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[bookmark: _Toc183376398]1.0 Abbreviations List

CDM Construction Design Management 
COMAH Control Of Major Accidents And Hazards 
CIPD  Chartered Institute Of Personnel and Development 
CSI Coke, Sinter & Iron now formally Ironmaking, Burdening and Coke Making department
GDPR General Data Protection Regulations
HSE  Health Safety Executive 
LFE Learning From Events
























2.0 [bookmark: _Toc183376399]Project Proposal

Can safety engagement sessions reduce accident statistics within heavy industry?
[bookmark: _Toc183376400]2.1 Context

This research will be conducted in an integrated steel works based in South Wales. The organisation dates back to 1901 and its current capacity is nearly five million tones of steel slab per annum, making it the largest steel producer in the United Kingdom. Safety engagement days are held throughout the works in the different areas, but the other areas are not as safety conscious as the area I work in. This is due to the nature of the heavy end, here we have all the gases that make our site a Top Tier Control Of Major Accidents Hazards (COMAH) facility. 
The focus of this research will be aimed at the heavy-end departments called Cokemaking, Burdening and Ironmaking. Each of these areas is involved in manufacturing and has participated in safety engagement days for several years. The safety engagement sessions consist of the senior managers and safety team spending a day with the shift team from the departments.
These safety engagement sessions aim to use various methods to educate employees in an open environment regarding business and safety issues, and they encourage open discussions with senior managers. This process is designed to help the workforce feel more engaged with the company. Employment engagement, as defined by Khan (1990, cited in Kular et al., 2008:3), 

“Engagement means to be psychologically as well as physically present when occupying and performing an organisational role”
A significant amount of research has been conducted on employee engagement. However, there appears to be a lack of studies connecting employee engagement with workplace accident statistics, particularly within the steel manufacturing industry. Therefore, my project will extend beyond the usual scope of employee engagement to investigate whether there is a direct correlation between employee engagement and safety performance.
[bookmark: _Toc183376401]2.2 Justification

In my role as a Safety Facilitator, part of my role includes investigating the root causes of all workplace incidents within my department. By gathering this data I can guide our work areas on how to prevent recurrences. Safety days were supported by the areas twice a year until the company decided to scale back and then halted altogether due to financial issues and COVID-19 pandemic. For the current financial year, we are currently experiencing a decline regarding accidents and are on course to have a reduction in accidents since the learning from events (LFE) file was created as shown in the graph below:


In 2022 the decision was made to restart these engagement days and focus on people. The objective of my research is to examine the impact of these engagement days on safety statistics since they resumed. Given the current business circumstances, there is a heightened focus on safety, especially as we face redundancies and uncertainty regarding the future at Port Talbot. Morale is low, and employees have become detached from current processes. If my research demonstrates that safety engagement days can help re-engage the workforce, I will present my findings to senior management. With the current structure comprising 8-hour day teams and 12-hour shift teams, there is overlap among employees. The engagement days provide an opportunity for the teams to interact outside of the workplace, allowing for open discussions about safety issues. It is important to convey that safety is everyone’s responsibility, not just that of the day team or shift team. There have been instances during my time on shifts where I've heard comments like, "Safety is all down to the day team," and vice versa when on days, I’ve heard, "It’s all down to shifts and the shift managers." 


[bookmark: _Toc183376402]2.3 Intended Impact

This research will explore whether engaging the workforce in regular off-site safety engagement days improves their perspective on safety and impacts safety statistics positively. Additionally, it will investigate any existing divide between shifts and the senior management team that may hinder safety performance within the department. I hope that allowing teams to interact in a relaxed environment outside of work will enable more open discussions about any issues affecting their safety performance, whether related to asking for help or sharing thoughts on safety practices. 

The findings could have broader implications if key areas or recommendations are identified that might influence other departments on site. It may reveal that a divide between day and shift workers is affecting collaboration and safety practices.

[bookmark: _Toc183376403]2.4 Outlined Intention

It is proposed to conduct the research over a period of four weeks due to the shift pattern. Within each work area, there are several departments and varying levels of management, including shifts, departmental, and hierarchical structures. This project intends to engage all individuals within the two departments to identify trends and contrasts where possible. 

The aim is to develop a deeper understanding of the effectiveness of taking the workforce away from their departments and presenting material that encourages engagement with both senior managers and other employees. Given the complexity of this work-based environment, I propose that a mixed methodology would be the most effective. 

My perspective is that the research will primarily favour a quantitative approach. I plan to use three methods to establish the context, provide explanations, and create opportunities for data collection. The survey results will potentially highlight specific areas of interest that will influence the subsequent techniques, thereby allowing for an exploratory approach. Following the survey, interviews will be conducted with participants from the engagement days. 

[bookmark: _Toc183376404]2.5 Surveys

Surveys, in the form of questionnaires, allow for a focus on a larger sample size, especially given the geographical distribution of the areas involved. They enable the researcher to distribute the questionnaires at minimal cost, particularly when done electronically (Sekaran & Bougie, 2016). An electronic questionnaire will be utilized to gauge participants' feelings about engagement days. Participation in the questionnaire will be voluntary, with an anticipated four-week period for completion. The survey will use the company-approved survey platform on Microsoft Teams to ensure that responses can be recorded anonymously. 

[bookmark: _Toc183376405]2.6 Interviews

Interviews will be conducted over the four weeks following the initial analysis of the questionnaire and will be scheduled based on participant availability. Individuals who completed the questionnaire will be invited, via email, to take part in an interview on a strictly voluntary and anonymous basis. Since interviews can be time-consuming, the sample size for these will consist of a much smaller group of participants. 

[bookmark: _Toc183376406]2.7 Ethics and Insider Research 

As this research is being conducted in a work-based environment, it is essential to consider the values, processes, and procedures of the company. Additionally, the university's ethical guidelines and any potential legal requirements must be taken into account. As an insider researcher, it is ethically imperative to ensure that all participants know about the research being conducted, provide informed consent in advance, and understand their right to withdraw from the study.

Participants might assume that I am merely conducting a typical activity without realising that data is being collected. Anonymity will be maintained throughout all data collection processes, which should encourage participants to respond more honestly and openly. Anonymity will also be preserved when presenting findings to protect all individuals involved. Insider research is unique as it emphasizes in-depth knowledge of the processes and social environment (Costley, Elliott, and Gibbs, 2012). This prior understanding enhances comprehension and interpretation, but it can also be limiting if assumptions are made.


[bookmark: _Toc183376407]2.8 Expected Learning Outcomes

The expected learning outcomes are:
· To establish if the workforce become more engaged with safety
· To observe a change in behaviours
· To utilise Microsoft forms 
· Build a robust amount of data collected around safety statistics

[bookmark: _Toc183376408]3.0 Introduction

This research will be conducted in an integrated steel works based in South Wales. The Steel Industry has been situated in Port Talbot since 1901, and currently has a capacity of nearly five million tonnes of steel slab per annum, making it the largest steel producer in the United Kingdom. The majority of the slabs produced are further processed on-site into an array of end products, including parts for the automotive industry, construction industry, and commodities. Additional processing of end products for specialised products is completed at various other smaller sites within the UK. 
Over the years, there have been hundreds, if not thousands, of accidents at this site alone. Fortunately, safety has become more present in the workplace and even more so following the introduction of the Health And Safety At Work ACT (1974). This act marked a turning point and statistically, there has been a decline in workplace accidents since it was launched. 
One significant event that remains vivid in the hearts and minds of the workers was an engagement campaign initiated when I first joined TATA in 2006. Its slogan was simple: "We must never forget what this is about."

The campaign included stickers, posters everywhere, and even t-shirts. The campaign was simple and yet hard-hitting at the time. Its primary goal was to ensure that every employee had the right to return home safely and without injury

[image: Jack Dacey - Contract Manager - MII Engineering | LinkedIn]

This campaign gained particular importance following a tragic incident involving a fatal accident at the heavy end of the operation. The campaign was a response by the Managing Director at the time. The newly appointed Managing Director faced a critical safety challenge and a workforce struggling to cope with the loss of their colleague. There had been several serious injuries and three fatalities with TATA Port Talbot at that time, but for my area, the loss of this experienced section leader with over thirty years of experience was overwhelming. There was not enough focus on the safety of the workforce and the decision was made to launch a site-wide campaign where employees were required to be taken away from their place of work to discuss safety through engagement.
The agenda was simple, the senior managers were there to deliver a presentation about the safety performance, what was expected of them, and what they could do. Then it was all about the senior team listening, letting the teams open up, and being honest about why they thought this was happening. It was about letting the teams have their say.
I participated in several engagement sessions as a shift worker until they were halted due to financial constraints and the COVID-19 pandemic. During the period of inactivity, accident rates began to rise, prompting the decision to restart these sessions in November 2022 after a couple of serious incidents, including two individuals being gassed and sent to the hospital. I was fortunate to take on the role of Safety Facilitator for TATA Steel in April 2022, during which I leveraged my shift experiences in my new position. 
Various factors have been speculated as contributing to the increase in accidents, including changes to the pension scheme, the potential closure of the steelworks, and a lack of investment in safety assets. Regardless of the reasons, I aim to investigate the effectiveness of the engagement days that we have resumed, specifically looking for a link between accident statistics in my local department and employee engagement. 

The purpose of this research project is to explore whether there is a correlation between safety engagement days and subsequent safety statistics. Do employees feel more engaged after spending time in an open environment away from their workplaces, interacting with senior management and being encouraged to share their thoughts

[bookmark: _Toc183376409]4.0 Literature Review

This research project aims to determine whether there is a correlation between the implementation of employee engagement days and the accident statistics of the workforce. Employee behaviour and employee engagement are fundamental to the safety standards and this in turn can reduce the number of workplace accidents that happen. 
Part of employee engagement is the maturity of its safety culture and one of the key references in safety culture comes from DuPont (2009) who created the Bradley Curve. In 2009, DuPont Sustainable Solutions conducted a study that demonstrated a direct correlation between the strength of an organisation`s safety culture and its injury frequency rate and sustainable safety performance, as predicted by the Bradley Curve. 
DuPont states that in a mature safety culture, safety is truly sustainable with injury rates approaching zero. They also state that people feel empowered to take action on safety concerns in order to work safely. They support and challenge each other, decisions are made at the appropriate level and people live by these decisions. 
[image: ]
(Curve, n.d.)
The Bradley Curve is important as it illustrates the relationship between safety culture and operational performance. It shows how improving safety culture leads to a better outcome in other aspects of performance, such as quality, efficiency and profitability. 
Another model that is important to compare the Bradley curve to is that of  MD Towards a Safety Culture Model (2000). According to Cooper’s (2000) model of safety culture, safety engagement sessions can indeed play a significant role in reducing accident statistics within heavy industry. Cooper’s framework conceptualizes safety culture as the product of three interrelated domains: psychological factors (attitudes, perceptions), behavioural factors (safety-related actions), and situational factors (safety systems, policies, and environmental conditions). Safety engagement sessions can address all three domains to create a more robust safety culture.

The Psychological factors include safety engagement sessions raising awareness and influencing worker's safety attitudes and perceptions. They can also then foster a shared commitment to safety, enhancing employee's understanding of the importance of proactive safety behaviours. They do this by encouraging open dialogue, sessions can reveal latent concerns or misconceptions, leading to targeted interventions. 
The behavioural factors allow engagement sessions to promote the adoption of safe work practices by emphasizing behavioural expectations. Regular interactions reinforce safety as a priority, motivating employees to follow procedures and intervene in unsafe situations. These sessions can include role-playing or case studies to model and rehearse safe behaviours
The situational factors allow insights from engagement sessions that can inform the improvement of safety systems, procedures, and the working environment. The feedback gathered during these sessions can lead to modifications in safety policies, equipment, or physical site conditions.
The impact on accident statistics from Cooper’s model emphasises that a strong safety culture, underpinned by effective integration of the three domains, leads to a reduction in unsafe behaviours and, consequently, accidents. The engagement sessions act as a practical mechanism to bridge the gaps between management and employees, fostering trust and shared responsibility. The studies and real-world applications have shown that continuous safety communication through engagement significantly reduces incident rates.
In summary, aligning safety engagement sessions with the principles outlined in Cooper’s model enhances the overall safety culture, leading to measurable reductions in accident statistics in heavy industries

Additional another model of engagement is that of Williams Khan employee engagement model (1990). Kahn’s Employee Engagement Model emphasizes three psychological conditions that foster employee engagement: meaningfulness, safety, and availability. Engagement sessions align with this model and their potential impact.

· Psychological Meaningfulness engagement sessions help employees understand the personal and organisational value of safe practices. Highlighting real-life examples of accidents and their consequences can enhance employees’ awareness of their roles in maintaining a safe environment. When employees view their contributions as meaningful, they are more likely to adopt safe behaviours proactively, thereby reducing the occurrence of accidents.

· Psychological Safety has effective sessions that cultivate a culture where employees feel secure in expressing their concerns, asking questions, or reporting unsafe practices without fear of retribution. It promotes open dialogue, allowing potential risks to be addressed promptly. This encourages a proactive safety culture and decreases the likelihood of accidents.

· Psychological Availability engagement sessions can tackle issues related to workload, stress, and fatigue—common barriers to safe behaviour in heavy industries. When employees feel both mentally and physically available, they are more likely to remain vigilant and committed to safety practices. Ensuring that employees can engage with safety protocols minimizes errors caused by distraction or burnout.
Research shows that industries that implement robust employee engagement initiatives, including safety sessions, often experience:

- Lower incident rates.
- Reduced absenteeism.
- Improved overall employee morale.

By aligning safety initiatives with Kahn’s model, heavy industries can effectively engage their workforce, embedding safety as a core organisational value and reducing accidents.
One of the most well-known models used in the heavy industry is that of Abraham Maslow's 1943 Hierarchy of Needs model. This is not all about safety engagement but about the 5 basic human needs physiological, safety, love and belonging, esteem and self-actualisation – which leads to higher employee engagement and motivation
Maslow's Hierarchy of Needs is a motivational theory that suggests human beings have a series of needs, from basic physiological needs to higher-level self-actualisation needs. At the foundational level, people must feel safe before they can focus on higher-order goals.

The first one is the Physiological and Safety Needs. At the base of the hierarchy are the most basic survival needs (e.g. food, water, and shelter), but immediately above this are the safety needs, which in the context of heavy industry, translates to the need for physical safety. Employees need to feel secure in their environment, free from the fear of accidents or injuries. Safety engagement sessions directly target this need by educating workers on hazards, safe practices, and the importance of maintaining a culture of safety.

Next is the esteem and Self-Actualization. Once safety needs are met, employees are more likely to focus on higher-level needs, such as personal growth and achievement. Safety engagement sessions can encourage employees to take pride in their work and develop a sense of responsibility towards themselves and their colleagues. When workers feel valued and that their safety is prioritized, it can lead to a more engaged workforce that is motivated to adhere to safety protocols.


Safety sessions can help impact accident reduction by:

· Building Awareness: Engagement sessions can raise awareness about potential hazards, reinforcing the importance of safety practices. This aligns with Maslow's need for safety, as people will take action to secure their physical well-being if they understand the risks and have the tools to mitigate them.
· Behavioural Change: Engaging employees in safety conversations and making them active participants in creating a safe workplace fosters ownership of safety culture. When people feel that they are part of a collective effort to improve safety, they are more likely to act responsibly, reducing the likelihood of accidents.
· Communication and Trust: Safety sessions can facilitate open communication between workers and management. As trust builds, workers are more likely to report hazards, unsafe conditions, and near-misses, which can prevent more serious incidents. When employees believe that their concerns are valued, it can motivate them to engage more in safety practices.
· Empowerment and Participation: Maslow’s concept of self-actualization suggests that people strive for a sense of purpose and accomplishment. Safety engagement sessions can empower employees by involving them in decision-making regarding safety policies or improvements. This increases the likelihood of workers adopting safety practices because they feel more invested in the process.

Maslow has concluded through research that safety engagement sessions, when conducted thoughtfully and regularly, can reduce accidents in heavy industries by addressing both physiological safety needs and higher-level motivations. By focusing on fostering a culture of safety, these sessions can not only reduce the occurrence of accidents but also contribute to a more motivated, engaged, and empowered workforce.
From the many accident investigations that I have been involved in accidents are completely avoidable. A majority of accidents within my workplace come down to employee behaviours such as not following safe working practices or cutting corners to get the job done. These unsafe behaviours are observed frequently, despite the efforts to ensure that all personnel are demonstrably competent to undertake their tasks in the safest possible way. The aim of this project personally is to see if employee engagement will have any perceived effect on employee behaviours, which will therefore be reflected in the accident statistics of the workforce. 
There are numerous reasons to undertake this research. Not only do workplace accidents cost the business a substantial amount of money through means such as the lost time of the injured person and the time and resources required to investigate and implement control measures to prevent reoccurrence. There is also the cost of potential claims that can arise from these accidents. As well as this the business has a moral obligation that is brought about by each investigation as we do not want people to come to work and return home injured. The most important reason for the company and the most important for the business has a legal duty under Section 2(1) of the Health and Safety At Work Act to ensure, as far as is reasonably practicable, the health, safety, and welfare at work of all their employees, (Legislation.gov, 2024)
It is therefore incredibly important that the business maintains a high focus on the safety of its workforce. Regardless of whether a correlation is or isn`t identified through the project, the results of this research will then help determine appropriate recommendations for how best to reduce the number of accidents within my department. To undertake this research, it is important to understand the definition of employee engagement and what previous research has been undertaken on the subject. When I started researching this subject, it became very evident early on that during internet searches the term employee engagement was well utilised by companies. 
To undertake this research, I found it important first to understand the definition of employee engagement and what if any previous research has been conducted on the subject. Through numerous searches on the internet, it became immediately evident that the term for employee engagement has increased over the last few years with companies investing in surveys. The graph below shows the interest over time on Google for the term being searched. 
[image: employee engagement google trends]
Google Trend, 2024
(Decisionwise, 2024)

The topic of employee engagement has gained increasing attention in recent years. Google trends indicate a significant rise in worldwide search popularity for employee engagement. The blue line indicates that since 2009 there has been a significant rise in worldwide searches for employee engagement. The red and yellow lines show that employee satisfaction (red) and motivation (yellow) have declined. This trend reflects a growing global recognition of the significance of employee engagement compared to other factors.
One argument for this increase could be the accessibility of the internet and the ease of use worldwide. Employee engagement is a subject that is actively being discussed. Steelmaking though did not come up in any of my research which is frustrating due to the nature of the task involved in the process. It is a long, hard, and technical process and employees take on a great risk when ‘tapping the furnace’. Manufacturing is listed as the third most dangerous industry to work in. 
A definition of employee from the McLeod report suggests it is a workplace approach designed to ensure that employees are committed to their organisational goals and values, motivated to contribute to organisational success, and designed to ensure that employees are committed to their organisation's goals and values, motivated to contribute to organisational success, and are able at the same time to enhance their own sense of well-being (McLeod and Clarke 2009).
Another definition comes from the Chartered Institute Of Personal Development, (CIPD) which defines employee engagement as:
	“Being focused in what you do (thinking), feeling good about yourself in your role and the organisation (feeling), and acting in a way that demonstrates a commitment to the organisational values and objectives (acting)” 	
									(CIPD Report.2012) 
Within my organisation, there has been a large focus on its five business values. These values are visually in every department, on every book, and are mentioned in every training session. These values are Integrity, responsibility, excellence, pioneering, and unity. 
My intention for doing this research is to involve a questionnaire that will ask those who participate in my study to outline how they feel about the organisation's values, whether they hold the same values, especially in the workplace, and whether they feel committed to the values. I feel this is important as Tata is a family company and its values are important.
One limitation of employee engagement is that it can be difficult to measure and therefore set strong recommendations, especially about employee behaviours. It is a factor that I have taken into account for my research project as I feel it highly improbable that individuals will openly admit to behaving in unsafe behaviour.
There has been some research done by our contractor firm who have shared their behavioural safety program which uses their ABC analysis to determine reasonings behind certain behaviours. Thus, allows them to focus on the well-being of the workforce and the training of management so that they can use positive reinforcement to correct any problem behaviours (Costain, 2015). Interestingly, there has also been some research completed by the Chartered Institute of Personal Development (CIPD), where they have researched how to manage and sustain employee engagement. The framework developed allowed them to focus on management behaviours and competence to build employee engagement. The guidance emphasises the need to focus on employee well-being and adjusting the behaviour of management (CIPD,2012).
The Health and Safety Executive (HSE), has identified that a great deal of behavioural safety interventions have been over the past few years. They have found that these have tended to focus on the front-line staff instead of forcing on the senior management and their attitudes which can have a significant effect on front-line staff behaviours, (HSE, n.d). The framework guidance from both CIPD and the ABC analysis are both sources of information that could potentially be implemented within my business as they focus on all aspects of employee engagement and employee behaviours. 
[bookmark: _Toc183376410]5.0 Methodology

To undertake my project, I have utilised a combination of research methods. My approach is heavily subjectivist from an epistemological standpoint while maintaining a balanced ontological perspective. Below is an overview of my project:
· Design a PowerPoint presentation package that focuses on safety and business, intended for engagement events.  
· Arrange and facilitate six safety engagement days, each lasting seven hours. I estimate that between 80 and 100 individuals will attend. This number of engagement days has been chosen to accommodate all five shifts (A, B, C, D, E) and the day team. An additional day will be scheduled for shift and day personnel who could not attend their designated days. The day team will rotate with the shift teams to ensure an equitable distribution of management, shift workers, and day staff across each safety engagement day.  
· Utilise local accident logs within the department to create and distribute a questionnaire to participants who attended one of the safety engagement days.  
· After implementing the safety engagement days, develop a list of questions and arrange face-to-face interviews with willing participants.  
· Anonymise the data collected from questionnaires and interviews to process it into meaningful information.  
· Write a findings report based on the data gathered from the interviews and questionnaires, along with statistical analysis, to identify data relationships or the lack thereof.  
· Formulate a list of recommendations based on the findings to assist with any future research and publish them for the benefit of all stakeholders.  
I have used a combination of these research methods due to the need to gather both objective data in the form of measuring statistics, and subjective data in the form of questionnaires and interviews. This makes a balanced study and comparing the objective and subjective makes for fascinating research. It is important that I get the right data from my qualitative research as this focuses on exploring and understanding the deeper meanings, experiences and perspectives of the individuals and employee engagement is all about people. It is also important that I delve into quantitative research and focus on the numbers as people's behaviour answers can be influenced by what is happening to the business at the time of the study. This is why my approach to the study will be mixed. 
In terms of methodology, I will use a combination of statistical, quantitative methods, and qualitative methods involving gaining the perspective of multiple individuals to gain further accuracy in the research this is being undertaken. This allows for a greater scope of research to be completed, which can generate a wider variety of recommendations based on the findings that come from the research. This will hopefully allow the research to become an effective tool in the battle to reduce the number of accidents within my department and going forward the works.
The mixed methodology research will allow me to explore both qualitative and quantitative methodologies. The pragmatic paradigm provides a theoretical foundation for mixed methodology (Creswell and Plano Clark, 2010). Implying that the quantitative and qualitative paradigms can mutually exist in a unified manner as a philosophical paradigm. This allows the most appropriate methods to address the specific issue, improving the accuracy of findings and a more complete picture by considering different perspectives (Densombe,2014). A pragmatic approach will also provide a useful opportunity to explore both a deductive and an inductive approach to supplement findings. 
The methods that I have used for my work-based learning project are listed below:
· Data analysis
· Questionnaires
· Interviews
I feel that using the methods of measuring will create a summary of information relating to accident statistics within my department. With the data gathered, I will be able to develop data trends such as the types of accidents and the frequency of the accidents occurring. This will allow me to analyse the trends to see whether there are any noticeable differences between accident frequency leading up to the engagement days.
Another method that I felt was important to use is that of a questionnaire. Each safety day will have approximately 60-90 attendees, and I will distribute optional questionnaires across the departments in the weeks following the safety days. I have decided to wait 3 weeks after the engagement days to send questionnaires out via email because I want the information that was given to everyone on the days to sink in. The questionnaires were made with the aim of seeking the individual's participation in the topics that will be discussed on the day. The general understanding of safety, behaviour, employee engagement, and how they feel that each topic correlate. I used this method because it was relatively quick to create through Microsoft Forms and with the team structure around shifts I was able to easily distribute the link to the questionnaire. I did struggle with the questionnaires as it took some time for the individuals to feedback, as well as actual participation which was expected due to the announcement that TATA was closing their heavy end after I started my project.
I will also arrange with five willing participants within the department to understand how the workforce perceives the effects of safety engagement days. The interviews will be semi-structured and will last between 30-40 minutes depending on any additional feedback that the participants may give. The interviews will be very informal and used for research data findings.
This method will allow the participants to openly discuss many factors concerning safety engagement days and the current status of accident statistics within the department. I also find individuals are more open when they feel comfortable. The biggest restriction may be that the process may take a considerable amount of time. Arranging interviews, rooms etc around shift personnel due to the constraints of their shift pattern as well as the role they were undertaking and were needed for the process. Senior management individuals will be more flexible as I can work around their schedules. 
There are several other possible research methods that I could have used, one of them was to focus on groups. This would have allowed me to measure the participant's reactions easier than the interviews. This though would have been more difficult as there would have been a lot more effort required in organising the groups, and the venues, and difficult to keep track of who attended due to the possible volume of participants. Also, at the time of this research project, the business is going through a restructuring phase and I do not believe that I would have had the same amount of people attending if I had asked them to attend group sessions. 
In terms of ethics, the participants of the research will be all adults over the age of 18 and will be competent within their roles and my organisation. The research has the potential to reach over 500 participants.
The main research procedures will be described to the participants in advance so they are informed on what to expect. The purpose of the research will also be explained to participants in writing at the beginning of the questionnaires and those interviewed will be given a declaration of understanding to read and sign before continuing the research.
I will make sure to explain that all the data will be treated with full confidentially. Questionnaires and interview feedback will all be anonymised before analysis by the use of codes, with personal information and any identifying information being completely left out to ensure anonymity.  Fortunately, the company that I work for takes data protection extremely seriously, and with the introduction of the EU General Data Protection Regulation (GDPR), the company is focused on ensuring that they are compliant as a business with the law. 
As well as this, I agreed in my ethics form which I submitted to the university that the project I was undertaking would stop if there were any issues and that I would inform my workplace and the university of these.
The quantitative methodology will be needed to generate statistical results in the form of descriptive and inferential statistics, providing relational analysis. The qualitative methodology will be used to provide an in-depth view, especially concerning aspects that cannot be easily demonstrated.  
[bookmark: _Toc183376411]6.0 Findings

Employee engagement in heavy industry is essential for maintaining safe operational efficiency, ensuring workplace safety, and achieving organizational success. The high-risk activities occurring in my work areas demand constant vigilance, and while safety is a top priority in theory, the question remains: does it happen in practice? 

My project has been conducted within the local department that I support, which focuses on Ironmaking, Burdening and, cokemaking. This department alone on shift has 378 people and an additional 146 people on days. This project had the potential to capture nearly 600 individuals. The department consists of eight individual areas, each of which plays a crucial role in using raw materials and converting them into liquid iron in the Blast Furnace. The liquid Iron is transported via locomotive trains to the Basic Oxygen Steelmaking department and there the Pig Iron is turned into steel by adding oxygen and used steel or steel scrap. The steel is then cast into slabs and further rolled into thick and thin coils in the hot strip mill and the cold strip mill. Once the coils are ready they move to the final stage of the process, distribution. These coils can be used in many areas, for example, underwater pipework, and food and drink packages, and our main customer is the automotive industry. 

Despite being the largest department geographically, Ironmaking, Burdening, and Cokemaking have the smallest workforce compared to the other four departments. I aim to use the research from this project to support the implementation of further studies in these areas, with the overarching goal of cultivating a zero-harm culture.

The area I work within has the biggest hazards in the workplace but the study will benefit every area as the learnings that can come from these engagement days will have a positive effect on the company safety culture. 

Each section of the project is listed below with the results from each section.
[bookmark: _Toc183376412]6.1 Questionnaire

The questionnaire template I created begins with a brief section explaining the purpose of the questionnaire, along with information regarding consent and anonymity. I found it challenging to develop the questionnaire since I have previously only created them for post-stop maintenance work. I chose to use Microsoft Forms for its user-friendly and efficient setup.
Initially, I aimed to understand the demographics of the participants completing the questionnaire. Below is the breakdown of responses by grade: 
· FEP Grade/Senior Operator
· J-F Band Staff
· E-D Band – Shift Management
· E-D Band – Middle Management 
· C+ Band – Senior Management 
· Apprentice/Trainees/Graduate
· Manufacturing Trainee
With a total of 524 employees in the Ironmaking, Burdening, and Cokemaking departments, it was disappointing to receive only 187 completed questionnaires. The first section of the questionnaire focused on participants' job grades, providing insight into their levels within the organization. The results indicated that 49% of the participants held the FEP/Senior Operator grade, while 14% were in the J-F band, 14% were in the E-D band Shift Management, 14% in the E-D band Day Management, 4% were C+ Senior Management, 5% were Apprentices/Graduates, and 8% were Manufacturing Trainees.

[image: ]

The table above illustrates the breakdown of participants by their role. It is evident that the majority of responses were at the FEP/Senior Operator grade, with 91 questionnaires completed which was 49% of the total participants. However, it was only 30% of the total manning in Ironmaking, Burdening, and Cokemaking. The surprising result for me was that the level of senior managers that participated was disappointing as only 7 out of 15 completed the questionnaire which is only 46%. These are the main engagement day speakers and I have hoped for 100% participation from them. 
Several factors have affected the participation levels and the main reason I believe is that the company started to restructure during my project. It has been a challenging time within TATA and I believe that this has hindered the participation. Morfa coke ovens which is based in the coke making department shut unexpectedly in early March due to safety concerns, and this led to the redeployment of numerous employees elsewhere within the works for a period. This meant that even though I emailed out my questionnaire I was unable to speak to them face to face to explain the reason behind them. Also, due to the instability of the time employee's feelings towards the company became very negative and they were unwilling to participate in any extra activities. It is a shame as I know people's feelings do come into play and the way the company has handled the reshuffle has not gone down well. This is why I believe people did not want to bother with my study. 
The following graph show helps to visualise the data. Demonstrating the overall number of participants split into their grades:

The graph shows that the highest completion rates were by the FEP and senior operators who are based on shifts. I concluded that these were the highest return rates as I worked on shifts for 16 years before becoming a safety facilitator on days. I work closely with shifts and make a point of seeing the teams as I feel they get left out of certain communications regarding safety. 
The next question was based on the area the individuals worked in. I also feel that the return rate was higher from the Blast Furnace as this is where I have spent the majority of my career and have a really good relationship with the teams. Only in the last 2 years have I been involved with Burdening and Cokemaking areas. I feel this may have affected the return rates from the other areas. Also, due to the coke making department becoming a Construction area (CDM) I had limited access to the area for a period. 

The body of the questionnaire was was based on three topics. Engagement, safety, and behaviour. The three topics were relevant to gathering subjective data on the workforce's general perceptions of the three topics. For each topic, several statements were given and the participant had to select an option:
· Strongly Agree
· Agree
· Disagree
· Strongly Disagree
· Neutral
Once they had selected an option the next question then asked them to justify their answer with a short explanatory sentence so I could understand their answer in more depth. I struggled to find a method that suited the amount of data that I had accumulated. I took advice from my line manager who suggested using the Likert scale, which ranges from 1 to 5. Place each answer against a number on the scale and use that data to populate the three topics. My line manager then suggested placing the data onto a Microsoft Excel spreadsheet and using this data to create tables to show the results. 





I took my first topic of engagement selected the six relevant questions around engagement and populated the table. The questions were:
	Engagement  

	I think engagement days are important.

	Engagement days make me more aware of safety in my area.

	I know the companies five values

	I feel that the company values are relevant

	I feel valued at work

	I feel motivated in my workplace 



	Question 
	1. Strongly Agree
	2. Agree
	3. Disagree
	4. Strongly Disagree
	5. Neutral

	I think engagement days are important
	45
	57
	44
	26
	15

	Engagement days make me more aware of safety in my area
	57
	83
	24
	19
	4

	I know the companies five values
	34
	50
	87
	16
	0

	I feel that the company values are relevant
	20
	36
	78
	38
	15

	I feel valued at work
	29
	24
	39
	88
	7

	I feel motivated in my workplace 
	41
	30
	40
	68
	8





On looking at the data for questions 1 and 2 around engagement days in general the answer for Q1  – ‘I think engagement days are important’, is something that the workforce agrees with as the majority of those who answered strongly agree with the question. The next answer for Q2 shows that they make an impact with over 83 participants agreeing that they do make them more aware of safety in their area. That is the majority of the participants with 44% agreeing that they make an impact. 
What I did do with my questionnaire was ask those who participated to expand on their answer and explain why they chose it. What I found from the majority of answers was that they found the honesty from managers about their area's safety refreshing. They were open and honest about the accidents, and the root causes and reaffirmed the company's safety commitment to zero harm. They were happy about the safety data statistics being shown and even the graphic injury photos that showed the consequences. Unfortunately, there were a lot of negative comments even though participants believe that engagement days are important they are not frequent enough. They are supposed to happen every 6 months/twice a year but have been sporadic over the years. They need to be consistent but have not been over and have always been scrapped during money-saving periods. Another very popular answer that came up was the feedback from the engagement days. Participants are asked to feedback and even take part in group exercises but they never get any feedback. Even when there have been 2 engagement days in one year there is never any feedback given from the previous engagement days. This has unfortunately led to a lot of the comments being around this. 
Question 3 and question 4 were around the company's five values. These were met with quite striking figures with the majority answering negatively, meaning that they are not familiar with the company values and believe that the company does not follow them. This demonstrates that whilst the company has values that it wants its workforce to live by, this is not a focus of the workforce. Again I asked those who answered if they could explain their answer and I believe this is where the company restructuring has played a part. A lot of the answers were very negative about the company`s core values and how the company which is family run had handled the situation around the restructuring that was happening. This I believe has hindered the results for these 2 questions.
Again question 5 & 6 results were negative and surprised me. I am a strong believer that if we enjoy our work and are motivated then we are productive and safe in our work. It was surprising to see in the results that the majority of 88 participants did not feel valued at work and again the majority of the 66 participants not being motivated in the workplace. This suggests that the employees in the areas do not feel valued or motivated when they come to work. Overall the majority agree that engagement is beneficial but with the negative mindset in the roles, this suggests that better engagement could lead to improvement in how people feel valued at work and their morale could shift.
The comments made around this question again were very negative towards the company suggesting that the company has hurt and tarnished its reputation with what is currently going on with the structure. If the workforce feels undervalued and unmotivated then the safety culture can be irreversibly damaged. This is worrying for myself within safety as people can become disillusioned and not work to the safety instructions that are set out for the tasks. 
The next set of questions was based on safety.  These are the six relevant questions about safety:
	Safety 

	I understand what the business expects of me regarding safety. 

	I always work safely.

	Safety in the areas is a priority.

	I report unsafe conditions I observe in the workplace.

	I always challenge those who demonstrate unsafe behaviour. 

	I feel safe at my workplace. 



	Safety 
	1. Strongly Agree
	2. Agree
	3. Disagree
	4. Strongly Disagree
	5. Neutral

	I understand what the business expects of me regarding safety 
	77
	61
	38
	11
	0

	I always work safely
	64
	61
	51
	10
	1

	In my role, I am faced with numerous hazards 
	54
	64
	44
	25
	0

	I report unsafe conditions I observe in the workplace
	47
	67
	44
	29
	0

	I always challenge those who demonstrate unsafe behaviour 
	67
	58
	39
	18
	5

	I feel safe at my workplace 
	70
	45
	50
	22
	0







Safety is a significant field for me as my career path has led me down this route and I feel passionately about it. My areas are some of the most challenging within TATA, so I chose these questions as I wanted to see if the participants know what is expected of them, what to do if something is unsafe, and how they feel about safety. 
The first question I asked was about the participant's understanding of what is expected of them regarding safety. I made sure not to elaborate on the question as I didn’t want to explain what they should know. I wanted a truthful answer. The majority of participants – 77 of them answered that they did with a further 61 agreeing. When I asked them in the next question to give me examples of what is expected of them I was pleased to see the answers. All of them mentioned the Health and Safety At Work Act 1974 (HSAWA) and the duties that the company has as well as themselves and others. This was refreshing to see as we have had a big drive with the local induction reminding employees that not only does TATA have safety duties to them but they also have a duty of care to themselves and others. Also mentioned were the safe system of work that we have and safe working instructions for the tasks. Great to see this in the answers. Still, work to do with 38 disagreeing and 11 strongly disagreeing on what the business expects from them. That is a figure of 26% over both answers not having an idea of what the business expects of them which shows a varied opinion on safety. This needs focus due to the nature of the tasks in my areas. It does suggest that the business is clear on what it expects from its employees to work safely but I will address this with the areas to make sure that each employee understands what is expected of them. 
The next question 2 was about how the participants work within their area. It was a straightforward question to gauge how the participants felt like they worked safely in the role. Worrying again to see the figure with only 34% strongly agreeing and 33% of participants suggesting that they work safely within their role, that’s only 64 out of the 187 strongly agreed and 61 agreed that they worked safely. 51 disagree around d on working safely which might be part of the reason that the statistics are high within the areas around safety. The comments made around this answer reverted to a lack of leadership within the areas and individuals being asked to get the job done no matter what. I understand there is always a time constraint, as when the plant is off it costs thousands of pounds but there is no cost on safety and if the job has to go on longer to be done safely then that is what has to happen. Again, not something I like to hear when being in safety. When individuals feel pressured into getting the job done then that is where mistakes are made. 
The next question 3 was about the individual's understanding of their work area and the hazards that they face. The results demonstrated that 63% over half of the participants agreed that they know that the role they undertake has hazards and that they know what they are. 37% suggested that the role they undertake does not have hazards which showed me that I had a mixed audience for my research study. Out of the 187 participants who answered over half made comments about the safety training that they had. Most of the participants had a minimum safety qualification from the Institution of Occupational Health and Safety (IOSH), which was encouraging. Also, the vast majority with over 45% commented on the fact the TATA recruitment process over the last few years has included the new employees completing a NVQ in manufacturing with one module specifically around safety. 
Questions 4 and 5 are very similar and around the participant reporting unsafe conditions they observe in the workplace and challenging those who demonstrate unsafe behaviour. The results and the comments received made sense for the figures. For the first question about reporting unsafe conditions, the results suggested that 40% did not report any unsafe conditions but in the comments section the answer became clear. The company uses a new reporting system which is stored online. The comments made were about not being able to use the new SALUS system due to training and the availability of a computer. It was not because they did not want to but because of the lack of training and facilities for reporting these incidents. Encouragingly 61% reported unsafe conditions that they observed which is positive. The next question around challenging those who demonstrated unsafe behaviour again was positive with the majority 67% agreeing that they challenged those who demonstrated any unsafe behaviour then the participants challenged them in the task. The comments made by the majority were very reassuring suggesting that they were comfortable in challenging their colleagues and others. 
The last question about safety was about if the participant felt safe at work. The results show that the majority of the participants were safe in their workplace with 61% overall agreeing to this statement. Unfortunately, 39% did not agree with this statement and the comments made were about the asset and how it needs investment. Unfortunately, where the business currently is at the moment this into something that can be influenced, but we need to make sure that what assets we are using are safe.
Overall, this section of the questionnaire around safety has demonstrated that the participants which were made up of 187 individuals, have an understanding of safety and what is expected of them from a business standpoint. However, many participants do not know how to report any unsafe acts or conditions that they come across when on the plant.
The last section of statements given was about behaviour. In total 5 questions were given to the participants relating to how they perceive their behaviour regarding safety in the workplace.
	Behaviour

	I will stop an activity if I think it is unsafe.

	I never cut corners in the workplace.

	Do you follow the safety rules

	Do you feel that current safety procedures are relevant

	Have you ever cut corners to get the job done 



	Behaviour
	1. Strongly Agree
	2. Agree
	3. Disagree
	4. Strongly Disagree
	5. Neutral

	I will stop an activity if I think it is unsafe
	69
	48
	38
	25
	7

	I never cut corners in the workplace
	81
	66
	19
	9
	12

	Do you follow the safety rules
	80
	45
	39
	21
	2

	Do you feel that current safety procedures are relevant
	27
	33
	28
	74
	25

	Have you ever cut corners to get the job done 
	57
	77
	25
	20
	8





Question 1 was about whether the participant will stop an activity if they think it is unsafe. The results show that overall 63% feel they would stop an activity should they feel it was unsafe, which is very encouraging and shows the majority of those who answered the questionnaire will look out for each other's safety. The 33% that disagreed with the question is worrying as they will allow others to carry on working. The comments that were made around this question were all around not being willing to confront a contractor if they were doing something that they thought was unsafe. Even though in the previous safety section they were comfortable to challenge colleagues and others when it came to activities they did not feel comfortable.
The next question was about the participants not cutting corners in the workplace, this shows that 78% overall agree with the question and when they are working on a task will not cut corners. Comments mentioned here were around getting the job done safely no matter what and that the area leaders were actually on board with doing the job safely. One comment even mentioned that a shift manager took a blast furnace ‘off wind’ when there wasn’t enough manning even though senior managers were told to keep it running at all costs.
Again, question number 3 was about the participants following the company's safety rules. The majority answered with a total of 67% in the agreement that they follow the safety rules. Worryingly, 32% did not agree with the statement and did not follow the safety rules. The statements made around this question were in contrast to the previous question when comments were made about managers taking a stand and taking furnaces off wind when there wasn’t enough manning. A comment in this section suggested that they had not followed the safety rules a senior manager had told them to bypass safety systems to get the furnace back on wind. This is worrying as no safety system should be overridden on any part of the plant, they are there for safety reasons. 
The next question number 4 was about the participant's feelings about the current safety procedures and if they are relevant. Shockingly the participants answered with the majority 55% saying that they did not agree with the statement and that the current ones in use are not relevant to the tasks. The comments were around the lack of detail, procedures being out of date and changes made to the asset which has not been added to the procedures making them obsolete. 32% answered that they believed that the current procedures were sufficient for the tasks but the majority believe that they are. 
Question 5 was about the participants cutting corners to get the job done. This again shows that the majority feel that they have cut corners to get the job done with 71% agreeing with the statement and cutting corners. 24% disagreed with the statement but the comments made were around the participants feeling under pressure to get the job done and cutting corners to reach the time goal that has been given to them. They felt that there was a perceived time pressure without being told to cut corners but it was applied that it had to be done at any cost.
In general, it seems that the majority work in a way that encourages safe behaviours, however, the returned questionnaires show that there is a clear issue with the safe systems that are in place and require updating to reflect the current asset. The additional comments made throughout the questionnaire lean heavily towards dissatisfaction towards the management team and the company in general due to the current situation going on within TATA.

[bookmark: _Toc183376413]6.2 Interviews 

Further to the questionnaire that I created, I also undertook semi-structured interviews with four participants. The four were a Specialist Operator working within the Ironmaking effects department who I will refer to as Participant 1. The second is a safety officer from the coke-making department who will be Participant 2. The third a senior manager from the Burdening department will be Participant 3. Finally, the last is an operator from the Ironmaking department which will be Participant 4. I have chosen these 4 as they represent each level of the business from the shop floor to the senior management team. The questions prepared for the interviews were split similarly to the questionnaires, with the focus being on the three topics, Engagement, Safety and Behaviour. 
Question 1: Do you think that employee engagement affects workplace accidents?
Participant 1 – the participant answered that it had increased the amount of conversation they were having relating to safety, following their engagement day. They felt that the topic was being talked about a lot more which meant that people were focusing on it. They believe that after the engagement day, a lot of workers came back more focused on safety and yes they feel that it does affect the accident rates. It was personnel and hard-hitting with works area managers talking about a fatality from 2006 of a very popular team leader. They said it hit home.
Participant 2 – the participant has attended 2 before and always feels that the workers are told to turn up rather than by their own accord, although this one felt different as there was a distraction to the workers on the day. They felt that it was possibly due to pension worries and the future of the heavy end due to the upcoming restructuring which will see the whole heavy end closing. This is worrying as this can lead to accidents if people become too distracted. They are hoping that the very personal messages from the leaders on the day will help everyone stay focused. 
Participant 3 – this participant had an important message to send out on the engagement day and that is we must never forget. They then talked about their experiences from the fatality of their good friend Kevin Downey and how it affected their working life afterwards. By being open and honest about what happened to them personally, he feels like he makes a difference and engagement days allow people to talk freely. He believes that it is important to remember the consequence of getting it wrong and the effect on others. 
Participant 4 – as someone who works on the frontline the operator feels that the engagement days play a positive role in reaffirming the safety message to the workforce. It was hard seeing their colleagues talking about a past colleague but feel that this is what they need to remind them of the consequences of working unsafely. 
Question 2: Do you feel that employee engagement days are beneficial?
Participant 1 – the participant answered that leading up to the recent safety engagement days he was sceptical about whether it would be another waste of time, but on attending the day he felt a lot of relevant information was communicated that normally wouldn’t have been passed to him or his team. Examples of this were the types of accidents that have occurred around the site, general updates about the business from the senior management team and some information about the re-organisation of the business that is coming in shortly. Participant 1 also commented on how they feel it would be beneficial if they were regularly held throughout the year as it would most likely make them and potentially most of the workforce within the department feel better informed and engaged. 
Participant 2 – the participant believes that engagement days are beneficial as they bring focus back on safety and show the areas what's happening around the works. It’s a chance for everyone to be open and honest about the performance of the departments. It is a chance for safety to be the main focus and for the participant is a chance to educate the employees on some safety facts. 
Participant 3 – Yes the participant believes that the engagement days are very much worth it. It’s a chance for days/shifts/FEP grade and senior management to get together in one room. It is where we can be honest about what is happening in the areas and if anyone has any ideas on how we can improve our safety performance. This is where I’m able to show the employees what has been happening, not only with our company but with others and what we are doing about it. Participant 3 also feels that having these regular would allow them to build up a folder of ideas and projects that can be worked on to improve the departments. 
Participant 4 – the participant is adamant that yes the engagement days are beneficial. It gives the shop floor workers a chance to bring up some points without the possibility of repercussions. They feel that they can be honest with management about what is wrong at their level. They believe there should be at least 2 to 3 a year and feedback should be given at the start of each one from the previous. 

Question 3: Do you feel that safety is a priority within TATA Steel, and more critically within the Cokemaking, Ironmaking and Burdening departments? 
Participant 1 – the participant agrees that they feel that safety is a priority on their level, with several safety representatives being on the same shift. There is one concern for this participant and that is the fact that at times in the past senior management has turned a blind eye to some dangerous tasks just to get the plant away. Over the last 12-15 months there has been a step up in visibility on the plant of safety representatives and that has allowed the employees to stop jobs if they feel that it's not safe. 
Participant 2 – the participant felt very passionately about this question. They felt that this was a priority within their department but at times not the main priority. It is only a main focus when accident rates start creeping up and they are asked to intervene with a safety campaign. He feels that overall the department has a good process but it is more reactive than proactive with safe working. There is not enough time spent on improving the safety process in the area.
Participant 3 – stated that it is a big priority for themselves and makes it his number 1 priority, but he feels that there is a breakdown between lower to middle management and across the shift teams. The participant often commits time to safety audits throughout maintenance stops to set an example as a senior manager, but he feels it is often taken the wrong way as people perceive him as trying to catch them out. He feels that he struggles to change the perspective of others with his proactive behaviour.
Participant 4 – the operator is a trained safety representative and is allowed time off to attend meetings when needed. He also is encouraged to regularly audit other departments as well as his own. The area helps me and encourages me to go out on the plant with my yellow helmet and be a visual safety presence.

Question 4: Do you feel that you are given sufficient training to undertake your role safely?
Participant 1 – the participant explained that they had been shown safe operating that were out of date for certain tasks in their role which was worrying, but they have been part of a team that is currently updating all the procedures. It is time-consuming but the area is committed to updating them after a Health Safety Executive (HSE) visit. He also has said that there are regular safety E-Learnings that they go through. The training manuals cover a section of safety and he has spent time shadowing the safety team.
Participant 2 – this participant has undertaken numerous high levels of safety training and is currently working towards a diploma in Occupational Health and Safety. He also delivers training in the Safety Health Environmental Forum (SHEF), for the safety representatives for the shift employees.
Participant 3 – the participant feels that he is adequately trained to be safe within their department and has taken ownership of updating the safe working procedures with a small team. He feels like he is a leader of safety within his team and leads by example regarding safety qualifications.
Participant 4 – the operator is a safety reprehensive and has been on the Safety Health Environmental Fire (SHEF) training. They have also been trained by the company in their managing safety qualification. The company supports me if I need to attend any safety training. 
Question 5: Do you feel valued in your current job role?
Participant 1 – the participant  answered by saying that their shift manager has made a point of explaining to them multiple times that the area will run even if they are not there. This was done when there were a few egos around the area and felt they were bigger than they were. The manager was harsh in their words, which meant that some people became deflated within their roles. 
Participant 2 - said that they often feel undervalued within their role, partly because his role is based centrally with the safety department and he only supports the area. He feels like he could do more if he were based in the area full-time instead of being dragged into central activities and leaving the area understaffed with safety.
Participant 3 – the participant discussed their belief that since becoming a senior manager within the business being valued is something that rarely happens, as the additional responsibilities that come with running a department include being the person at fault when something goes wrong and the plant breaks down. Even though he enjoys his job he rarely feels valued by his peers.
Participant 4 – within my role the participant feels that they could do more. They want to be able to cover and train in other roles but the area will not support the release of training as well as safety. This led the operators to feel that they were undervalued in the area.

Question 6: The information I need to do my job is readily available?
Participant 1 – the participant feels that the information is located on old systems that people don’t have access to. Many safe working procedures are located on Lotus Notes which many operators don’t have access to. 
Participant 2 – this has been brought up several times before and the business is looking for a better way to control safety training documents as the current one in use is out of date. Worryingly for the officer if there is an emergency only a select few have access to these procedures. 
Participant 3 – feels that since becoming a senior manager they haven’t had any information about their role. They relied on the other senior managers on the team to help guide them in the role. 
Participant 4 – the operator Is the only one who answered and said that there is plenty of information available for their role. They have access to a training manual and regularly go through critical procedures for the most critical tasks. They were happy with the information available and commented that it is all updated regularly. 
[bookmark: _Toc183376414]6.3 Data Collection

At the time of creating the graph below from the accident statistics for the department, we were only halfway through the financial year and already we had 32 accidents recorded which was 7 less than the whole year for 2023/2024, we are on course for a record year if this continues.




It is understandable why the department has the highest accident rates as people deal with one of the biggest hazards on site – molten metal. Also, since amalgamating into one department the 3 are classed as our highest risk on site and it is not unexpected that we have the highest statistics. In the period before the engagement days were stopped the accident rates were in the 20/30 range but as the graph shows inconsistency in the departments has led to the accident statistics being between 40 and 50. The trend above shows just how dangerous my area of work can be with accident statistics showing that every year we average over 20.

On further data collection and analysis, it appears that there is another significant trend with the highest number of accidents occurring by grade. From 2011 to 2024 there has been a total of 513 accidents.



The chart demonstrates that the majority of all accidents have occurred to the FEP/Senior Operator-graded employees. This seems to re-emphasise comments made in the questionnaire and interviews suggesting that higher management receives more safety training than the shift employees. This role is also on the front line where the individuals have direct contact with the most dangerous hazards that we have on site. Another factor to consider is that higher grade management roles tend to be more office-based and therefore little change in the individuals coming into contact with hazards.

Furthermore, figures show that the manning in the areas that the majority are the FEP/Senior Operator grade with 67%, whilst E-D band middle management make up 22% of the workforce and C+ managers are just 2%. This alone means that there is a higher percentage of a FEP/Senior Operator-graded employee being in an accident. By having the highest number of employees the potential of an accident goes up.

I also broke the year statistics for 2019/2019 down into months. Showing the statistics before the last engagement day and the 6 months after. We report our accident statistics on an April to-April basis and as you can see after the engagement day.

Looking at more specific data from the graph above there was a steady rise in the number of accidents that occurred each month until May, when the number reduced and stayed consistently low. There does seem to be a rise from October to November which could indicate that the effect of the engagement day was wearing off. This could signify that the engagement days do have an effect and if occur every six months would potentially keep the workforce engaged in safety.



This is important as visually you can see that there has been a change and more importantly I can show the teams in one simple photo that it does work. By being more self-aware of health and safety in their area the accident rates have slowed down, not stopped which is our ultimate goal but decreased.

Sometimes you have to adjust your results to your audience and if I placed several posters around the site showing accident statistics before and after an engagement day I believe I would have an impact on the workforce.
[bookmark: _Toc183376415]7.0 Conclusion

This work-based project aimed to identify the potential effects that employee engagement days have on accident statistics within the organisation. The motivation for this research stemmed from earlier campaigns that occurred when I first started in the business, which seemed to have a lasting impact not only on the company's accident statistics but also on my personal feelings regarding workplace safety and employee morale.
 
To conduct this project, I employed three distinct methods for data collection and analysis. First, I distributed questionnaires to gather quantitative insights from employees regarding their perceptions and experiences related to workplace safety and engagement. Next, I undertook semi-structured interviews which allowed for deeper, qualitative insights into the employees’ thoughts and feelings about the engagement days and the overall culture of safety within the organization. Finally, I gathered historical data on accident statistics and compared it against the new data collected post-engagement days. Through these methodologies, several recurring themes emerged that may explain the persistently high accident rates observed in recent years. These themes include: 
· Concerns about the future viability of the business
· Worry over job security
· A general feeling of being undervalued by the management
· Anxiety regarding retirement and pension plans
· Pressure from management to prioritise speed over protocols
· Insufficient training and development opportunities
Interestingly, following the engagement day that occurred in May 2019, there was a noticeable decrease in the number of accidents reported in the subsequent months. This observation strongly suggests that the engagement day positively influenced accident statistics, as it appeared to slow the rate of incidents rather than eliminate them altogether.

[bookmark: _Toc183376416]7.1 Recommendations

Based on the findings from this research, I formulated a comprehensive list of recommendations aimed at the senior management teams in the Cokemaking, Ironmaking, and Burdening departments, as well as in other relevant areas, to foster further reductions in accident occurrences. The recommendations include:

· Presenting the research findings to key stakeholders within the Cokemaking, Ironmaking, and Burdening departments, as well as potentially the central safety department, to ensure that everyone is aware of the insights gained from this study.
· When planning future engagement days, it is crucial to ensure that the content is relevant and personal to employees, avoiding redundancy. This includes providing ample information regarding the current state of the business and having senior management present to address any pertinent queries from staff.
· Establish a regular schedule for engagement days, maintaining a consistent frequency; research suggests that an interval of every six months could be optimal.
· Begin each new engagement day with feedback from prior sessions, thereby reinforcing the importance of employee input and demonstrating that it is valued. 
· Conduct quarterly evaluations of training initiatives within departments to analyse whether there are discrepancies in attendance or engagement in safety training between management and non-management employees.
· Maintain ongoing business communications between engagement days to ensure that all employees in the Cokemaking, Ironmaking, and Burdening departments are kept informed of relevant updates and initiatives.
· Invite safety representatives to speak at engagement sessions so that employees can have visible and direct interactions with those responsible for their safety. 
Upon reflection, I believe it would have been advantageous to have more time to monitor the long-term effects of employee engagement days and possibly implement additional follow-up sessions and questionnaires. Such efforts would help ascertain whether workforce perceptions have evolved over time. As we continue to make changes within our departments, the next engagement day will be pivotal in determining the effectiveness of these initiatives. Engagement days are an invaluable outlet for employees to communicate their concerns and ideas, but successful implementation requires the active participation of the right senior management team. This collaborative approach could significantly enhance overall workplace safety and employee satisfaction.
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Accidents For Coke, SInter & Iron


15-16	16-17	17-18	18-19	19-20	20-21	21-22	22-23	23-24	37	32	42	45	40	47	51	43	39	Year


Number Of Accidents



What is your grade within the company?

FEP/Snr Ops	91	J-F	27	E-D Shift Management 	11	E-D Day management 	26	C+ Senior management 	7	Apprentices/Graduates	10	Manufacturing trainees 	15	


What area of the business do you work in  



Morfa Coke Ovens	Blast Furnace	Sinter Plant	Carbon	Harbour 	&	 Blending 	CSI Area 	Prefer not to say	27	55	31	26	23	19	6	


Engagement 

1. Strongly Agree	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	71	57	34	20	29	41	2. Agree	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	57	83	50	36	24	30	3. Disagree	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	43	24	87	78	39	40	4. Strongly Disagree	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	16	19	16	38	88	68	5. Neutral	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	0	4	0	15	7	8	



Engagement Percentage 

1. Strongly Agree	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	0.24064171122994651	0.30481283422459893	0.18181818181818182	0.10695187165775401	0.15508021390374332	0.21925133689839571	2. Agree	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	0.30481283422459893	0.44385026737967914	0.26737967914438504	0.19251336898395721	0.12834224598930483	0.16042780748663102	3. Disagree	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	0.23529411764705882	0.12834224598930483	0.46524064171122997	0.41711229946524064	0.20855614973262032	0.21390374331550802	4. Strongly Disagree	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	0.13903743315508021	0.10160427807486631	8.5561497326203204E-2	0.20320855614973263	0.47058823529411764	0.36363636363636365	5. Neutral	
I think engagement days are important	Engagement days make me more aware of safety in my area	I know the companies five values	I feel that the company values are relevant	I feel valued at work	I feel motivated in my workplace 	8.0213903743315509E-2	2.1390374331550801E-2	0	8.0213903743315509E-2	3.7433155080213901E-2	4.2780748663101602E-2	



Safety

1. Strongly Agree	
I understand what the business expects of my regarding safety 	I always work safely	In my role I am faced with nuerous hazards	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	77	64	54	47	67	70	2. Agree	
I understand what the business expects of my regarding safety 	I always work safely	In my role I am faced with nuerous hazards	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	61	61	64	67	58	45	3. Disagree	
I understand what the business expects of my regarding safety 	I always work safely	In my role I am faced with nuerous hazards	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	38	51	44	44	39	50	4. Strongly Disagree	
I understand what the business expects of my regarding safety 	I always work safely	In my role I am faced with nuerous hazards	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	11	10	25	29	18	22	5. Neutral	
I understand what the business expects of my regarding safety 	I always work safely	In my role I am faced with nuerous hazards	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	0	1	0	0	5	0	



Safety Percentage

1. Strongly Agree	
I understand what the business expects of me regarding safety 	I always work safely	In my role I am faced with numerous hazards 	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	0.41176470588235292	0.34224598930481281	0.28877005347593582	0.25133689839572193	0.35828877005347592	0.37433155080213903	2. Agree	
I understand what the business expects of me regarding safety 	I always work safely	In my role I am faced with numerous hazards 	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	0.32620320855614976	0.32620320855614976	0.34224598930481281	0.35828877005347592	0.31016042780748665	0.24064171122994651	3. Disagree	
I understand what the business expects of me regarding safety 	I always work safely	In my role I am faced with numerous hazards 	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	0.20320855614973263	0.27272727272727271	0.23529411764705882	0.23529411764705882	0.20855614973262032	0.26737967914438504	4. Strongly Disagree	
I understand what the business expects of me regarding safety 	I always work safely	In my role I am faced with numerous hazards 	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	5.8823529411764705E-2	5.3475935828877004E-2	0.13368983957219252	0.15508021390374332	9.6256684491978606E-2	0.11764705882352941	5. Neutral	
I understand what the business expects of me regarding safety 	I always work safely	In my role I am faced with numerous hazards 	I report unsafe conditions I observe in the workplace	I always challenge those who demonstrate unsafe behaviour 	I feel safe at my workplace 	0	5.3475935828877002E-3	0	0	2.6737967914438502E-2	0	



Behaviour

1. Strongly Agree	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	69	81	80	27	57	2. Agree	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	48	66	45	33	77	3. Disagree	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	38	19	39	28	25	4. Strongly Disagree	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	25	9	21	74	20	5. Neutral	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	7	12	2	25	8	



Behaviour Percentage 

1. Strongly Agree	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	0.36898395721925131	0.43315508021390375	0.42780748663101603	0.14438502673796791	0.30481283422459893	2. Agree	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	0.25668449197860965	0.35294117647058826	0.24064171122994651	0.17647058823529413	0.41176470588235292	3. Disagree	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	0.20320855614973263	0.10160427807486631	0.20855614973262032	0.1497326203208556	0.13368983957219252	4. Strongly Disagree	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	0.13368983957219252	4.8128342245989303E-2	0.11229946524064172	0.39572192513368987	0.10695187165775401	5. Neutral	
I will stop an activity if I think it is unsafe	I never cut corners in the workplace	Do you follow the safety rules	Do you feel that current safety procedures are relevant	Have you ever cut corners to get the job done 	3.7433155080213901E-2	6.4171122994652413E-2	1.06951871657754E-2	0.13368983957219252	4.2780748663101602E-2	



CSI Long Term Trend


 11-12	 12-13	13-14	14-15	15-16	16-17	17-18	18-19	19-20	20-21	21-22	22-23	23-24	32	38	38	29	37	32	42	45	40	47	51	43	39	

Total Number of Accidnts by Grade (2011 to 2024)

FEP/Senior Operator	
198	J- F Band	
97	E-D Shift Management	
81	E-D Day Management 	
64	C+ Senior Management	
24	Apprentices/Graduates	
39	Manufacturing Trainees 	
10	


Accident Figures 2018/2019 by month 

December	
33	January	
37	February	
40	March	
45	April	
1	May	
3	June	
4	July	
5	August	
5	September	
7	October 	
9	November 	
12	
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FEP/Snr Ops 91 294 49% 30%

J-F 27 33 14% 81%

E-D Shift Management  11 40 14% 27%

E-D Day management  26 76 14% 34%

C+ Senior management  7 15 4% 46%

Apprentices/Graduates 10 24 5% 42%

Manufacturing trainees  15 42 8% 36%

TOTAL  187 524
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