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[bookmark: _Toc124365710]CHAPTER 1: INTRODUCTION

[bookmark: _Toc124365711]1.1 Background
Culture has always played an essential part in human social life. It is often considered the norms and worldview of a culture. This assumes that all members of a particular group have the same values. According to Tri and Thanh (2022), it is often believed that culture defies straightforward categorisation. Each community member has a distinct set of objectives that may clash with the group. Individual, collective, and communal perspectives are blended into the culture, which makes it intricate. Companies have a culture similar to that of people. The phrase "workplace culture" refers to the prevalent attitudes and behaviours that create a positive organisational and social environment. Interactions, knowledge production, the flexibility of culture, and the diffusion (or lack thereof) of information are all influenced by cultural norms (Ramdhani et al., 2017). 
Inabinett and Ballaro (2014) define an organisation's culture as "the shared understanding of the norms and values by which members are expected to conduct their organisational life." It appears in general public perceptions of the company, daily practices, contacts with the outside world, and aspirations for the future. The roots of an organisation's culture consist of attitudes, traditions, and norms, both written and unwritten, that formed in the past yet are still generally accepted as necessary today. A company's culture is a set of shared ethics and norms that lead management to ensure that all workers cooperate to achieve the firm’s stated objectives effectively and efficiently (Cherian et al., 2021). 
Different organisations build distinctive cultures to show the world their beliefs, aims, and expectations for how they and their employees should interact. However, persuading all company workers to share the same values takes time and effort. In contrast, with competent management and well-planned strategies for effectiveness and efficiency, a company may win over its workers and encourage them to embrace its distinctive culture. The organisational culture has a considerable positive or negative impact on employee development if it is not actively and effectively developed and promoted (Inabinett and Ballaro, 2014). In the field of Human resources Management, culture is something that can be developed and fostered through time. The success of XYZ Training LTD may be linked to its culture, which fosters the growth and development of both the business and its workers.

[bookmark: _Toc124365712]1.2 Problem Statement
Constantly guaranteeing that personnel perform to the best of their abilities in their respective professions is a challenging issue for firms. This is done in order to meet certain milestones and make steady progress toward a proclaimed objective. Even though it has a clear correlation with greater productivity, companies seldom emphasise the importance of culture in employee development (Cherian et al. 2021). Multiple things influence the development of an individual. Human resources, such as competencies and personality characteristics, and organisational resources, such as regular training, are essential for professional development. Positive relationships with co-workers, a pleasant workplace, a rewarding corporate culture, and equitable compensation significantly influence employee development (Ramdhani et al. 2017). Much more research is necessary for businesses like XYZ Training Ltd. to emphasise developing a corporate culture that supports employee development.

[bookmark: _Toc111151854][bookmark: _Toc124365713]1.3 Research Aim, Objectives and Research Questions

[bookmark: _Toc111151855][bookmark: _Toc124365714]1.3.1 Research Aim
This research aims to study the impact of corporate culture on employees' development by considering a case study of a private education organisation. 

[bookmark: _Toc111151856][bookmark: _Toc124365715]1.3.2 Research Objectives
· To evaluate the aspects of corporate culture which impact employees' development.
· To explore the relationship between corporate culture and employee development.
· To suggest strategies to improve the corporate culture for better employee and organisational development, specifically in the private education organisation.
[bookmark: _Toc111151857][bookmark: _Toc124365716]1.3.3 Research Questions
· What is the influence of corporate culture on employees’ development and how it affects employee retention and turnover?
· Which strategies can assist in improving corporate culture for better employee development and organisational development, specifically in the private education organisation? 

[bookmark: _Toc124365717]1.4 Research Significance
HR professionals and other corporate leaders may find this study's conclusions helpful. To improve the transferability of organisational theories of organisational culture, this research explores the effect of organisational culture on employee development (Tri and Thanh, 2022). This development will help improve the theoretical knowledge of how different models for employee development and varied strategies for fostering corporate culture may finally be advantageous to both workers and the organisation. This innovative viewpoint will either encourage more research into organisational culture or provide an everyday basis for comparing the findings of equivalent dimensions in various contexts (Urinov, 2020). XYZ training Ltd will benefit significantly from this research since it will aid the company in comprehending its own culture and how it affects its staff development. Understanding and implementing diverse cultural improvement strategies or approaches inside the company may also help improve the organisation's culture.


[bookmark: _Toc124365718]CHAPTER 2: LITERATURE REVIEW

The norms and standards that employees are expected to adhere to make up an organisation's culture (Abu-Jarad et al., 2010). Some studies defined "workplace culture" as "the force that acknowledges the efforts and contributions of the organisation's members and provides a holistic understanding of what and how to achieve, how goals are interrelated, and how each employee can attain goals." In other words, "workplace culture" refers to "the force that acknowledges the efforts and contributions of the organisation's members." According to Hofstede, an organisation's culture is a collection of mental practices that differentiate its members from the members of other organisations (Hofstede, 1983). 
A robust organisational culture may be a secret to maintaining order while motivating staff. All discovered that there is a link between culture and the performance of organisations. The cultural standards that these companies uphold are in line with the strategic actions they take. A few studies have called into question the links between organisational culture and employee performance (Ogbonna and Harris, 2002). A culture may be more productive if it can learn to adjust to its surroundings. Recent studies have shown that an organisation's culture, which cannot be duplicated, may be one of the keys to that organisation's long-term success. According to Barney, the longevity of culture is contingent on its principles, distinctness, and capacity to remain sustainable (Kozlenkova et al., 2014). In this review of the relevant literature, cultural norms and creative expression, as well as past research, are investigated.
Because culture is a matter of personal interpretation, determining the culture of a corporation may be challenging. The ideas, behaviours, values, and morals held at all levels of an organisation and those that extend to all aspects of organisational activity are part of an organisation's culture, which is historically influenced and socially organised. According to Schein, a firm's culture comprises its environment, traditions, values, and the attitudes of its personnel (Ardichvili et al., 2012). According to some research, the values and beliefs held by a company's workforce are inextricably linked to that company's culture (Ali Taha et al., 2016). As a condition of employment, employees are expected to internalise the organisation's core values, norms, narratives, beliefs, and principles. According to Klein, a firm's culture directly impacts the organisation's performance and the quality of its products (Cooke and Szumal, 2000). According to Schein, the words, actions, and beliefs of workers and management build a firm's culture. Interactions between individuals throughout history are the root cause of cultural development.

[bookmark: _Toc124365719]2.1 Performance Culture
Performance may be defined as the mental and physical capacity to execute a task successfully, inadequately, or apathetically. Accomplishments on the social, organisational, employee and individual levels are all included under the umbrella term "performance." An action dimension, also known as a behavioural element, and an outcome dimension are the two primary performance dimensions researchers have found (i.e., performance aspect). In this context, one's behaviour and working conditions are assumed to be compatible. The performance component, also known as the result dimension, takes advantage of this behaviour to accomplish the business's goals. Even though there are a variety of various approaches to grading and evaluating performance, some researchers stress the significance of doing so (Pulakos et al., 2002). Initial investigations have shown a correlation between organisational culture and performance. 
Magee (2002) presented evidence to support his contention that organisational culture is inextricably linked to organisational practises and that performance is predicated on culture (Shiu and Yu, 2010). According to Hellriegel and Slocum (2009), identifying the components of an organisation's culture may lead to improvements in performance. According to these writers, the culture of a firm educates workers about the organisation's history, its current practices, and the appropriate behaviours to exhibit in the workplace. According to several models, human resource management systems reap the most significant benefits when founded on a set of core beliefs held in common by the organisation and its workers. Mercer and Bilson established a connection between employee performance and satisfied customers (Mercer and Bilson, 1985).
The majority of businesses examine their data to determine what factors cause fluctuations. According to Martin and Siehl, organisational culture is directly related to increased productivity levels (Mathew, 2018). 
Culture always impacts to the development, maintenance, and improvement of an organisation's performance. According to Kopelmal's research, the cultural framework of an organisation helps cut down on wasted time and money (CHEMUTAI, 2019). Every company strives to improve by bringing in younger, more talented employees. Employees are more prone to succeed in a supportive and encouraging atmosphere. The individual, group, and organisational characteristics interact within a planned and coordinated system known as an organisation; the success of this interaction is heavily dependent on organisational culture, which forms individual performance; in most cases, high performers are more valued and promoted than low performers. Consequently, employee productivity is affected by performance reviews, pay, recognition, rewards, opportunities for advancement, job security, schedule flexibility, organisational structure, and employee satisfaction, among other things (Zazzali et al., 2007). 
Many studies emphasise the significance of individual factors (such as skill and effort) when attempting to draw a connection between organisational culture and employee achievement; as a result, additional research is required to understand better and anticipate the connexion between organisational culture and employee performance, the culture of a firm ensures that its personnel continue to collaborate in order to achieve the organisation's goals. The period required for new workers to become accepted by the existing workforce of a corporation is referred to as "internal integration”. Everyone has a sense of belonging, and they all like their work. A company's efficiency can deteriorate if it does not have an effective internal communication system (Scott et al., 2003). 
Because worker commitment to a shared objective assists an organisation in adapting to change and thriving, operational and functional strategies should prioritise moulding and channelling employee behaviour in that direction. The goal of a business can only be accomplished by implementing well-coordinated actions. There is a correlation between an organisation's dedication and trust in its work and its success level. A company's short-term and long-term success may be evaluated based on its organisational objectives (Rad, 2006).

[bookmark: _Toc124365720]2.2 Shared Value Culture
Every firm's culture is founded on its employees' shared values. According to Schein (1994), its members' social and communication norms are thought to reflect cultural conceptions about the origins of such norms. People are more likely to act and comprehend situations similarly when they have many similarities, which increases the likelihood of a positive social connection (Samant et al., 2009). This alleviates concerns about misunderstanding and potential confrontation. Academics and business owners agree that a company's success is directly proportional to the degree to which its employees identify with its mission and values. If strategic options are matched with broadly held and debated values, management can predict how employees would react to those options.
According to Mohr et al. (2012), culture consists of "shared concepts, rituals, and practices." A firm's performance might be one factor that helps it stand out (Mohr et al., 2012). Meithiana (2017) has shown a causal link between an organisation's culture and performance, which may be broken down into categories such as effectiveness, productivity, and advancement. Meithiana (2017) found that intangible resources were much more likely to provide a competitive advantage than physical resources. According to Mehrtak et al. (2017), the ability of a corporation to safeguard and monetise its intangible assets is directly related to the company's profitability. Happy workers generate more revenue. Achieving this goal will be easier if the organisation creates a welcoming setting where employees can freely exchange ideas and get comments. An organisation's efficiency is directly proportional to the actions and feelings of its workers, which in turn are influenced by the employees' level of pleasure in their jobs. Productivity may increase with happier people even if no one notices the difference (Mehrtak et al., 2017).

[bookmark: _Toc124365721]2.3 Loyalty and Commitment Culture
Both loyalty and commitment include emotional ties to a cultural group and the willingness to make sacrifices on its behalf. Whether or not commitment and loyalty are connected to the success of an organisation depends on whether or not the target cultural group places a high value on performance. According to several studies, employees who have a personal stake in the success of the firm are more inclined to obey the organisational standards that have been established. Culture influences productivity since it conditions people to behave in productive ways (Mehrtak et al., 2017). A company's workers will find inspiration and motivation in a culture that promotes originality and ingenuity. Cultural norms are the driving force behind innovation and creativity in businesses. Organisations' Cultural characteristics can inspire learning and inventive solutions to problems, competitors, or new possibilities (Keesler, 2020). 
The function of a manager is to play a part in developing a flexible organisational culture. According to the socio-technical school established by Scholars, a firm's success depends on the company's technological and social infrastructures. The optimum organisational structure may maximise employees' well-being and productivity, which may depend on the social and physiological contexts in which they are placed. Both human and technological resources increase the output. When workers' mental and physical requirements are satisfied, they can better focus on their work, resulting in increased output. Scholars proposed that the culture of an organisation affects employee productivity. In addition to this, they provided a "culture of productivity" that highlights how understanding one's function in the organisation affects factors such as "efficient individuals," "job identification," "teamwork," "trust and support," etc. (Mehrtak et al., 2017). 
According to Uddin et al. (2013), a culture of production must have the following three essential structures: legibility, coherence, and open-mindedness (adaptability to change) (Uddin et al., 2013). "Organisational culture" is something that both management and business administration are interested in. Numerous theoretical concepts, points of view, and organisational fields of study lend credence to the theory. Employees who work together to increase output are rewarded by companies that foster a high level of collaboration. Managers in high-performing companies are free to make their judgments rather than blindly following orders, appropriately take risks, and openly discuss both the triumphs and failures of the firm as well as proposals for its development. Companies with a humanitarian focus place a premium on unbiased, unselfish, pleasant, kind, and compassionate personnel. 
The framework for decision-making provides supervisors with sufficient information and tools to make informed judgments, and supervisors are adequately compensated (compensation). People are content at successful companies because they are well-suited to their roles and have various opportunities to improve professionally (human resource development) (Kagaari, 2011).

[bookmark: _Toc124365722]2.4 Success and Competitiveness Culture in Organisation
The success and competitiveness of an organisation are both impacted by its culture. According to Northouse, every leader has something they would want to do, propose, discuss, or advocate for, among other things (Jiony et al., 2015). Top executives promote these aspects of the organisation's culture, which affect the company's moral compass. Leaders' contributions to a company's culture strengthen the company's competitive advantage and become the company's selling point. According to Kotler and Keller, the secret to their success is in cultivating a company culture that places a focus on quality rather than quantity (Gregory et al., 2009). 
When it comes to performance, information that is accurate and pertinent is beneficial, but information that is illogical and unimportant is detrimental. Cultures provide the vocabulary and shared cultural references necessary for communication and comprehension of the world. Research on the strategic decision-making process reveals that diverse perspectives on the same events may lead managers to choose alternative courses of action. Schemas and scripts provide well-established strategies to grasp what is taking place, how to evaluate it, and what acceptable sequences of behaviours to exhibit. According to Siegal and Sussman, information transmission is the consequence of social interaction surrounding the acceptance of knowledge (Glisson and Green, 2006). This interaction incorporates social construction and social presence. According to their research findings, the social context in which information is generated affects how it is digested and disseminated. It may be challenging to define, cultivate, and evaluate an organisation's culture (Prado-Prado et al., 2020). 
Only a few empirical studies have been done in organisational behaviour and management investigating the connection between organisational culture and employee productivity. There is some proof that ties organisational culture to the performance of employees as well as firm output. Researchers have uncovered connections between an organisation's culture, workforce performance, and productivity. Studies conducted in recent times imply that businesses may be able to harness their cultures to enhance both their performance and their output; all came to the same conclusion: a firm's culture is the guiding force behind increased productivity and competitive advantage in the market. Because of the intricate interrelationships between organisational processes, proposed theories may need to match the complexity and variety of real-world organisations. These interrelationships can vary significantly from country to country, organisation to organisation, and individual to individual. The researchers need to distinguish and specify an excessive number of the organisational characteristics necessary for verifying the theoretical basis (Findler et al., 2007). 
The concept of the differentiating aspects of organisational culture may be given a numerical value, which presents several obstacles but also opens up new study possibilities. Prior theoretic articulations about organisational culture and its impact on employee performance offer a framework to test the theory that knowledge of organisational culture may be an essential factor in determining an organisation's level of productivity. The researchers all agreed that organisational culture is a holistic phenomenon that members of the firm socially form and that some observable components may be quantified regarding employee performance (Deem et al., 2015a, 2015b). 
According to a study by Ahamed and Mahmood (2015), some organisational cultures may improve employee performance. Research has been conducted on a portion of corporate culture, but not all of it. Earlier research that attempted to link organisational culture and employee performance found only theoretical correlations (Ahamed and Mahmood, 2015). Only a handful of empirical studies have examined the connection between organisational culture and other characteristics (Aarons and Sawitzky, 2006).



[bookmark: _Toc124365723]CHAPTER 3: RESEARCH METHODOLOGY

[bookmark: _Toc111151860][bookmark: _Toc124365724]3.1 Research Philosophy
Positivism, realism, interpretivism, and pragmatism are well-known study methodologies. Any academic endeavour or frame of thinking would benefit from using the four most crucial study concepts. Due to their philosophical education, everyone fully understands philosophical ideas such as ontology, epistemology, and axiology. This philosophy's pragmatic philosophical foundations are extensively examined. According to Rutberg and Bouikidis (2018), pragmatism allows for research philosophy and technique flexibility. In pragmatic philosophy, both inductive and deductive research approaches are supported.

[bookmark: _Toc111151861][bookmark: _Toc124365725]3.2 Research Approach
The first phase in deductive research is to develop a hypothesis to test. This method improves the quality of the study by including essential theoretical concepts. The objective of induction is a generalisation. The methodology gives precise and complete predictions of test results. This study used deductive reasoning. This makes research easier for both generalists and specialists.

[bookmark: _Toc111151862][bookmark: _Toc124365726]3.3 Research Strategy
Queirós, Faria and Almeida (2017) emphasised the value of research. This is because it describes how the study's research was done. When combined, these two methodologies provide practically limitless study methodological options. Goertzen (2017) states that qualitative research produces biased assessments and evaluations. The outcomes of quantitative research are often presented quantitatively. For qualitative data, quantitative techniques are unnecessary. Excel or SPSS should be used for data analysis. The quantitative method produces findings that are devoid of bias and interpretation. Researchers utilised a varied methodological approach. The researcher chose the quantitative approach since its advantages exceeded its disadvantages.

[bookmark: _Toc111151863][bookmark: _Toc124365727]3.4 Sampling
This research includes information from XYZ Training's British employees. To engage in this survey, individuals are picked at random. If the method for selecting participants is based on randomisation, any researcher has an equal chance of being chosen. This method of sampling produces excellent levels of accuracy. Because it is difficult to investigate a whole society, many scholars depend on sampling instead. Sampling is helpful for evaluation and observational studies. Multistage random sampling equals collecting many random samples throughout time (Apuke, 2017). 
Using stratified sampling, researchers may choose people from various socioeconomic classes. The process of selecting samples at random from a larger population. Every consideration must carefully evaluate the sample size. This assignment aids the researcher in grasping the demographics under investigation. This study had a questionnaire. An email survey was sent to the whole XYZ Training employees. The number of received surveys is 25. According to this viewpoint, researchers limited their sample size due to a lack of time for the study, its analysis, and the collection of vital data.

[bookmark: _Toc111151864][bookmark: _Toc124365728]3.5 Data collection
Park and Park (2016) emphasise that researchers use a variety of data sources during data collecting. Through their technique, philosophies, and approaches, several information sources give various data. It is feasible to build helpful data sets using qualitative and quantitative information sources. According to Hammarberg, Kirkman and de Lacey (2016), secondary data consists of previously gathered and publicly accessible information. Secondary sources include news articles, online annual reports, and government records. The aforementioned secondary data are used in this study's literature review. Effective research requires the use of accurate and reliable secondary data. Primary data are information obtained by the researcher directly. Data gathering techniques include questionnaires, in-person surveys, online surveys, interviews, and focus groups. Since the researcher obtained primary data, they are more dependable than secondary data. It is acceptable to presume that the researcher has expertise with these essential datasets. Therefore, the researcher employed a closed-ended survey questionnaire to gather the primary data (attached in the appendix).

[bookmark: _Toc111151867][bookmark: _Toc124365729]3.6 Data Interpretation
According to Antwi and Hamza (2015), reliable conclusions need dependable data analysis procedures; hence, data interpretation is essential to the study. This activity requires the use of Microsoft Excel to analyse quantitative data. In the findings part of the research, the quantitative data are presented as Excel pie charts. After the quantitative findings have been analysed, the qualitative data are scrutinised and discussed the statistics.

[bookmark: _Toc111151869][bookmark: _Toc124365730]3.8 Ethical Consideration
Plagiarism detection is a must for all researchers. Uncited findings of plagiarism shall be considered to be plagiarised. Researchers must properly cite their own as well as their colleagues' sources. This page has an excellent explanation of plagiarism. Using the proper format for all research sources. Researchers must get individuals' informed permission. Before its implementation, the management and employees of XYZ Training authorised this survey. The criteria were applied to both employees and their supervisors in this poll. The researcher is also accountable for advising participants of potential risks and benefits. Participants are convinced to participate in the study by telling them of its potential pros and cons.



[bookmark: _Toc124365731]CHAPTER 4: RESULTS AND ANALYSIS



41% of employees at XYZ Training Ltd strongly agreed with the first statement in the survey questionnaire, "The type of organisational culture created in an organisation determines the impact it can have on employee performance." In comparison, 23% agreed, 12% were neutral, 19% disagreed, and 5% strongly disagreed.




47% of XYZ Training Ltd employees strongly agreed, 33% agreed, 5% were neutral, 15% disagreed, and 0% strongly disagreed with the statement that "maintaining a healthy working culture in the organisation is essential for promoting a vision of excellence."



The survey questionnaire asked respondents to agree with the following statement: "Organisational culture is inextricably related to organisational practise; thus, employee success depends on organisational culture." 43% of XYZ Training Ltd employees strongly agreed with this statement, 33% agreed, 9% were neutral, 10% disagreed, and 5% strongly disagreed.



29% of XYZ Training Ltd employees strongly agreed, 45% agreed, 7% were neutral, 12% disagreed, and 7% strongly disagreed with the following statement on the survey questionnaire: "The organisation encourages employees to participate in the organisation's affairs in order to improve development and performance."



31% of XYZ Training Ltd employees strongly agreed, 50% agreed, 10% were neutral, 4% disagreed, and 5% strongly disagreed with the following statement from the survey questionnaire: "Effective organisational culture includes (a) successful strategy, (b) effective leadership, (c) excellent employee performance, and (d) an ethical philosophy."




Five per cent of XYZ Training Ltd workers strongly agreed, 15 per cent agreed, 0 per cent were neutral, 33 per cent disagreed, and 47 per cent strongly disagreed with statements such as "Strong culture of an organisation is not conducive to the advancement of its people."




"Organisational culture is essential for promoting the achievement of company goals," According to the survey questionnaire, 57% of XYZ Training Ltd workers strongly agreed, 29% agreed, 0% were neutral, 9% disagreed, and 5% strongly disagreed.




64% of XYZ Training Ltd. workers strongly agreed, 20% agreed, 7% were neutral, 7% disagreed, and 2% strongly disagreed with the following statement: "organisational culture significantly impacts working performance via organisational learning."



According to the survey, only 5% of respondents to the XYZ Training Ltd. questionnaire strongly agreed with the statement "Organisational culture has no significant impact on organisational learning," compared to 13% who agreed, 14% who were neutral, 31% who disagreed, and 38% who strongly disagreed.



20% of XYZ Training Ltd employees strongly agreed, 57% agreed, 2% were neutral, 14% disagreed, and 7% strongly disagreed with the following statement on the survey questionnaire: "When an organisation promotes a culture of transparency, has clear expectations, provides continuous feedback, and offers the appropriate recognition, employees work on their learning and development to achieve organisational objectives."



[bookmark: _Toc124365732]CHAPTER 5: CONCLUSION AND RECOMMENDATION

To conclude the study, the seamless integration of operations has generated a virtuous cycle of organisational culture development and employee satisfaction. In response to the complexity of the operations, the organisations have developed a procedure-driven corporate culture. Due to the connection between organisational culture and success, several research studies have evaluated the organisation of employee contributions to organisational development. Previously, an organisation's authoritarian management saw culture and employee development as closely intertwined. The theoretical framework's approach to culture's nature and scope was based on being more balanced. Management practises, employee development, and culture management have all been shown to have a direct relationship, establishing the groundwork for a sound culture foundation. In some situations, a company's competitive advantage may be bolstered by strengthening existing ties and developing a new, distinct culture. 
Employee culture has a substantial impact on a person's ability for professional development. The methodology and results demonstrated a correlation between corporate culture and employee development. A better and imitable relationship with rivals is more likely to provide a competitive advantage for an organisation. Both professionals and academics have modified the importance based on culture to fit the varied stages of employee development. Any business may benefit from a broader set of underlying values and beliefs based on employee development. When managing all aspects of an organisation, it is essential to preserve the connections and level of cooperation among its employees. This is where the company's culture comes into play. The efficacy and culture of an organisation encourage employee development. If a firm invests in its people's personal and professional development and maintains a culture that fosters both, its success relationship may increase. Management decisions are made in conformity with the shared values and beliefs of the organisation. When an individual has a strong management culture, it is easier to manage employees. 
The bottom line benefits from employee development, and the organisation as a whole may benefit from unified development that maximises resources within a framework of shared values. In certain circumstances, a company's culture may be advantageous. When employees care about the company and cooperate effectively everyone benefits. The institution's organisation and longevity are affected by its culture and organisational impact. It has been established that employee development is favourably correlated with organisational culture. Notable is the finding of a strong statistical correlation between the two variables. People define workplace culture differently, but most agree that it consists of a shared set of norms and values that influence how employees behave and interact. Experts have differing definitions despite the interconnected nature of the fields that contribute to the research of organisational culture. 
Culture, group norms and values, and organisational values are synonymous. It is also described as "a coordinated group of people who share a same way of being, thinking, and acting" The beliefs and customs held by the employees of an organisation constitute its culture. These beliefs and assumptions are created and perpetuated due to the organisation's efforts to survive and expand in a hostile environment. They also influence the perspectives of both long-term and new employees. Academics disagree on the precise definition of "organisational culture," but all concur that it comprises both concrete and intangible elements. The word "organisational culture" implies to the rules, values, and ethics that influence how an organisation operates and its employees behave. Who is promoted, which types of training and development are prioritised, and how employees interact are all based on the organisation's core beliefs and values. A solid foundation of trust, loyalty, and collaboration makes employees more likely to adhere to an organisation's established procedures and policies. 
In the organisation, cultural elements significantly impact individual and organisational development. Even though some respondents said there was no relationship, others argued that it was relatively robust. This needs to be more consensus about the relationship between a supportive corporate culture and employee progress. Organisational hierarchies, rule-based frameworks, and formalised decision-making procedures are pervasive in the public sector. According to a consensus in the relevant research, conventional public sector organisational cultures are likely to impede the modernisation of public services if they do not change to reflect the government's current position as a driver of economic progress. In public sector organisations, the organisational culture is often characterised by unspoken traditions and values on the appropriate level of loyalty to political leadership and impartiality on the side of the administrative machinery. In addition, they emphasised that a change in political leadership may offer several challenges if people have strong feelings of loyalty to the former administration. 
Corporate culture's impact on employees' development as organisational members has been the subject of extensive relationships. It has been shown that the distribution and internalisation of an organisation's culture by its members impacts its development. The management and practices of employee development improve the organisation's present culture. The term "employee development-oriented culture" refers to shaping a company's internal culture to encourage people to work harder to achieve the organisation's stated objectives. It is the duty of everyone in this organisation, not just the employees, to ensure that all tasks are accomplished. Academics were the first to recognise the impact of organisational culture, its characteristics, and particular employee development components on local government organisations. These assessments should have indicated which aspects of a company's culture are most important for fostering employee development. A company's dedication to its employees' personal and professional development may be seen in its efforts to establish a welcoming and inclusive culture. 
The organisational culture may aid in employee development by establishing parameters for what is expected of employees and how they should interact with one another and the organisation to achieve their employees' goals. By emphasising the significance of rules and ethics as part of the organisation's values and norms, management may aid employees in understanding the correct course of action. A culture of learning fosters a continual drive for growth by compelling people to evaluate their own and their communities development. The values held by a group or organisation may be reflected in how its members interact and shape its culture. People of the same company share the same goals and values, which work as the foundation of the organisation's values and group dynamic. The lack of agreed-upon values, standards, and behavioural norms hinders employee development. 
The survey results indicate that the organisation’s unique culture significantly impacts the professional development of its employees. Employers and other employees may use the authors' suggestions to instil the authors' workplace culture and promote employee development and productivity. Both management and tenured employees aid new hires in acclimating to the company's culture. When a culture joins a group with its cultural norms and beliefs, it adopts those norms and behaviours. For promotion, acceptance of the company's values and culture is vital. This will impact the employee's behaviour, development, and job performance. Even the most disparate collections are capable of becoming a coherent whole. 
Due to the potential impact of the company's culture on their attitudes and professional development, it is crucial to advise and push employees to acquire knowledge of new cultural components as needed. If an individual wants to understand the local culture, the individual must constantly try new things. A year from now, the team's culture will have fostered widespread compliance, demonstrating the company's ability to maximise operational efficiency. Employees who diligently work for corporate values should be recognised. Those who share the organisation's values should be given a chance to create the culture uniquely, so long as their efforts contribute to achieving the organisation's goals. Even though a company's culture may positively impact its employees' development, the following guidelines have been provided to aid the company in identifying the specific aspects of its culture that need improvement. 
The first piece of advice is for the organisation to conduct cultural audits with actionable findings and periodic workplace reviews to ensure that the employee culture has a positive impact on the development of its employees and that any flaws in the culture are addressed during the review process. Organisational development may be responsible for a healthy organisational culture; without it, employee development would stagnate, threatening the firm's viability. In promoting employee development, the adaptability culture of the illustrative company is more important than any other organisational culture component. However, resources must also be allocated to other parts of the organisation's culture. Unless they are consistent, coordinated, and integrated, efforts to construct a robust culture have little impact on employee development. This demonstrates that employees prefer discretionary authority over strict restrictions. Based on the results of this research, the organisation ought to work on communicating its workers' goals and vision to them so that they may carry out their employees with an eye toward the future. 
Most respondents said they would go above and above in terms of employee development if the organisation could achieve its goals. Nonetheless, one indication of employee loyalty suggests that individuals may not see their current employer as the best option. Therefore, employees must speak with the organisation and do market research to ascertain the competition. The organisation must study how the factors above influence employee development (including, but not limited to, job satisfaction, leadership style, motivation, wage and benefits difficulties). Consequently, both the person and the group will develop inside the organisation.
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	1. The type of organisational culture created in an organisation determines the impact it can have on employee performance

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree

2. Maintaining a healthy working culture in the organisation is essential to promote a vision of excellence

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree

3. Organisational culture is inherently connected to organisational practice; therefore, employee performance is conditional on organisational culture

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree

4. The organisation encourages employees to participate in the organisational affairs for better development and performance

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree

5. Effective organisational culture includes (a) successful strategy, (b) effective leadership, (c) excellent employee performance, and (d) ethical philosophy

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree

6. Strong culture in the organisation is not helpful to enhance the employees' development

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree

7. Organisational culture is an essential element in promoting the achievement of corporate aims

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree

8. Organisational culture  significantly  affects  the working performance through organisational learning

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree

9. Organisational culture does not have significant effect toward organisational learning

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree

10. When an organisation promotes a culture of transparency, has clear expectations, provides continuous feedback, and offers the proper recognition, employees work on their learning and development to meet organisational objectives

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree
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In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Nicoleta Angheluta

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	
University of Wales Trinity Saint David

	4
	Campus:
	
London

	5
	E-mail address:
	1914622@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	
07703189485

	
	For students:

	7
	Student Number:
	1914622

	8
	Programme of Study:
	Ba Hons Business and Management

	9
	Director of Studies/Supervisor:
	Anupam Mazumdar/Afzal Munna





SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(Please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☐	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☐
	2
	UWTSD Research Data Management Policy
	☐

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☒

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☒

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☒
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☒

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☒

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☒




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☒

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Impact of Corporate Culture on Employee Development. A Case Study on a Private Education Provider
- XYZ Training LTD –

	2
	Proposed start date:
	
	Proposed end date:
	

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity



(this box should expand as you type)

	4
	Research Question



(this box should expand as you type)

	5
	Aims of Research Activity



(this box should expand as you type)

	6
	Objectives of Research Activity



(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	


(this box should expand as you type)

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	

(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	


(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☐

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☐
	☒

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☒
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	[bookmark: _Toc124365420][bookmark: _Toc124365738]
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  
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	☐

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:


(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:



(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:



(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:



(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	


(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	


(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	


(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☐

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☐

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☐

	6
	University computers?
	☐
	☐

	7
	Private company computers?
	☐
	☐

	8
	Home or other personal computers?
	☐
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☐

	10
	“Cloud” storage or websites?
	☐
	☐

	11
	Other – specify:

	☐
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☐

	15
	Sharing of data with other organisations?
	☐
	☐

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☐

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☐

	18
	Publication of data that might allow identification of individuals?
	☐
	☐

	19
	Use of data management system?
	☐
	☐

	20
	Data archiving?
	☐
	☐

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	


(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	


(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	


(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☐

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☐





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Nicoleta Angheluta
	Date:
31.10.2022



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☐
	I have read the guidance notes supplied before completing the form.

	☐
	I have completed ALL RELEVANT sections of the form in full.

	☐
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☐
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	E.H.
078xxxxxxxx

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	Teitl Y Prosiect: / Project Title: 
Impact of Corporate Culture on Employee Development. A Case Study on a Private Education Provider
- XYZ Training LTD –

	Enw'r Ymchwilydd / Name of Researcher: Nicoleta Angheluta



	1
	I confirm that I have read and understand the information sheet dated 31.10.2022 for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.
	y

	2
	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.

	y

	3
	I understand that any information given by me may be used in future reports, articles or presentations by the research team.

	y

	4
	I understand that my name will not appear in any reports, articles or presentations.

	y

	5
	I agree to take part in the above study.

	y

	Name of Participant

	E.H.
078xxxxxxxx
	Signature
Em Hor

	Researcher

	Nicoleta Angheluta
	Signature
Nicoleta Angheluta




	You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.
When completed please return in the envelope provided. One copy will be given to you and the original to be kept on the file of the research team at:

NAME & ADDRESS OF RESEARCHER

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk
         : londonstudentservice@uwtsd.ac.uk 




3. Organizational culture is inherently connected to organizational practice; therefore employee performance is conditional on organizational culture 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	25	19	5	6	3	

4. The organisation encourages employees to participate in the organisational affairs for better development and performance 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	17	26	4	7	4	

5. Effective organizational culture includes (a) successful strategy, (b) effective leadership, (c) excellent employee performance, and (d) ethical philosophy 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	18	29	6	2	3	

6. Strong culture in the organization is not helpful to enhance the employees’ development 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	3	9	0	19	27	

7. Organizational culture is an essential element in promoting the achievement of corporate aims 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	33	17	0	5	3	

8. Organizational  culture  significantly  affects  the working performance through organizational learning 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	37	12	4	4	1	

9. Organizational culture does not have significant effect toward organizational learning 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	3	7	8	18	22	

10. When an organization promotes a culture of transparency, has clear expectations, provides continuous feedback, and offers the right recognition, employees work on their learning and development to meet organisational objectives 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	12	33	1	8	4	

1. The type of organizational culture created in an organization determines the impact it can have on employee performance 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	24	13	7	11	3	

2. Maintaining a healthy working culture in the organization is important to promote a vision of excellence 


Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	27	19	3	9	0	
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