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[bookmark: _Toc18102978]Introduction
The purpose of this report is to present a small-scale research on a relevant workplace topic. The research issue focused in this report is micromanagement; an intensive management style where the manager keeps a (virtually) perpetual track of employees, monitoring their progress and providing comments/feedback where required. The context of this study is to determine if whether a micromanaging leader is good for employee performance and/or wider organisational productivity.
The study is split between four different chapters. The first, methodology, explores what methods are applied to complete this study. The second, literature review, provides an overview of what other researchers have studied about the topic. The third chapter provides and interprets the primary data collected as part of this study. The final chapter, conclusion, wraps together the lessons found from the literature review and data analysis, thus answering the research question. To be more specific, this study focuses exclusively on a micro-intensive management style in the retail/supermarket sector.
· Is a micromanagement leadership approach good for organisational productivity?
· Is a micromanagement leadership approach good for employee satisfaction and engagement?
[bookmark: _Toc18102979]Methodology
This study is planned as a mixed-methods, deductive study to explore the outcomes of a micro-intensive management style. The following subsections will the methodology in detail, including its intended strategy, sampling, and ethical considerations.
[bookmark: _Toc18102980]Research Approach
This study plans to use both qualitative and quantitative research approaches. The former strategy focuses on collecting subjective data from different sources, i.e. reading other studies, interviews with relevant experts, and other subjective sources. These sources are not objective but provide an insight into the studied topic/debate from their own perspective. The form of qualitative research incorporated in this study is a Literature Review. A literature review involves studying a variety of other studies on the subject topic to determine current insights and knowledge (Burns, 2000).
Quantitative data, on the other hand, involves objective evidence. The evidences of a quantitative analysis are not based on subjective or disagreeable opinion but convey an objective perspective into the research topic. Quantitative data cannot be refuted, because it is in numerical form and aggregated from a large sample, and thus represents the perspective of the majority (Burns, 2000). To exemplify the difference between methods, qualitative research is useful to understand what experts say about human behaviour (i.e. what makes employees loyal?), whereas quantitative research gauges what human behaviour actually does (i.e. does increased salary has a link to customer loyalty?). A prominent form of quantitative research involves the use of questionnaires – a standardised set of questions given to respondents to give their answers on. The results are aggregated, which gives an objective perspective into what a majority feels about the studied topic (Burns, 2000).
Research Strategy
This study takes a deductive approach; a hypothesis was explored in the first section of this report. This study will now deduce, through a variety of evidences, if the hypothesis is true or false. This study adopts a mixed-method approach, using both a Literature Review and Questionnaire. 
The Literature Review is used to gain an insight into what other studies have found about a micro-intensive management style, allowing us to develop a model for a questionnaire. Data and information collected from external sources is called Secondary Data and is used to support arguments. This developed questionnaire is then used to collect data for the aims specified in the first section. This activity will produce Primary Data, which forms the crux of this study’s research output and determines if whether the specified aims have been met.
Sampling Strategy
This study is intended as a small-scale investigation on the implications of a micro-intensive management style. Due to limited resources, this research will collect data through digital platforms on a relatively small sample. Twenty employees from various supermarkets in the UK (TESCO, Sainsbury, and Morrisons) are contacted online and requested to become respondents in this study.
The respondents are then sent an online questionnaire through an appropriate data collection service (SurveyMonkey). The respondents complete the questionnaire and submit their responses. The data is then aggregated and interpreted for meaning and conclusion.
Data Analysis
The aggregated data is transferred into a statistical processing software. This study makes use of Microsoft Excel to provide the final quantitative analysis, after which an interpretation is performed from the author.
Ethical Considerations
This research aims to be ethically compliant. It is important that studies do not infringe on personal space or create harm, either psychological or physical, on any respondents throughout its conduct. This subsection explores the strategies used to make this study ethically competent (Burns, 2000).
This study does not collect any sort of personal information from respondents. This stance is adopted because it would be unethical for a respondent to be targeted for expressing their opinion in this research. The respondents, to not influence their answers, are also not compensated for their participation in this study. Prior to answering the questionnaire, respondents are made aware of their right to withdraw from the study at any moment. Respondents are also asked to read and accept a consent form that highlights that they are voluntarily taking part in the study and they have the right to withdraw at any time. Although the respondents are professionals employed in different retail stores, this report does not associate them with any specific organisation, and thus a gatekeeper permission is not required (as it would be within an organisation-specific study) (Burns, 2000).
[bookmark: _Toc18102981][bookmark: _GoBack]The respondents should also not find the information on the questionnaire to be distressing, as it is focused on a management style that is implied to exist. It is also important for studies to disclose their affiliation and source of funding. As this study is a small-scale investigation, there is no specific information to disclose that would otherwise threaten the objectiveness of this study (Burns, 2000).
Literature Review
A micro-intensive management style can be defined as one where the manager who aims to control or monitor every part of a workforce’s operations, down to the smallest details (Collins & Collins, 2002). This is a definition consistent with most other studies (Mathaiyan, 2016; Vogel, et al., 2016; Maheswari, 2017; Sanaghan, 2016), indicating that there is no considerable dispute on what the concept indicates. The implications of this management style, however, are mostly uniform.
A diverse variety of studies remark a micro-intensive management style to be highly destructive towards the job satisfaction and engagement of employees. Generally, it is indicated that employees do not like constant supervision of their work duties (Schneider, 2014). A continued monitoring regimen makes the employee feel distrusted, and they feel their privacy and private space to be threatened (Vogel, et al., 2016). Employees feel distrusted from their employer and feel that they are not a valued part of the work team and rather a work asset that has to be constantly monitored and mentored (Mathaiyan, 2016; Collins & Collins, 2002).
The direct impact of a micro-intensive management style is also reviewed in studies; employees feel less satisfied and engaged with their work, leading to an overall decline in organisational productivity (Collins & Collins, 2002). Monitored employees do not want to work their best, because the monitoring is an intrusion on their privacy. This approach, in the medium and long term, leads to higher employee turnover and dwindled workforce morale (Collins & Collins, 2002; Schneider, 2014). The implications of both these reductions are severe to organisational performance, as employee morale, retention, and satisfaction are all linked to organisational performance and productivity (Vogel, et al., 2016).
The intended benefits from the managers who do partake in this managerial approach is the considerable control and leverage they have over business operations. A micro-intensive manager knows what is happening in all the monitored departments, allowing them to pinpoint any slacking employees, engage any challenges that arise themselves, and create detailed metrics of overall performance (Collins & Collins, 2002). Although these benefits are theoretically sound, they can produce adverse results because they fundamentally create an aura of intrusion and lack of privacy (Schneider, 2014; Sanaghan, 2016; Mathaiyan, 2016). It is apparent that this management style fundamentally challenges human nature and psychology, and because it offends so many people at once, it can turn into a destructive practice.
Employees feel the most confident with their job when they are trusted and respected in the workplace; a culture of mutual respect encourages all team members to work to their best potential (Schneider, 2014). Herzberg’s Motivation-Hygiene theory notes that employees need all the proper ‘hygiene’ attributes in the workplace to work their best; having a respected standing in the workplace where one’s decisions are not challenged but trusted (to at least an appropriate extent) is a notably important employment feature (Sachau, 2007). 
[bookmark: _Toc18102982]Data Analysis
This subsection explores the results of the data analysis. A seven-point questionnaire was used to collect the data; the questions asked are shared below.
1. Have you worked under a micromanaging leader?
2. Is it enjoyable/satisfactory to work under a micromanaging leader?
3. Your privacy feels intruded under a micromanaging leader.
4. You feel dissatisfied working under a micromanaging leader.
5. You feel less engaged and productive working under a micromanaging leader.
6. Constant monitoring and feedback are frustrating to you.
7. You like to feel empowered and respected to make your own decisions in the workplace.


These results indicate that most respondents have worked under a micro-intensive leader at least once. A majority of the respondents identify that their experience with micro-intensive leaders has not been positive, an implication shared in many studies (Vogel, et al., 2016; Collins & Collins, 2002).
As illustrated above, a majority of the respondents stand against micro-intensive management. Respondents identify that their privacy feels intruded, which makes them less confident in their work. They also feel dissatisfied and less engaged with their work – both outcomes are commonly associated with decreased organisational performance and higher turnover intentions. Respondents recognise that feedback and monitoring should be limited, and that they like to feel respected and empowered in their job position. Having the manager constantly intrude in one’s specialised or general affairs without invitation or necessity produces resentment in employees.
These results are wholly consistent with other studies. This indicates that micro-intensive management is a destructive management style that challenges human needs and psychology – the need of privacy and respect. These results also indicate that micro-managing is not an appropriate managerial style in the retail and supermarket sector and can even produce negative effects. The practical implication of this study is that managers should overall respect the privacy and work right of employees – trusting them to deal with work-related problems and challenges on their own, to create a mutually respectful workforce that can work well together and alone, without overbearing monitoring.
[bookmark: _Toc18102983]Conclusion
The purpose of this study was to explore the implications of a micro-intensive leadership style. This research used a mixed-method approach to conduct a small-scale study on 20 employees in different retail and supermarket organisations. The indicated aims of finding if whether the managerial style had an impact on job satisfaction, engagement, and productivity has been met. The primary data collected indicates that the managerial style has negative implications for all three workforce dimensions and is therefore arguably a destructive practice. 




Question 1 & 2

Yes	Have you worked under a micromanaging leader?	Is it enjoyable/satisfactory to work under a micromanaging leader?	15	7	No	Have you worked under a micromanaging leader?	Is it enjoyable/satisfactory to work under a micromanaging leader?	5	13	



Question 3-7

Strongly Disagree	Your privacy feels intruded under a micromanaging leader.	You feel dissatisfied working under a micromanaging leader.	You feel less engaged and productive working under a micromanaging leader.	Constant monitoring and feedback are frustrating to you.	You like to feel empowered and respected to make your own decisions in the workplace.	1	0	2	3	0	Disagree	Your privacy feels intruded under a micromanaging leader.	You feel dissatisfied working under a micromanaging leader.	You feel less engaged and productive working under a micromanaging leader.	Constant monitoring and feedback are frustrating to you.	You like to feel empowered and respected to make your own decisions in the workplace.	1	3	1	2	0	Neutral	Your privacy feels intruded under a micromanaging leader.	You feel dissatisfied working under a micromanaging leader.	You feel less engaged and productive working under a micromanaging leader.	Constant monitoring and feedback are frustrating to you.	You like to feel empowered and respected to make your own decisions in the workplace.	5	5	4	3	4	Agree	Your privacy feels intruded under a micromanaging leader.	You feel dissatisfied working under a micromanaging leader.	You feel less engaged and productive working under a micromanaging leader.	Constant monitoring and feedback are frustrating to you.	You like to feel empowered and respected to make your own decisions in the workplace.	9	7	7	4	10	Strongly Agree	Your privacy feels intruded under a micromanaging leader.	You feel dissatisfied working under a micromanaging leader.	You feel less engaged and productive working under a micromanaging leader.	Constant monitoring and feedback are frustrating to you.	You like to feel empowered and respected to make your own decisions in the workplace.	4	5	6	8	6	
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