Research Proposal– Draft 1

Issue and background:	Comment by חוה וילשנסקי: Is issue a word that is a "given" from the university.  If not, i would prefer to say just background
I have been working as an Organizational Organisational Development (OD) consultant and as a Human Resources (HR) manager for my entire career, mainly in the private sector. Being part of an organization organisation served as a major anchor in my professional development and in the formation of my vocational self. During my academic studies (BA in Psychology and MA in Organizational Psychology), I was exposed to humanistic psychological theories and ideas (e.g., Maslow , 1954; Schein, 1985; Peters and Waterman, 1982 and Collins and Porras, 2005) which  reinforced my way of thinking regarded regarding the working arena as a space for personal development and growth. These theories validated my approach that being highly engaged with the organizational organisational vision and values, generates a sense of meaning to one’s actions  and in turn, promotes organizational organisational success.  I assumed that promoting management development programmess and various learning and development programmes, would have a direct impact on employees’ identification with the organizational organisational vision and mission. As a consequence, pPeople would then be more engaged and therefore would be willing to invest their time and efforts for in this shared common cause. Within this context, I have perceived my role as an organizational organisational culture designer and a translator/interpreter of the organizsation’s  values to congruent/adequate practices. I have viewed  myself as a mediator between the conflicting needs and interests of the organization organisation and the individual. 	Comment by חוה וילשנסקי: Domain? 
As I gained more work experience, Tthis perception of a shared vision and mission was undermined as my work experiences proceeded: organizational organisational massive lay-offs during an at economic crisis, relocating/transforming plants and production to developing countries, Merger merger & Aand acquisition, as well as employees’ frequent resignations,  when they were seekinglooking for new  occupational opportunities. The questions that arose as a result of theseThese experiences, led me to delve deeper into  left me with questions to further inquire into the nature of employee – organizational organisational affiliation and my role as an OD consultant in within these relationshipss. 	Comment by חוה וילשנסקי: The translation of undermined is 
ערעור, החליש, חתר
מה את רוצה להגיד בעברית?
Maybe: was weakened	Comment by חוה וילשנסקי: Or: during economic crises (plural)	Comment by חוה וילשנסקי: Transferring?  העברה


Title: Taking A a Critical Approach To to Loyalty In in Working as an OD Consultant And and HR Manager	Comment by חוה וילשנסקי: I think you can omit the word "taking" but if you want to keep it, I suggest Adopting

Proposal:
The workplace has undergone through a profound and exponential transition in the last decades (Deloitte, 2019): The vVoluntary employee turnover has been steadily increased increasing across geographic regions and ages, ; technology has not only redesigned the working processes, but also reshaped the individuals’ work identities at workidentity.   and nNew employment arrangements (e.g., contract, freelance, part-time jobs and gig employment) has have growgained popularity and become n and gone part of the mainstream.  These exponential changes (on both organizational and employee levels), intensify the issues of affiliation, organizational organisational identification, and mutual/organizational organisational loyalty.	Comment by חוה וילשנסקי: גילאים?  תקופות?  אני לא מבינה מה את מנסה להגיד

While Since joining the DMan programme, I have been exposed to the Complex Responsive Processes Approachapproach, which views “organisations as the ongoing patterning of the relationships between those who are members of the organization organisation and indeed, between them and other members of other organisations” (Stacey & Mowles, 2016, p. 379). Drawing on this perspective and on other viewpoints, I would likepropose to further inquiredo further research into the organisation – employee attachment: How the Employee employee -organisation attachment was has been transformed along over the years and what had influencedwere the influencing factors on this diminishing affiliation? How does this tendency affect identities and a sense of ‘I’ and ‘We’? How does it affect and re-shape my role as an OD consultant?	Comment by חוה וילשנסקי: נחשפתי
I would prefer – been introduced to, learnt about, 
Exposed to – has a negative connotation in English 	Comment by חוה וילשנסקי: Tendency – נטיה
Trend – מגמה

I think you need to use the second word -trend


Methodology 
In my research, I will use a the reflexive narrative inquiry methodology. The research includes:
(a) an An autobiography, which reflects my past previous professional experience, focusing on the assumptions and ways of thinking that has have guided my work as an Human Resources (HR) manager and as an organizational organisational consultant. (b) Three narratives which represent my own everyday work experiences, for to gain a deeperfurther understanding of the context I operate in, and for advanced critical exploration of the key questions and the evolving themes. (c) A Synopsis synopsis which will describe the main themes that have emerged in my described narratives and further discussion on the themes in a   reflexive and  critical analysis. 

I will explore my narratives through an iterative process of challenge, reflection and refinement with my colleagues of on in the DMan programme’s community.
to To make sense of the questions that I am confronted with in the narratives/my work., 
I will draw onrefer to literature on complex responsive processes of human relating, and as well as other relevant literature.  It This will enable me to understand the themes, to identify patterns and to contribute to practice and research in organizational organisational development.

Timeframe: 
I started commenced my studies in April 2018 and will attend quarterly residential seminars until January 2021. In this period, I aim/plan to submit 4 projects: P1 focused on my professional autobiography and was already submitted in January 2019; Projects 2 and 3 will be completed by April of 2020, (along with a progression report) and Project 4 in October 2020. My Final final thesis, including a synopsis, is to be submitted in April 2021.
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