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This report presents the study and research of various management styles within a number of organisations and aims to analyse the affect that these management styles have on an employee’s health and wellbeing. This research topic was conducted and achieved through qualitative data collection and analysis which is defined as being an iterative approach and is achieved by examining human experience. (Aspers & Corte; 2019). This approach is seen as being more complex in terms of understanding the phenomenon in question and seeks to provide higher insight based on humanistic and interpretivist behaviours. 
The title of my research is, ‘Does Management Style within an Organisation Affect an Employee’s Health and Wellbeing?’ By choosing a relatively broad subject I was able to attempt to pick up on the current management styles within three different organisations, if these styles are effective and whether or not the management currently being undertaken within those organisations have any bearing on the employee’s health and wellbeing.  
Whilst conducting interviews my aim was to gain insight into different management styles undertaken within a number of organisations and if these management styles affected an employee’s health and wellbeing. I chose this particular phenomenon and field of study as it is an extremely broad subject with a great deal of scope for investigation. During my first year of a BA in Business and Management, I undertook a Contemporary Management Approaches module and after finding a real passion for gaining more knowledge and understanding on various management approaches, I felt this was a topic I would like to delve a little deeper into. Effective management is centred around people and from research, studies show that poor management styles within the workplace can have a detrimental effect on an employee’s health and wellbeing. (McGurgan; 2020). 
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I conducted three unstructured interviews with participants varying in ages and who were all employed within different industries and sectors. All three interviewees were known to me, which made the process extremely natural and relaxed for both myself, as the researcher and for all three interviewees. I had prepared a brief idea of the questions I wanted to ask but due to the unstructured nature of the interviews, I was able to ask open ended questions where the conversation flowed well and was extremely fluid and therefore was able to move away from such a structured approach and could delve a little deeper, thus enabling me to gain a much richer and more diverse collection of data. 
An unstructured interview or informal interview, as it is sometimes known, is a much more flexible approach as questions can be adapted and modified to suit the previous answers given by the interviewee. It allows for a discovery of information, thus enabling the researcher to gain a greater knowledge of the interviewees’ understanding of the subject topic, allowing for further clarification and in some respects, allowing the interviewee to drive the interview in different directions. (McLeod; 2014). Using open ended questions allowed my interviewees to be open and express what they felt about the particular research topic in their own words. 
Prior to undertaking the interviews, I ensured that the participants were given a copy of the participations form to read, understand and sign, with one copy kept by myself and the other kept by the participant. 
I collected my data in the form of an audio recorded, face to face interview which I then transcribed word for word and analysed via a ‘thematic’ approach in which I was able to examine and interpret the data and arrange into relevant reoccurring themes. A ‘thematic’ approach refers to the method of analysis of qualitative data and where the researcher identifies common reoccurring themes within the data by close examination and interpretation. (Caulfield; 2019). 
Once the interviews had been transcribed it was important that proper analysis was undertaken to confirm the validity of my findings. The data was analysed using ‘Thematic Analysis’ which ensured a systematic and thorough approach and which aims to identity themes and patterns from the data collected during the interview. (Mortensen; 2020). Thematic analysis comprises six unique steps used to create a map of relevant themes in the data which tie it all together. The steps comprise : ‘familiarize yourself with your data, assign preliminary codes to your data in order to describe the content, search for patterns or themes in your codes across the different interviews, review themes, define and name themes, produce your report’ (Ibid). 
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After transcribing all three interviews, I analysed the data by examining it closely and searched for reoccurring themes within the answers that were provided. The themes are recorded below. 
Workplace Hierarchy
Organisational hierarchy distinguishes status within an organisation. The connection between managerial hierarchy and an employee’s feeling of self-worth is apparent within all three organisations. I noticed a clear split of status in terms of holding a level of power and authority over and above an employee in a lower grade/band of job role. The data collected gave the impression of a lack of team togetherness in respect to management and suggests that management is seen as a separate entity in relation to other members of staff employed within the organisation. When interpreting the data and arranging into the theme of workplace hierarchy, the answers provided from all three participants had an extremely negative feel to them. 
This information gave a helpful insight into the type of management structure held within the organisation. 
“Every department has its own Director, Manager or Line Manager. Everyone knows what they are supposed to be doing and who they report to. Everyone knows their place.” – Participant A. 
“People of a higher band like to make their position within the team well known. We feel less important” – Participant B. 
“It all seems like it’s us and them. They don’t care about us”. – Participant C. 
Lower Morale 
A lack of appreciation and acknowledgement of an employee’s hard work leads to a lack of enthusiasm and resentment and therefore, lower morale of employees within the workplace. Feeling a lack of self-worth and inferiority to supervisors where there is a distinct feeling of being under appreciated clearly affects an employee’s morale. 
“We work hard. You can be in the company a long time and work very hard and give up a lot for the company but then find that you get new people starting and if they have come from a company where they have had fantastic perks and benefits, their contract will state that they get benefits that I’ve never had and that I’m not getting at the moment. It doesn’t seem fair”. – Participant A.
“We feel less important”. – Participant B. 
“I had no thanks; she didn’t even acknowledge what I had done”. – Participant C. 
Conflict within the Workplace 
There is a clear correlation between poor management and workplace conflict. 
Participant A noted that blame for a mistake is often passed to another employee in order to get themselves out of trouble. This indicates a level of fear of getting the blame for a mistake. It is only normal for humans to make mistakes from time to time. This suggests a lack of trust in the organisation’s management and a feeling of not being able to be honest and open about something that has happened, showing a lack of communication. This would clearly cause conflict between employees, especially if someone was getting blamed for something they haven’t done.  
From Participant B’s answer, not having the appropriate measures in place to ensure staff get adequate breaks can lead to a feeling of resentment and bitterness towards employees who may be away from work for whatever reason. This would impact on productivity – clearly extremely important in this participant’s workplace, where they are saving lives.  
“When the MD is there all the time there isn’t a lot of forgiveness. If a mistake is made, fingers get pointed. There is a lot of passing the buck”. – Participant A. 
“I worked just over five hours without a break. As a Call Taker I am saving lives. I can’t risk being over tired and stressed. I was non-stop. It was really busy, and I stood up during a quiet period and said look, I need to take a break now but was told I couldn’t because we were short staffed. All because someone was off on the sick – taking the mick more like, some people get away with murder”. – Participant B. 
Stressful Working Environment 
Working under such a great amount of pressure and constantly having to deliver great results can be extremely stressful. This contributes to great amounts of work related stress.  There is a direct correlation between poor management and showing a lack of support. Great amounts of pressure are clearly placed upon all three participants. From my interpretation it would appear that management expect too much from their employees. 
“It is all about finance and money. It isn’t orientated about people and caring for your staff at all. If we don’t perform, the company doesn’t perform and ultimately, we lose our jobs and if we are losing money on site then that’s where our wages are come from. We can’t afford to let things slip, if the programme falls behind then the money doesn’t come in and we don’t get paid”. – Participant A. 
“I think today we are expected to take on additional pressure”. – Participant A. 
“It’s a very stressful job as it is and management don’t help in the sense that they actually don’t seem to care about their employees’ health. We aren’t machines”. – Participant B.
“It’s very stressful in the fact that knowing I don’t have any support should I need it. It makes me not want to be there”. – Participant C. 
Health and Wellbeing Implications
There is a definitive link between having so much pressure placed on employees in terms of productivity by delivering results and stress levels. Making staff so aware of finances within the company is a clever way of manipulating them to work harder. It is proven through Participant B’s interview that continually working within a stressful environment can cause stress and depression which can then affect all aspects of personal life outside of work. Working within such an environment could lead to time off with work related health issues. There is a direct correlation between work related stress and bad management.
“When you are in a fairly small company working on top of each other you are all aware of finances. I’m not sure if this is a good thing that the employees are aware of that. I don’t think I’m paid enough to worry about finances, although if you have mental health issues because of work, it doesn’t matter how much money you are on”. – Participant A. 
“I don’t think management realise the pressures we are under. It affects everything. It makes me depressed, it’s not a good place to be. I don’t know how people are expected to function”. – Participant B. 
“It makes me anxious and stressed. It makes me not want to be there. It affects my anxiety”. – Participant C. 
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Some extremely compelling, reoccurring themes emerged from the data collected from all three participants which gave good insight into the particular phenomenon in question although I would like to see some further research carried out. 
For the data collected to be deemed as valid and reliable, it is important that more than one research approach is undertaken, this is known as ‘triangulation’. Further research should be carried out on the chosen phenomenon and by combining the current findings with the findings from another research approach, this would provide a clearer, more comprehensive and concise understanding of the research topic and would instill further confidence in the findings collected. (Heale & Forbes; 2013).
If I were to repeat the process, I would like to undertake triangulation by undertaking both qualitative and quantitative methods of research and I would also like to obtain findings from a larger group of participants. I believe this would make my findings much richer and more reliable.   
I found the interview process to be one that was positive in terms of the particular type of unstructured, informal conversational interview style I had decided to implement. In connection with conversational context, the open ended question approach offered spontaneity and flexibility and it was clear that the data collected from each participant was unique although this particular research style required a longer length of time to complete due to my own conversational skills. (Patton; 2002). This particular style of questioning lead to preconceived opinions that I had already formed surrounding the particular phenomenon. I believe I had formed a slightly biased view and in connection to this, I steered my interviews in a way that would provide rich information surrounding particular reoccurring themes. (Sage; 2015). Over time I believe my conversational skills will develop and I will be able to implement a more unbiased view.    
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