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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
	Sarah Chislett

	2. Organisation name:
	Alun Griffiths (Contractors) Ltd

	3. Type of business:
Nature of business and customer profile:
	Civil Engineering company connecting communities through road, rail, water and utilities. 


	4. Number employed by organisation:
	900

	5. Number employed within human resources (HR) department (if applicable):
	HR Manager – Alice Graham
HRBP – Sarah Chislett
HR Advisor – Victoria Kingston
HR Advisor -  Jasmine Iszard
HR Administrator – Chloe Hitchings
Occupational Health and Wellbeing Coordinator – Barry Brownett-Evans

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





	Casework – Investigation, Disciplinaries, Grievances and Appeals.
Recruitment – Full employee Lifecycle 
Project work
Supporting Employee performance



	7. Your job title:


	HR Business Partner

	8. How long have you been in this job?
	6 Months

	9. Outline main purpose of your job:



	To partner with business leaders, departments and key stakeholders to drive and improve organisational performance and people capability, by aligning HR initiatives and activities to strategic business needs and objectives. To help develop a strategic, commercially driven, people focused HR service by developing, shaping and implementing effective people strategies, behaviours, activities and processes within the business. To promote and role model an inclusive, diverse and equal culture. 


	10. List the HR responsibilities within your job:





	Line Management of 3 employees
Project work including driving culture
Support with shaping the people strategy
Moving the business strategy forward
Driving and improving compliance
Providing coaching and support to business leaders.
Improving Performance
Supporting ER casework

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

	Name: Alice Graham
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 explore how employee voice and communication can positively impact employee satisfaction. 


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. Conduct Primary research in order to critically evaluate the employee engagement practices at AGC and the impact on employee engagement by the end of June 2023. 
2. Conduct Secondary research in order to assess the employee engagement practices outside of AGC and the effect this has on Employee Satisfaction by the end of June 2023. 
3. Analyse current Employee communication across AGC through Internal data and feedback to understand how AGC currently communicate and how they could improve by end June 2023.
4. Analyse current Employee Communication across other companies by reviewing data and literature, looking for themes to improve communication across AGC by end June 2023.
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 are we currently communicating with the business?
Do we know how employees would like to be communicated too?

Tasks relevant to objective one:
Develop a roll out plan about improving communication across AGC
Build employee voice survey questions to gain feedback on communication.


Questions relevant to objective two:
How can AGC improve Employee engagement?
What benefits can come from a Focus Group?

Tasks relevant to objective two:
Work with IT to set up email addresses for all employees to allow all employees the opportunity to be part of the survey and focus groups.
Construct employee voice nomination forms ready for focus Group

Questions relevant to objective three:
How are AGC currently communicating with each layer of workforce?
What could AGC do to improve their communication?
Currently is communication consistent?

Tasks relevant to objective three:
Look at current data to see how we are communicating with employees
Ask Employees how they would like to be communicated too and note their preferences.

Questions relevant to objective four:
How are other organisations communicating to their workforce?
What are the benefits of having more than one method of communication?

Tasks relevant to objective four:
Review current data in other organisations to understand how other businesses are communicating with their employees.
Understand if there are any risks with changing our current communication methods.


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.  

The business has just introduced to the SLT a balanced scorecard – this scorecard has set objectives to link in with the people strategy including reducing attrition to retain top talent, increased training days to invest in employees and giving them a say in what training and development they would like to do, improving absence figures and improving communication hopefully through Employee Voice this will allow AGC to cover off the objectives set on the balance scorecard and the communication will improve the employee engagement and absence issues meaning employees will feel happier coming to work and AGC will see a decrease in its attrition.

There is also a plan for early in careers to share with the wider community what AGC is trying to promote and why employees should come and work for Griffiths making  AGC an employer of choice. Linking back in with an increase in training days and allowing employees an opportunity to be engaged and invested in the wider business not just a one size approach fits all. 

Through Employee Voice there is an opportunity for positive promotion of AGC throughout the business and a cost saving. By implementing employee voice there is an opportunity to improve communication and have a positive impact on employee satisfaction across the wider business.




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.

Biggest risks for the report not being a success would be the time to allow to see the improvement and the buy in for the wider team. For an organisation that is not used to change there could potentially be a trust issue as to would employees want to share information or a previous poor culture of we have tried this before and no one listened.

If the SLT are bought into the long term HR strategy and see the benefits of Employee Voice then the communication could turn round quickly, it is important to remember at each stage of the process that communication is a key factor and we need to ensure as a business communication reaches all levels of the workforce.

Aligning to the wider AGC team the vision of Employee Voice may not be an easy task but if it is done right and using the primary feedback from the survey and the focus group then this project could be the one to move AGC another step further into the corporate world and improve the business from an employee perspective. 

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.

· Microsoft Forms for original survey questions.
· Separate channel on teams for the feedback to be collated to.
· Link for volunteers for focus group.
· 10 Employees for focus group.
· Room and time away from day job for the 10 employees.
· AGC weekly comms bulletin platform to start the communication process.
· Time from my LM for support with project.
· Primary data collated from survey and secondary data from resources linked to the report.
· Plan to launch employee voice as a full time initiative.
· Buy in form SLT for employee voice.
· Posters promoting employee voice.
· Employee Voice Nomination forms should this become a long term initiative.
· Potential employee voice ballet if there is lots of interest, this is to ensure that all areas of the business is represented however, this will need to be managed fairly and sensitively to ensure there is no conflict.





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 – by completing a questionnaire with the wider workforce there is more option to try and get more data returned. Currently there are 900 direct employees working at AGC so there is scope for a wider response rate.

Focus Group – This option will allow employees who are genuinely interested in employee voice and making a difference have their voices heard and put themselves forward for representation. 

These methods were selected because surveys are useful to collect data from large groups of people and AGC currently employees over 800 employees. Focus groups are often more concise to get to the route of the issue with a clearer plan to go forward collection of qualitative data to get a better understanding of issues. 
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.

By the use of a Microsoft form this questionnaire can be sent to all employees at AGC with an email address. I can align the form to version control it so only I can see the data responses to ensure the form remains anonymous to the wider business.

Employee Voice poster – to promote the focus groups, linking back in with a form to all employees to book themselves onto the focus groups sessions. 
If this then works we can look to launch employee voice through a nomination form.




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.

By sending this form out to the whole of the business there is scope to get wider data from a more diverse population of employees not just from one area of the business. The main challenge at present is the employees participation. Moving from a small family run business to a large organisation over the last 5 years there is often resistance to change with people citing  that nothing will change. The challenge to change that mindset and make AGC a better place to work allowing employees to see that the business wants to make a change and wants to engage its workforce. 

If this was launched a permanent initiative it is important to have representatives from different areas of the business to ensure we are capturing the whole perspective. When looking to appoint employee reps this can be done through a nomination form to ensure employees feel as though they have a say in who is representing them.

The thought of having a say for certain employees will be very important, the are many employees who have great ideas that they think could work but are often to afraid to bring the ideas forward or don’t know how to, that will be the benefit of having employee voice representative so people will know who they need to communicate to and when if they have an idea or would like to make a change or if they have a concern that they would like addressed. 



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: 

Broderick, D. (2022) What is employee voice and why is it important? Available at: https://www.hive.hr/blog/what-is-employee-voice-and-why-is-it-important/ (Accessed: 22nd April 2023).

CIPD (2022) Employee voice. Available at: https://www.cipd.org/uk/knowledge/factsheets/voice-factsheet/  (Accessed: 01st May 2023).

Forbes (2021) 15 Ways to empower your employees. Available at: https://www.forbes.com/sites/forbesbusinesscouncil/2021/10/12/15-ways-to-empower-your-employees/  (Accessed: 01st May 2023).
Government Communication Services (2021) Engaging employees through internal communications. Available at: https://gcs.civilservice.gov.uk/guidance/internal-communication/engaging-employees-through-internal-communications/ (Accessed: 1st May 2023)
https://experthr.co.uk 
Sharp, R. (2018) Breaking the silence - Employee Voice. Available at: https://www.hrmagazine.co.uk/content/features/breaking-the-silence-employee-voice/ (Accessed: 1st May 2023).
Thomas, R. (2011) Line managers need guidance so they can effectively communicate with employees. Available at: https://www.hrmagazine.co.uk/content/features/line-managers-need-guidance-so-they-can-effectively-communicate-with-employees/ (Accessed: 22nd April 2023).
Wong, K. (2020) What is employee voice and why is it important? Available at: https://www.achievers.com/blog/what-is-employee-voice-and-why-is-it-important/  (Accessed: 22nd April 2023)

Books (on topic area and associated subjects):


Boxall, Freeman, R. B., & Haynes, P. (2018). What Workers Say : Employee Voice in the Anglo-American Workplace (Boxall, R. B. Freeman, & P. Haynes, Eds.). Cornell University Press,. https://doi.org/10.7591/9781501735332 

Bryson, Gomez, R., Kretschmer, T., & Willman, P. (2009). Employee voice and private sector workplace outcomes in Britain, 1980-2004. Centre for Economic Performance, London School of Economics and Political Science.

Budd. (2018). Employment with a Human Face : Balancing Efficiency, Equity, and Voice. Cornell University Press,. https://doi.org/10.7591/9781501722387

Elearn Limited (Great Britain). (2007). Change management (First edition.). Routledge, an imprint of Taylor and Francis.

Evgeniya Balabanova. (2022). Abusive supervision in organizations: Power, dependency and employee voice in labour relations. In The Ambivalence of Power in the Twenty-First Century Economy (p. 122–). UCL Press. https://doi.org/10.2307/j.ctv280b65x.15

Johnstone, & Ackers, P. (2015). Finding a voice at work? : new perspectives on employment relations (Johnstone & P. Ackers, Eds.; First edition.). Oxford University Press.

Kouzes, & Posner, B. Z. (2017). The leadership challenge : how to make extraordinary things happen in organizations (Sixth edition.). The Leadership Challenge, a Wiley brand.

Lippert, Huzzard, T., Jürgens, U., & Lazonick, W. (2014). Corporate governance, employee voice, and work organization : sustaining high-road jobs in the automotive supply industry. Oxford University Press.

Making Sense of Change Management: A Complete Guide to the Models, Tools and Techniques of Organizational Change. (2005). Journal of Economic Literature, 43(2), 590–. American Economic Association.

Men, & Bowen, S. A. (2017). Excellence in internal communication management (First edition.). Business Expert Press.

Paton R, & McCalman, J. (2008). Change management a guide to effective implementation (3rd ed.). SAGE.

Pradipta, & Pertiwi, K. (2023). 36Capturing employee voice through social media Instagram during COVID-19 pandemic. In Contemporary Research on Management and Business (1st ed., pp. 36–39). CRC Press. https://doi.org/10.1201/9781003295952-10

Smith, & Mounter, P. (2008). Effective internal communication (2nd ed.). Kogan Page.

What Workers Say: Employee Voice in the Anglo-American Workplace. (2018). Cornell University Press. https://doi.org/10.7591/j.ctv5rf58s

Books (on research methodology):
Saunders. (2019). Research methods for business students (8th ed.). Pearson.
 
Underwood, & Shelbourn, M. (2021). Handbook of research on driving transformational change in the digital built environment (Underwood & M. Shelbourn, Eds.). IGI Global.




Peer reviewed research papers:

Bai, Lin, L., & Liu, J. T. (2019). Leveraging the employee voice: a multi-level social learning perspective of ethical leadership. International Journal of Human Resource Management, 30(12), 1869–1901. https://doi.org/10.1080/09585192.2017.1308414


DUAN, LI, C., XU, Y., & WU, C.-H. (2017). Transformational leadership and employee voice behavior: A Pygmalion mechanism. Journal of Organizational Behavior, 38(5), 650–670. https://doi.org/10.1002/job.2157

Dundon, & Gollan, P. J. (2007). Re-conceptualizing voice in the non-union workplace. International Journal of Human Resource Management, 18(7), 1182–1198. https://doi.org/10.1080/09585190701391925

Hess, Strobel, J., & Pan, R. (Celia). (2016). Voices from the workplace: practitioners’ perspectives on the role of empathy and care within engineering. Engineering Studies, 8(3), 212–242. https://doi.org/10.1080/19378629.2016.1241787

Khan, Mowbray, P. K., & Wilkinson, A. (2023). Employee voice on social media — An affordance lens. International Journal of Management Reviews : IJMR. https://doi.org/10.1111/ijmr.12326

Marsden. (2013). Individual Voice in Employment Relationships: A Comparison under Different Forms of Workplace Representation. Industrial Relations (Berkeley), 52(s1), 221–258. https://doi.org/10.1111/irel.12002

Rees, Alfes, K., & Gatenby, M. (2013). Employee voice and engagement: connections and consequences. International Journal of Human Resource Management, 24(14), 2780–2798. https://doi.org/10.1080/09585192.2013.763843

Rundle, & Bronfenbrenner, K. (1998). Workplace Change and the New Labor Movement. New Labor Forum, 2, 83–.

Townsend, Wilkinson, A., Dundon, T., & Mowbray, P. K. (2022). Tracking employee voice: developing the concept of voice pathways. Asia Pacific Journal of Human Resources, 60(2), 283–304. https://doi.org/10.1111/1744-7941.12271

Venkataramani, Zhou, L., Wang, M., Liao, H., & Shi, J. (2016). Social networks and employee voice: The influence of team members’ and team leaders’ social network positions on employee voice. Organizational Behavior and Human Decision Processes, 132, 37–48. https://doi.org/10.1016/j.obhdp.2015.12.001


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

	Complete Ethics form
	24th  April 2023

	Draft Survey Questions
	25th  April 2023

	Run Survey Questions by LM.
	30th   April 2023

	Complete Microsoft Form for Survey Questions and Complete Employee Voice poster.
	 30th  April 2023

	Send comms out to the wider business about the up coming survey and include the Employee Voice poster for Focus groups.
	30th   April 2023

	Send out Survey and review results over 6 week period. 
	15th May 2023

	Reach out to employees to plan in focus group.
	End of April 2023

	Complete focus group and review results and compare the results from the Survey.
	Over the course of the survey running

	Meet with LM to discuss the feedback collated and understand what the employees have said.
	End of June 2023

	Understand from the feedback if employees would welcome Employee Voice through elected representatives
	End of June 2023

	Review secondary research into Employee voice and benefits it could bring to AGC
	Jun/July 2023

	Build report for the research into Employee voice and the benefits to the business for this to become a permanent initiative 
	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.



1. Do you agree that having more than one primary source of research is worthwhile?
2. How do you think Employee Voice would land with the wider business?
3. Do you think that 6 weeks is enough time to collate the survey research?
4. Do you think I should wait until after the deadline for the survey research to complete the focus group session?
5. Have you had any experience with completing this kind of research previously, if so are there any learnings?
6. What are you thoughts on sharing this plan through the weekly update with a poster attachment?
7. Have you spoken to the SLT about employee voice?
8. Is there anything that you think I should add that I haven’t included already?
9. Do you think there is an opportunity to involved other members of the HR team?
10. Is there any specific research you may have done in the past that you that you think I could do to make this change a success?
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