionnaire with the approved questions
	17th May 2023

	Send out questionnaire
	18th May 2023

	Conduct focus group 
	Either week commencing 22nd May or 29th May 2023

	Evaluate the findings
	2nd June 2023

	Secondary research to understand behaviours
	5th – 23rd June 2023

	Gather information regarding job specifications for managers
	5th – 23rd June 2023

	Analyse the primary and secondary research demonstrating how they relate or do not relate
	26th June – 2nd July 2023

	Identify gaps whereby recommendations can be made to help managerial behaviour
	3rd – 16th July 2023

	Finalise all the report writing ready to submit
	17th – 18th July 2023

	
	

	
	

	
	

	
	

	
	

	
	

	
	


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.

· What is the best time to arrange the focus group and in what room?
· I currently have holidays booked and jury service duties to attend in June, can I arrange the questionnaire and focus group findings around my time out?
· Do you think we will get honest answers and opinions from employees?
· Do we have any relevant documentation outlining what LE’s ideal manager should be demonstrating?
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