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Introduction

Middle management is often perceived as the last bastion of bureaucracy, but are they in fact the victims? Caught up in the web of regimented procedure, aware of the necessity and ferocity of changing requirements, yet unable to enact any form of influence.
This research paper will investigate the factors that impact upon middle management and the knock-on effects to operational output, focusing on the core principals of culture and trust. This proposal document will include a summary of historic and current relatable literature, the research strategy and methodology and a brief account of the logistical and ethical considerations that will be brought to bear in the pursuit of primary data. The document will conclude with an outline of possible research outcomes and a Gantt chart specifying the desired project activities and timeline. 


Literature review

Keywords: Schein ● Drucker ● Chaos theory ● McClelland ● Motivation ● Efficiency          ● Drotter & Sharan ● Cognitive psychology

Middle management serves as a liaison between senior management and the employees, and has an ever increasing list of responsibilities (Pollock, 2015). While the responsibilities of middle management have increased significantly, the perception by middle management is that they are disposable and of little value (Barton, Waldron and Winter, 1978); a sentiment that is becoming common place. Wikipedia, which is associated with the perception of the general public states “This position is often seen as unnecessary and middle managers are blamed for holding back the organization.” (Wikipedia, 2016). In an article by Zenger and Folkman (2014) it was noted that middle managers are so unhappy, and the disconnect effects morale, increases the propensity to leave and an increasing resistance to change, which eventually reduces organisational effectiveness and efficiency (Woods, 2013; Greenhalgh and Rosenblatt, 1984). 
Schein (2006) noted difficulties within organisational cultures stating “I also suggested meetings of managers from different units to stimulate lateral communication, but found no support for such meetings”. Each of the points thus far have situated the middle manager in a contradictory position to McClelland’s (1961) needs based theory, which states that each individual has the need for affiliation, power, and achievement; to varying degrees. The traditional hierarchical culture that has been inherent across all organisations has constructed this negative connotation, and perhaps the movement to streamline organisational efficiency gave birth to the notion of “cut out the middle man”. Again strengthening the perception of middle management that they are of little value and disposable..
While there are countless articles out there proclaiming the virtues of middle management, be it positively or negatively; there is very little in the way of affirmative action to address the issue. Why is that the case? Have middle managers become obsolete? Has their job role evolved? Do organisations lack trust? What effect is this having?
The in-depth literary review will be undertaken by the study of numerous sources: Journal articles, case studies, and white papers will be the primary focus for providing rich peer reviewed data. Corporate reports and websites will also be used to glean and interpret pertinent information.



Research strategy and methodology
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The basis for this research paper will have the underpinnings of situational analysis grounded theory, to better address differences and complexities of the current environment (Clarke, 2003) with a strong deductive approach. This approach was specifically chosen to deliver an altruistic vision of the relationship intrinsic and extrinsic factors contribute to the increasing cascade of change and the impact upon the subject matter.
The methodology for this research project will be a combination of both qualitative and quantitative studies that will be triangulated to assist in the formulation of a workable hypothesis. The decision to utilise both methods is based upon the notion that quantitative data will focus on the statistical elements of the primary and secondary research and the qualitative study will be more emotive, focusing on the content and context of both written and spoken word. This combination of methodologies will deliver a rich insight in to the chosen phenomenon and help with specifics of the hypothesis development. 
The studies will consist of 30-60+ individuals for the quantitative data and 3-5+ for the qualitative. The quantitative study will contain questions that will be a combination of a numerical (Sliding scale) nature, but also will be looking at written answers in the form of descriptors: Keywords that provide an emotional statement. This set of questions will act as a complimentary side note to the qualitative data and enhance the richness of the insight provided. 
Sample questions: -
1. What are the most common complaints employees make about the company culture?
2. What do you love best about the culture here?
3. Do you think the organisation is transparent?
4. What level of autonomy are you afforded?
5. Do you view your role more as a manager, leader or coach?
6. Describe how you see your role evolving?
7. Are you given opportunities to challenge or to provide feedback to the organisations approach?
8. Do you feel you have skills that aren’t being utilised?
Upon validating the data, a chi-squared test or derivative will be used to corroborate, or discount a null hypothesis. Thus the research strategy, will aim to uncover not only how middle managers see themselves, but how those in more senior and junior positions perceive middle management. Further enhanced by the probability of talent attrition.

Logistical and ethical considerations
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Serious consideration has been given to the ethical positioning of the research, and a completed ethics form will be inspected and verified at each necessary step.
The research paper will have minimal ethical influencers as the research will focus on adults of a sound mind only. However, implications may be encountered in the formulation of the survey and interview data/ responses, as we will be asking individuals for their personal feelings and motivations either for or against their employer. This will be addressed by removing key identifiers to the individuals: Names will be removed, ages will be within a range and so on..
The most common ethical challenge occurs when the researcher and those that are being researched have a conflict of interest. For the data that this research project will acquire, there is an important need to give participants in the questionnaire the right to withdraw if they do not find the questions appropriate. The recipients will also be made aware that the information gathered is kept confidential, so that all information was answered truthfully. 
The logistical and sustainable impact of the research will be kept to a minimum by the use of digital surveys and online or face-face meetings; thus cutting down on all unnecessary costs and waste. While the application of online surveys minimises the impact on the work schedule of the individual participants, obtaining completed surveys in a timely manner is taken out of our control, and of course we will be susceptible to technical failures. 
The participants for the interview portion of the research will be chosen and screened in accordance with the project outline. Participants will be scheduled in a manner that is best suited to, and less intrusive toward their working practices. Interviews will be recorded to ensure the accuracy or transcribed data. 
By conducting digital questionnaires the impact upon the individuals and their workload will be kept to a minimum. Furthermore, we should be able to afford a greater reach within the organisation. The data that has been acquired will be securely stored and encrypted off-site as to adhere to data protection protocols.



Outcome
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Although there are numerous possible outcomes to this research document, the intention is that the result will only serve to open up many more questions, and start a dialogue between all levels within organisations, thus improving the transparency and trust afforded. While the job role of middle management has evolved beyond recognition, the perception remains the same, and is driving the negativity, stagnating organisational progress and growth. Organisations are under a perpetual state of change and it is the responsibility of middle managers to be the conduit of change (Bryant and Stensaker, 2011). It is down to the organisations to respond, and empower the talent available to capitalise upon the disruptions (Swiatczak, M, Morner and Finkbeiner, 2015)
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