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Component 1 – Business Research Proposal: "The Cost of Silence: Investigating the Disconnect Between Management Decisions and Shop-Floor Realities "
[bookmark: _Toc224476035]Overview of the Research Proposal
This report outlines a formal research plan to investigate the operational and cultural impacts of top-down management within the warehouse operations of "Company." The proposal is structured into five key sections. First, it identifies the core business problem: a severe disconnect between senior management's decisions and the practical realities experienced by shop-floor employees. Second, it establishes clear research aims and objectives focused on understanding this lack of "employee voice." Third, the proposal critically reviews current academic literature regarding leadership styles, communication, and employee morale. Fourth, it outlines a practical research methodology, detailing how data will be collected directly from warehouse staff to ensure their perspectives are captured. Finally, the report discusses the practical business implications, highlighting how the ultimate findings will be used to recommend strategies that bridge the communication gap, improve daily warehouse efficiency, and boost staff retention.

[bookmark: _Toc224476036]Key Theoretical Authors
To ensure this research is grounded in credible academic theory, the following scholarly authors and frameworks will form the foundation of this proposal:
· Prof. Elizabeth W. Morrison (Employee Silence and Voice): A leading academic expert on why employees choose not to speak up. Her research will be used to understand the psychological and organizational reasons why warehouse staff at company feel their feedback is ignored by management.
· Prof. Adrian Wilkinson (Employment Relations): His extensive academic work on "Employee Voice" mechanisms will be used to evaluate the current communication gap between the warehouse floor and the senior office, and to explore how to fix it.
· Bernard M. Bass & Ronald E. Riggio (Leadership Styles): As seminal authors on leadership theory, their work will be used to contrast the company's current top-down, "transactional" management style (focused only on targets) with a more inclusive, "transformational" approach.
· Mark Saunders, Philip Lewis, & Adrian Thornhill (Research Methodology): As the core methodological framework for this module, their "Research Onion" model will be directly applied in Section 4 to justify how the data will be collected from the warehouse staff ethically and accurately.
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[bookmark: _Toc224476038]1. Identification of a Business Problem
This research proposal investigates a critical operational and cultural challenge at "Company" (a pseudonym for a mid-sized UK distribution center). The core issue is a systemic disconnect between senior management's top-down strategic decisions and the complex, "messy reality" experienced by shop-floor warehouse employees.
While traditional logistics literature often suggests that strict, top-down control is necessary to meet fast-paced dispatch targets (Boxall and Purcell, 2022), relying solely on rigid operational metrics is generally insufficient in practice. When management introduces new processes or targets, they frequently do so without consulting the manual workers who must execute them. Unlike Carter and Smith, contemporary researchers such as Wilkinson et al. (2024) argue that actively excluding "employee voice" directly undermines the efficiency management seeks to improve, particularly in high-pressure blue-collar environments.
This friction was evident last year when company management unilaterally rearranged the fast-moving picking aisles to supposedly optimize dispatch times. Because they did not consult the manual pickers, the staff with the actual tacit knowledge of the physical workflow, the new layout created severe bottlenecks between forklifts and foot traffic.
This scenario highlights the profound human cost of organizational silence. When workers are treated merely as mechanical executors rather than valuable stakeholders, it cultivates a toxic "us versus them" culture. The psychological frustration of being ignored leads to decreased morale, active resistance to new policies, and ultimately, high staff turnover (Morrison, 2023).
This problem is highly significant because it demonstrates how a purely transactional management style actively sabotages daily operations. Therefore, this research seeks to explore the barriers to upward communication at company and investigate practical ways to capture bottom-up feedback without compromising essential warehouse KPIs.

[bookmark: _Toc224476039]2: Research Aim, Objectives, and Questions.
Research Aim 
The primary aim of this research is to critically evaluate the operational and human impacts of top-down management at company, exploring how integrating structured "employee voice" mechanisms can align strategic dispatch targets with practical shop-floor realities.
Research Objectives 
To achieve this aim while acknowledging the "messy reality" of fast-paced logistics, the study will pursue the following interconnected objectives:
1. To critically review contemporary literature debating transactional versus transformational leadership models, specifically examining the friction of implementing inclusive strategies within target-driven blue-collar environments.
2. To assess the impact of organizational silence using the EVLN (Exit, Voice, Loyalty, Neglect) framework, evaluating how the lack of upward communication channels drives shop-floor staff toward active resistance or staff turnover.
3. To evaluate the human cost of unilateral decision-making through the lens of the Job Demands-Resources (JD-R) model, analyzing how increased operational demands, coupled with a lack of consultative resources, impact worker burnout and physical safety.
4. To propose an evidence-based communication framework that management can adopt to capture bottom-up tacit knowledge without compromising strict warehouse KPIs.
Research Questions 
This study seeks to answer the following core questions:
· RQ1: How do strictly top-down operational changes (such as aisle layout restructuring) currently impact the day-to-day workflow, safety, and psychological well-being of warehouse staff at company?
· RQ2: What are the primary structural and cultural barriers that drive employees toward "Exit" or "Neglect" rather than utilizing "Voice" when operational issues arise?
· RQ3: How can management systematically align fast-paced logistics targets with more consultative leadership practices to reduce workplace friction and leverage shop-floor expertise?
[bookmark: _Toc224476040]3. Critical Literature Review
This section critically synthesizes recent scholarly literature regarding organizational communication, employee well-being, and leadership models. It acknowledges the inherent tension between clean theoretical frameworks and the "messy reality" of implementing them within a high-pressure, target-driven logistics environment.
The Debate on Leadership in Logistics
Historically, the logistics sector has relied heavily on Transactional Leadership, a top-down approach focused strictly on compliance, standardized processes, and meeting Key Performance Indicators (KPIs). Langton and Mafini (2022) argue that in supply chain and manufacturing environments, transactional leadership is highly prevalent because it provides clear reporting structures and ensures strict execution of daily tasks. However, relying solely on this model is generally insufficient in the modern workforce. While transactional leaders can force short-term compliance, Wang, Zhang and Chen (2023) posit that rigid, top-down control stifles organizational innovativeness and creates friction on the warehouse floor. Transformational leadership, which empowers employees and includes them in problem-solving, is widely proposed as the solution (Bass and Riggio, 2006). Yet a critical limitation of previous research is that middle managers often abandon transformational practices because consulting staff is perceived as too time-consuming when facing immediate dispatch deadlines.
The Human Cost: The Job Demands-Resources (JD-R) Model
To understand the human cost of this top-down friction, the Job Demands-Resources (JD-R) model must be examined. The JD-R model posits that employee well-being is determined by the balance between job demands (physical workload) and job resources (management support, autonomy) (Bakker and Demerouti, 2017). When management unilaterally rearranges picking aisles, they drastically increase physical demand while simultaneously removing the consultative resource. Loske and Klumpp (2021) specifically apply this to logistics, noting that when warehouse workers face sudden process changes without adequate resources, their physiological and psychological costs spike. Treating employees merely as mechanical executors, rather than stakeholders, consistently leads to psychological frustration, physical exhaustion, and burnout.
Interconnected Frameworks: Organizational Silence and EVLN
Evaluating job demands in isolation is inadequate without understanding how employees systematically respond to these pressures. When the JD-R balance fails, employees naturally attempt to use "Voice" to correct operational inefficiencies (Morrison, 2014). However, simply having employees speak up is not enough; Kerrissey, Satterstrom and Leydon (2022) demonstrate that if frontline workers voice concerns about a process, but management fails to listen or implement the feedback, the employees experience severe burnout and disengagement. This specific dynamic in logistics is further highlighted by Zhang, Li and Wang (2025), who found that a lack of "supervisor listening" directly damages perceived respect among warehouse staff.
When voice is blocked by top-down management, "organizational silence" takes over. The consequences of this are severe. According to the EVLN framework, blocked voice drives employees toward "Neglect" (doing the bare minimum) and "Exit" (quitting) (Wilkinson, Barry and Morrison, 2020). Reinforcing this, recent empirical research by Shaukat and Khurshid (2022) confirms that employee silence directly causes psychological burnout, which heavily mediates an employee's intention to leave the organization. The literature clearly demonstrates that logistics companies must structurally integrate bottom-up feedback to survive, a gap this proposal aims to address.








Table 1: The Interconnected Impact of Top-Down Management on Warehouse Staff
	Leadership Approach (Bass & Riggio, 2006)
	JD-R Model Impact (Bakker & Demerouti, 2017)
	EVLN Employee Response (Morrison, 2014; Wilkinson et al., 2020)
	The "Messy Reality" on the Shop-Floor

	Strictly Transactional (Top-Down Mandates)
	High Demands / Low Resources: Workers face new targets but have no formal voice in how to achieve them.
	Neglect & Exit: Frustration leads to high turnover and a toxic "us vs. them" culture.
	Layout changes fail because the tacit knowledge of manual pickers is completely ignored.

	Transformational / Consultative
	Balanced Demands/Resources: Workers are given the resource of "Voice" to manage high physical demands.
	Voice & Loyalty: Employees actively suggest operational improvements; retention increases.
	Hard to implement practically without slowing down fast-paced daily logistics targets.



Identifying the Literature Gap
The synthesized evidence demonstrates a clear tension: theoretical models strongly advocate for employee voice as a necessary resource to prevent burnout and high turnover (Morrison, 2014; Shaukat and Khurshid, 2022), yet the high-pressure reality of the logistics sector often forces a retreat to rigid, top-down systems (Langton and Mafini, 2022). While existing studies thoroughly explore these concepts in isolation or within white-collar settings, there is a distinct lack of recent empirical research focusing specifically on how mid-sized UK warehouses can practically integrate human-centric communication frameworks without compromising hard operational KPIs. This proposal aims to address this specific gap by investigating how these interconnected frameworks apply to the messy reality at company.
[bookmark: _Toc224476041]4. Research Methodology and Design
This section outlines the practical framework for investigating the organizational silence at company. To navigate the complexities of this research, the study applies the "Research Onion" framework (Saunders, Lewis and Thornhill, 2019), peeling back layers from high-level philosophy to practical data collection.
Philosophical Approach and Author Debate 
To understand the "messy reality" of the warehouse floor, this research adopts an Interpretivist philosophy and an Inductive approach. While classical methodology scholars like Bryman (2021) argue that a positivist, quantitative approach (such as distributing standardized surveys) ensures broad statistical reliability, applying such a rigid method here is generally insufficient. Surveys can measure how many employees are dissatisfied, but they fail to uncover why the JD-R model’s resources are lacking. Unlike Bryman, Saunders et al. (2019) posit that understanding deeply embedded cultural issues—such as the fear of using "Voice"—requires an interpretivist lens that values human experience over hard numerical metrics. Therefore, a purely quantitative approach is rejected in favor of qualitative methods, allowing the researcher to explore the nuanced psychological friction between top-down management and the manual workforce.
Data Collection Strategy and Practical Application 
To capture the rich, tacit knowledge of the workforce, primary data will be collected through semi-structured qualitative interviews. Grounding this in the practical reality of company, long interviews are impossible without disrupting strict daily dispatch targets. Therefore, short (15–20 minute) focused interviews will be conducted. To ensure the research interconnectedly captures the elements of the EVLN model discussed in Section 3, the interview guide will feature open-ended questions targeting specific operational changes (e.g., "Walk me through how the recent aisle layout change impacted your daily picking speed and physical fatigue?").
Sampling Strategy 
A purposive sampling strategy will be utilized (Creswell and Creswell, 2023). Rather than random selection, the study will deliberately select 12–15 shop-floor employees (e.g., manual pickers, forklift drivers, and packing staff) who have worked at company for over a year. This ensures the participants possess the lived experience necessary to compare past and present leadership "Styles" and operational "Systems."
Human-Centric Ethics and Reliability
 When researching organizational silence, ethical considerations regarding human vulnerability are paramount. Warehouse workers operate within a strict power hierarchy; if management discovers an employee has criticized their leadership, that employee faces a genuine risk of retaliation, such as lost shifts or termination. To adhere to the ethical principle of "do no harm," absolute anonymity must be guaranteed. Interviews will be conducted in a neutral, off-floor environment (such as the breakroom during shift overlaps), and all transcripts will be pseudonymized.
While qualitative research is inherently subjective, making absolute validity difficult to prove, dependability will be maintained by using a standardized interview guide and cross-referencing the employee narratives against observable warehouse turnover data (Saunders et al., 2019).
To clarify the systematic alignment of this methodology, Table 2 summarizes the research design:








Table 2: Methodological Alignment (Adapted from the Research Onion)
	Research Layer (Saunders et al., 2019)
	Selected Approach
	Justification for company Context

	Philosophy
	Interpretivism
	Acknowledges the subjective, "messy reality" and psychological human cost of top-down management.

	Approach
	Inductive
	Builds theory from the ground up, moving from shop-floor worker experiences to broader leadership conclusions.

	Methodological Choice
	Mono-method Qualitative
	Surveys are frequently ignored by exhausted manual workers; interviews capture the depth of "employee voice."

	Data Collection
	Semi-Structured Interviews
	Allows flexibility to explore interconnected issues like physical burnout (JD-R) and quiet quitting (EVLN).




5. [bookmark: _Toc224476042]Business Relevance and Practical Implications

This research proposal is highly valuable for company because it tackles the real financial and operational costs of ignoring warehouse staff. While traditional business authors often argue that strict, top-down rules are the best way to hit daily targets (Boxall and Purcell, 2022), this research shows that treating workers like machines is generally insufficient in the real world.

Practical Recommendations and Strategic Alignment 
The main goal of this research is to give management a practical way to listen to their team without slowing down the warehouse. Currently, the manual pickers have incredible, strong knowledge about how the warehouse actually runs. In the VRIO framework, this knowledge is Valuable, Rare, and Inimitable. However, company fails the "O" (Organizationally Leveraged) test because managers do not have a system in place to actually listen to and use this knowledge.
To fix this, management cannot rely on changing the warehouse layout alone. They must interconnectedly link their hard operational "Systems" with a softer leadership "Style." For example, introducing a simple, mandatory 10-minute feedback chat at the start of every shift allows managers to capture this valuable worker knowledge before making big changes.
Anticipated Business Outcomes 
By doing this, the company provides a psychological resource that balances out the heavy physical demands of the job (JD-R model). When workers feel heard, they use their "Voice" to help the company, rather than resorting to "Neglect" (quiet quitting) or "Exit" (resigning) under the EVLN framework.








Table 3 below clearly outlines how this human-centric research will practically benefit the business:
Table 3: Anticipated Business and Human Benefits
	The Real-World Problem
	How This Research Helps
	The Tangible Business Benefit

	High Staff Turnover (EVLN "Exit")
	Identifies exactly why workers feel ignored.
	Saves the company significant money on constantly hiring and training new staff.

	Warehouse Bottlenecks & Errors
	Leverages the workers' hands-on experience (Fixing the VRIO "O" failure).
	Creates smoother, safer, and faster physical workflows because the plans are realistic.

	Staff Burnout (JD-R Imbalance)
	Gives workers a "Voice" to balance their heavy physical workload.
	Reduces workplace frustration, lowers sick days, and improves overall team morale.





Reflection on Applied Business Research 
Ultimately, this project reflects the "messy reality" of modern business. It shows that a company cannot achieve lasting efficiency just by upgrading systems or pushing targets. True success only happens when management values the human well-being and practical knowledge of their workforce just as much as their operational KPIs (Wilkinson et al., 2024).
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