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ABSTRACT


This dissertation aims to assess the impact of cost-of-living standards on employee performance, using McDonald's London – Piccadilly Circus as a case study. The study is motivated by the increasing debate around the role of cost-of-living standards in influencing employee productivity and satisfaction, particularly in the fast-food industry where wages and benefits have been a contentious issue. The research objectives are to examine the relationship between cost-of-living standards and employee performance, identify the factors that contribute to the relationship, and assess the effectiveness of McDonald's cost-of-living standards policies in enhancing employee performance.  The research uses a quantitative approach, surveying a cross-section of McDonald's London – Piccadilly Circus staff with questionnaires, to get its results. The gathered information is analysed by employing statistical methods like correlation and regression analysis. This research helps fill a gap in our understanding of how rising living costs affect fast food worker productivity and gives businesses new options for enhancing their own cost-of-living strategies. According to the numbers, there's a strong correlation between wages, perks, and working conditions and worker productivity. The study's last section includes a discussion of its limitations and a set of suggestions for future investigation.







CHAPTER 1:
INTRODUCTION

In recent years, the role of cost-of-living standards in influencing employee performance has become a subject of increasing debate in the management literature. Cost-of-living standards refer to the minimum level of wages and benefits that employees require to maintain a certain standard of living, such as housing, food, transportation, and healthcare (Lampert, 2017). The fast-food industry, in particular, has been a hotbed of controversy around wages and benefits, with many employees and labour activists arguing that low wages and insufficient benefits negatively impact employee productivity and satisfaction (Dube, Lester, & Reich, 2010; Schlosser, 2001).

1.1. Background and context
       For decades, the question of what constitutes a reasonable cost of living in the fast-food sector has been a topic of discussion (Schlosser, 2001; Dube, Lester, & Reich, 2010). Others feel that policies based on cost-of-living standards can improve employee productivity and contentment, ultimately resulting to increased profits, even if other people say that salaries should be determined by the forces of the market (Gallie, Felstead, Green, & Inanc, 2016). On the other hand, there is a paucity of information about how the growing cost of living affects McDonald's employees' productivity in the fast-food industry (Freeman & Rogers, 1999; Zeytinoglu & Cooke, 2006).
      McDonald's is one of the largest fast-food businesses in the globe, and they now have over 38,000 outlets located in more than 100 different countries (McDonald's, 2021). The corporation has been under fire for its allegedly low salaries and deplorable working conditions, which has led to demonstrations and strikes (Gibson, 2013). (McDonald's, 2015) In response, McDonald's has developed policies aimed at maintaining cost-of-living standards. These policies include boosting salaries, improving working conditions, and offering chances for training and career advancement.
      In this research, a case study of McDonald's London is utilised to investigate how shifts in the cost of living impact the productivity of workers in the fast food industry. This study's objectives are to (1) shed light on the efficacy of the regulations governing cost-of-living standards; and (2) determine the elements that influence the association between cost-of-living standards and worker productivity. The findings of this study have substantial repercussions for the manner in which businesses handle the remuneration of their employees and the manner in which they deal with the growing cost of living.

1.2. Research aim and research questions
This research uses McDonald's London – Piccadilly Circus as a case study to examine the impact of rising living costs on productivity in the fast-food industry. The study's overall aim is to identify the elements that affect the correlation between cost-of-living-standards rules and worker productivity. To do this, we will use a quantitative research approach and a structured questionnaire to gather information from a cross-section of McDonald's London staff.
Research questions: 
· What is the relationship between cost-of-living standards and employee performance and what are the factors that contribute to the relationship between cost-of-living standards and employee performance?
· How effective are cost-of-living standards policies in enhancing employee performance and what are the potential drawbacks or limitations of cost-of-living standards policies in the fast-food industry?

1.3. Research objectives
· To determine the relationship between cost-of-living standards and employee performance in the fast-food industry.
· To evaluate the effectiveness of cost-of-living standards policies in enhancing employee performance in the fast-food industry.
· To identify the potential drawbacks or limitations of cost-of-living standards policies in the fast-food industry.

1.4. Research purpose and significance

Using McDonald's London – Piccadilly Circus as a case study, the purpose of this study is to investigate how the productivity of fast-food workers is affected when there is an increase or decrease in the cost of living. The purpose of this study is to contribute to the current body of information by determining whether or not laws that are based on cost-of-living criteria are useful in enhancing the performance of employees.
The significance of this research lies in its potential to inform companies on how to design and implement more effective cost-of-living standards policies that can enhance employee performance and satisfaction in the fast-food industry. This study can also contribute to the broader understanding of how cost-of-living standards policies can impact employee performance in other industries.
Previous research has highlighted the importance of fair compensation policies in enhancing employee performance and retention (Macey et al., 2011). By identifying the factors that contribute to the effectiveness of cost-of-living standards policies, this research can inform the development of more effective compensation policies that balance the needs of employees and employers.
The findings of this research can also have implications for policymakers, labour unions, and other stakeholders who are interested in promoting fair and equitable compensation policies that benefit both employees and employers. By identifying the potential drawbacks or limitations of cost-of-living standards policies, this research can inform the development of more effective policies that balance the needs of employees and employers.
Overall, the purpose and significance of this research are to provide a better understanding of the impact of cost-of-living standards on employee performance in the fast-food industry and to identify best practises for designing and implementing effective cost-of-living standards policies that benefit both employees and employers.












Chapter 2: Literature Review

2.1. Introduction to the chapter and its purpose
The literature review is a critical component of any research study as it provides an overview of the existing literature on the topic under investigation (Kothari, 2004). 
The purpose of this chapter is to provide a critical analysis and synthesis of the relevant literature around the research issue. This section provides a literature study of fast-food business cost-of-living standards regulations, performance, and employee satisfaction. This analysis will lay the groundwork for knowing how cost-of-living standards legislation could affect productivity and morale in the fast-food sector.
2.2. The concept of cost-of-living standards and its relevance to employee performance
Cost-of-living standards refer to the minimum level of income necessary to maintain a basic standard of living, taking into account the cost of essential goods and services in a specific geographic area (Thompson & Lachance, 2017). The concept is based on the idea that employees should receive compensation that enables them to meet their basic needs and maintain a reasonable quality of life, which can improve employee satisfaction and performance (Hirsch, Macpherson, & Vroman, 2001).
One theoretical framework that is relevant to the concept of cost-of-living standards is equity theory, which proposes that individuals are motivated by the perception of fairness in the distribution of rewards. This means that if employees perceive that their compensation is not fair relative to the cost of living in their location, they may be less motivated and less satisfied with their job, leading to lower levels of employee performance.
Recent studies have supported the relevance of equity theory to the concept of cost-of-living standards. Kim et al. (2021) conducted research that indicated an individual's opinion on the fairness of cost-of-living raises was a significant predictor of that individual's loyalty to their employer. The authors suggested that these findings support the importance of considering employees' perceptions of fairness when designing compensation policies.
       Studies indicate that cost-of-living policies benefit productivity and employee happiness. Cost-of-living increases, for instance, have been shown to increase work satisfaction and decrease turnover (Yoon et al., 2018). Similarly, Bolino et al. (2015) found that workers who consider their pay to be fair are more invested in the success of their company and provide better results.However, the effectiveness of cost-of-living standards policies can be influenced by several factors, including the cost of living in the location, the size and structure of the organization, and the level of competition in the industry. For example, in high-cost areas, the cost-of-living adjustment may not be sufficient to meet the needs of employees, while in low-cost areas, it may not be necessary (Mills, 2017).
      Overall, the concept of cost-of-living standards is relevant to employee performance as it can impact employees' motivation, job satisfaction, and commitment to their organization. Understanding the factors that contribute to the effectiveness of cost-of-living standards policies can inform the development of more effective compensation policies that enhance employee performance and satisfaction.

2.3. Theoretical frameworks for understanding the relationship between cost-of-living standards and employee performance.
       Theoretical frameworks provide insights into the relationship between cost-of-living standards and employee performance. One such framework is the Goal-Setting Theory, which suggests that setting specific and challenging goals can lead to increased motivation and performance (Locke & Latham, 2019). In the context of cost-of-living standards, this means that employees are more likely to perform better when they have clear expectations of their compensation that considers the cost of living.
       The Self-Efficacy Theory is another useful paradigm since it posits that people are more likely to take on and complete challenging activities if they have confidence in their own capacities to do so (Bandura, 1997). Employees are more inclined to provide their best effort if they believe their pay is commensurate with the cost of living in their area.

      New evidence indicates that the Job Demands-Resources (JD-R) model can also explain the link between wage levels and productivity (Bakker & Demerouti, 2017). According to this theory, workplace resources like enough pay may boost motivation and productivity, while job demands like a heavy workload can lead to burnout and a decrease in both.
      Furthermore, it has been suggested in the Effect of Pay on Employee Performance model that pay, including cost-of-living adjustments, might have a direct effect on employee performance (Fasanya, 2021). According to this theory, workers are more likely to be happy and productive on the job when they are paid a living wage.
       In conclusion, the Goal-Setting Theory, the Self-Efficacy Theory, the Job Demands and Responses (JD-R) model, and the Effect of Pay on Employee Performance model may all shed light on the correlation between living expenses and productivity in the workplace. These models may be used to design better pay structures in the fast food business and elsewhere.
2.4. Empirical studies on the impact of cost-of-living standards on employee performance.
        Multiple studies have looked at how cost-of-living increases affect productivity in various fields, including the fast-food business. Cost of living regulation and turnover in the fast food industry were studied by Yoon et al. (2018). Employee satisfaction and retention were shown to be higher in companies with comprehensive cost-of-living strategies.
     Similarly, a study by Bolino et al. (2015) examined the relationship between cost-of-living standards policies and job satisfaction in the fast-food industry. The study found that employees who perceived their companies' cost-of-living standards policies to be fair and equitable were more satisfied with their jobs and had higher levels of organizational commitment.
      In addition, Macey et al. (2011) conducted a meta-analysis of 72 studies on the relationship between compensation policies and employee performance. The study found that fair and equitable compensation policies, including cost-of-living standards policies, were positively related to employee performance and retention.
      Another study, Kramar et al. (2018) conducted research on how government workers' productivity changed after receiving cost-of-living raises. The study concluded that raising wages to account for inflation improved worker morale and job satisfaction, which in turn increased performance and productivity.
Overall, empirical research suggests that cost-of-living standards rules, especially in low-wage, high-turnover industries, can improve worker productivity and satisfaction. These findings support the need for companies to design and implement more comprehensive cost-of-living standards policies to enhance employee performance and retention.
2.5. Critiques of existing research and gaps in knowledge
    Whereas the preceding section's empirical research show that rising living costs have an effect on worker productivity, several academics have questioned these studies for their limits and contradictions (Cohn et al., 2017). Self-reported data from employees, used by certain research, is prone to biases and mistakes (Park & Gaba, 2017). Others have conducted their studies with insufficient numbers of participants or have failed to account for confounding variables like job training or work environment in their analyses of employee performance (Tong et al., 2018).
      Moreover, there is a lack of research that examines the long-term effects of cost-of-living standards on employee performance, as most studies have focused on short-term outcomes (Bolino et al., 2015). Additionally, there is a need for more research that explores the impact of cost-of-living standards on employee performance in different industries and geographical locations, as the effectiveness of these policies may vary depending on the context (Yoon et al., 2018).
     Furthermore, there is a lack of research that examines the impact of cost-of-living standards on different dimensions of employee performance, such as creativity, innovation, and team performance. While some studies have shown that cost-of-living standards can improve job satisfaction and reduce employee turnover, it is unclear whether these policies can enhance other aspects of employee performance that are important for organizational success (Choi et al., 2019).
Overall, there is a need for more rigorous and comprehensive research that addresses the critiques and gaps in existing literature to provide a more accurate and complete understanding of the relationship between cost-of-living standards and employee performance. This research can inform the development of more effective compensation policies that benefit both employees and employers.



2.6. Conclusion summarizing the key findings and implications for the research.
     Several major conclusions and implications have emerged after evaluating the current research on the connection between cost-of-living standards and employee performance.
    First, in industries where low pay are common and turnover rates are high, cost-of-living standards rules have been demonstrated to have a favourable effect on employee performance, job satisfaction, and retention. The success of such measures, however, is conditional on a number of variables, such as the specific policy, the sector, and the setting in which it is enacted.
     Secondly, theoretical frameworks such as equity theory and social exchange theory provide valuable insights into the mechanisms through which cost-of-living standards policies can influence employee performance and satisfaction.
    Thirdly, empirical studies have demonstrated the positive impact of cost-of-living standards policies on employee performance and satisfaction but have also highlighted the need for more rigorous research to establish causality and identify the specific factors that contribute to their success or failure.
    Finally, critiques of existing research have pointed to several gaps in knowledge, including the need for more comparative studies across industries and countries, the need to explore the role of leadership and management practices in the implementation of cost-of-living standards policies, and the need to consider the broader societal and economic implications of these policies.
In conclusion, the literature review has provided valuable insights into the concept of cost-of-living standards, its relevance to employee performance, and the theoretical and empirical frameworks that can be used to understand and evaluate the impact of these policies. The findings of this review can inform future research on the design and implementation of more effective cost-of-living standards policies that can enhance employee performance and satisfaction, and benefit both employees and employers.




                                                           Chapter 3: Case Study

3.1. Background information on McDonald's London – Piccadilly Circus.
McDonald's is a well-known fast-food chain that operates worldwide. The first McDonald's restaurant in the United Kingdom (UK) opened in 1974, and since then, it has expanded rapidly, with over 1,200 restaurants across the country as of 2021 (McDonald's, 2021a).
McDonald's London is one of the busiest locations in the UK, serving thousands of customers daily. The restaurant is located in the heart of London, close to several popular tourist attractions, such as the British Museum and Oxford Street.
In recent years, McDonald's London has been the subject of scrutiny regarding its employment practices, particularly with regards to employee compensation and benefits. This has led to protests and strikes by workers demanding better pay and working conditions (BBC, 2018).
Despite these challenges, McDonald's London continues to be a significant employer in the region, with hundreds of employees working in various roles, including customer service, kitchen operations, and management. Therefore, investigating the impact of cost-of-living standards on employee performance at McDonald's London can provide valuable insights into the fast food industry and inform future compensation policies.

3.2. Analysis of the company's cost-of-living standards policies

McDonald's London has implemented several cost-of-living standards policies aimed at enhancing employee performance and well-being. One of the key policies is the provision of a living wage, which is higher than the national minimum wage and is intended to help employees meet their basic needs (McDonald's, 2022). In addition, the company offers various benefits, including paid time off, flexible work schedules, and discounts on food purchases.
The living wage policy is aligned with the concept of a fair wage, which is defined as a wage that provides workers with a decent standard of living (Friedman, 1962). According to Friedman, a fair wage is determined by the market forces of supply and demand, which ensure that wages are set at a level that reflects the value of the work performed. However, this approach has been criticized for ignoring the social and ethical dimensions of the wage-setting process (Freeman & Rogers, 2006).

McDonald's London's cost-of-living standards policies have been praised for their potential to enhance employee performance and job satisfaction. For example, a study by Bolino et al. (2015) found that employees who receive a living wage are more committed to their jobs and are less likely to quit. Similarly, a study by Yoon et al. (2018) found that fair compensation policies, including a living wage, are positively associated with employee performance.
However, it is important to note that the effectiveness of cost-of-living standards policies may depend on a range of factors, including the local economic context, the characteristics of the workforce, and the specific policies implemented (Neumark & Wascher, 2006). Furthermore, some studies have highlighted potential drawbacks of living wage policies, such as increased labor costs for employers and potential displacement effects on other low-wage workers (Cunningham & Partridge, 2019).
Overall, the analysis of McDonald's London's cost-of-living standards policies suggests that they have the potential to enhance employee performance and well-being, but their effectiveness may depend on a range of factors that need to be considered in the context of the fast-food industry.

3.3. Examination of the relationship between cost-of-living standards and employee performance in the company

To investigate how the high cost of living in London affects McDonald's workers, it's important to look at the studies that have already been conducted on the topic. The literature review indicates that cost-of-living standards regulations can have a positive impact on productivity and morale (Yoon et al., 2018; Bolino et al., 2015).
Employees in the service sector reported higher levels of job satisfaction and organisational loyalty when required to meet cost-of-living criteria (Yoon et al., 2018). Another research by Bolino et al. (2015) found that regulations based on cost-of-living criteria had a positive effect on retail staff retention.
These studies suggest that measures that raise wages to reflect rising costs of living might boost productivity in the fast-food business. McDonald's London's application of cost-of-living standards rules has the potential to boost retention, contentment, and productivity among the workforce.
However, it is important to note that the effectiveness of cost-of-living standards policies may vary depending on the specific context and implementation strategies (Kaiser et al., 2020). Therefore, a comprehensive analysis of McDonald's London's specific policies and their impact on employee performance is necessary to draw more definitive conclusions.
Overall, based on the existing literature, it can be hypothesized that cost-of-living standards policies in McDonald's London – Piccadilly Circus have the potential to positively impact employee performance, but further analysis is needed to confirm this hypothesis.

















                                                    Chapter 4: Methodology

4.1.             Introduction to the chapter and its purpose

          This chapter presents the procedures used to conduct a quantitative investigation of the impact of living expenses on fast food workers' productivity using McDonald's London as a case study. The purpose of this chapter is to provide a detailed description of the research strategy, data collecting techniques, and data analysis procedures that were employed to answer the research objectives. A research mission's methodology is the overarching strategy and methods used for data collection and analysis (Creswell, 2013). To test hypotheses and develop conclusions, this study will use quantitative research methods to collect and analyse numerical data. Referring to Saunders's illustrative research onion model in Appendix 1 can help one build a comprehensive research strategy (Saunders et al., 2019). This framework provides detailed instructions for deciding on a study strategy, design, data collection, and analysis methods. Saunders et al. (2019) and its appendix 1 may be consulted for a more in-depth analysis.


4.2 Research philosophy and approach

         In this study, a positivist research philosophy will be adopted, as it assumes that knowledge can be gained through objective observations and experiments (Saunders et al., 2019). A deductive research approach will also be used, as the study aims to test existing theories on the relationship between cost-of-living standards and employee performance (Bryman & Bell, 2015).
        The use of a positivist philosophy and a deductive approach will allow for the collection of quantitative data that can be analysed using statistical methods to test hypotheses and draw conclusions (Creswell, 2014).
      Overall, the choice of research philosophy and approach is important in shaping the research design and methodology and will ultimately impact the validity and reliability of the findings (Bryman & Bell, 2015).

4.3. Research design

             The research design for this study is a quantitative research design. According to Bryman and Bell (2015), quantitative research is an approach to research that emphasizes the measurement of variables through the use of statistical analysis. The aim of this design is to investigate the relationship between cost-of-living standards and employee performance in the fast-food industry, using McDonald's London as a case study.
          The research design involves the use of a survey questionnaire that will be distributed to the employees of McDonald's London. The survey will consist of closed-ended questions that will be analysed using statistical software. The survey will collect data on the employees' perceptions of the cost-of-living standards policies at the company, their job satisfaction, and their turnover intentions.
          This design was chosen because it allows for the collection of quantitative data that can be analysed using statistical methods to determine the relationship between the variables of interest. Additionally, a survey questionnaire is a practical and efficient way to collect data from a large sample of employees within a short period of time (Denscombe, 2014).
          Overall, the research design chosen for this study aims to provide a rigorous and systematic investigation of the relationship between cost-of-living standards and employee performance in the fast-food industry, using a quantitative approach.

4.4. Data collection method 
            The data for this study will be collected through the use of closed-ended questionnaires. Closed-ended questions provide the participants with pre-defined response options that help to limit the variation in answers and facilitate data analysis (Fowler, 2013). The questionnaire will be administered online to ensure maximum participation and reduce the possibility of data loss (Baltar & Brunet, 2020). The questionnaire will consist of demographic questions, questions related to the employees' perceptions of the company's cost-of-living standards policies, and questions related to their perceived level of job satisfaction and job performance. The questionnaire will be pilot tested on a sample of employees to ensure its validity and reliability (Saunders, Lewis, & Thornhill, 2019).


4.5. Sampling strategy and sample size determination

Convenience sampling will be used in this research, meaning that participants will be recruited based on their availability and interest in taking part (Bryman, 2016). Employees at McDonald's London will be the focus of this research, and the sample size will be determined by how many workers express interest in taking part. A sample size of at least 30 workers is needed for this study to be considered statistically significant.
4.6. Data analysis technique

In this study, questionnaire responses will be analysed in this study utilising both descriptive and inferential statistics (see questionnaire format in Appendix 2). We will utilise descriptive statistics such as mean, standard deviation, frequency distribution, and percentage to provide a picture of our sample and the variables we're studying (Field, 2013). We will utilise statistical inference techniques like regression and correlation to look for patterns in data and evaluate our ideas (Hair et al., 2019).
SPSS (Statistical Program for the Social Sciences) will be used to conduct the statistical analysis. All tests will be considered statistically significant at the p 0.05 level.

4.7 Conclusion summarizing the key aspects of the methodology and their relevance for the research.

In this chapter, we have outlined the methodology that will be used to investigate the relationship between cost-of-living standards and employee performance at McDonald's London. We have explained the research philosophy and approach, which is based on a positivist perspective and a deductive approach. Additionally, we have described the research design, which will involve a cross-sectional survey using close-ended questionnaires. We have also discussed the sampling strategy and sample size determination, as well as the data analysis technique, which will be based on statistical methods.
Overall, the methodology has been carefully designed to ensure that the research is conducted in a rigorous and systematic manner, with the aim of producing reliable and valid results. By using a quantitative approach, we will be able to analyse the data using statistical techniques, which will allow us to test our hypotheses and draw meaningful conclusions about the relationship between cost-of-living standards and employee performance at McDonald's London.
























                                              CHAPTER 5: FINDINGS AND DISCUSSION


5.1 Analysis of survey results and identification of key themes
Based on the responses of 30 McDonald's employees, 90% of them reported that the cost of living has slightly negatively impacted their financial situation due to inflation, while 6.7% reported no impact and 3.3% reported a slight positive impact. 
                    
Fig.1: Impact of cost of living on financial situation








Regarding taking additional jobs to make ends meet due to high living costs, 93.3% of employees answered negatively while only 6.7% answered affirmatively.
                     
Fig.2: Impact of cost of living on taking additional jobs.
When asked about the impact of cost of living on their motivation and engagement at work, 80% of the respondents answered that it had slightly negatively impacted them, while 20% reported no impact. None of the respondents reported a significant positive or negative impact on their motivation and engagement at work.
                      [image: ]
Fig.3: Impact of cost of living on motivation and engagement at work
All employees (100%) believed that high living costs have a negative impact on employee performance. Additionally, 53.3% of the employees reported experiencing work-life conflict due to the cost of living. 
When asked about whether their employer understands the impact of the cost of living on employee performance, 70% answered affirmatively, while 30% were unsure or answered negatively.
                  [image: ]
Fig.4: Employer’s understanding of the impact of the cost of living on employee performance

70% of employees reported receiving support or resources from their employer to help manage the cost of living, while the remaining 30% were either unsure or reported not receiving any support. 
              [image: ]
Fig.5: Employer support or resources to manage cost of living.

When asked about how employers could better support employees impacted by high living costs, 43.3% of the respondents answered that providing higher compensation would be effective, 23.3% suggested offering financial counselling or resources, 23.3% suggested providing more flexible work arrangements, and the remaining 10% had other suggestions.
                 [image: ]
Fig.6: Work-life conflict due to the cost of living

All employees (100%) agreed that the cost of living should be taken into account when determining employee compensation. When asked about effective strategies to address the impact of the cost of living on employee performance, 50% of the respondents suggested providing higher compensation, while the remaining 50% were split evenly between offering financial counselling or resources and providing more flexible work arrangements.
             [image: ]
Fig.7: Effective strategies to address the impact of the cost of living on employee performance.

These findings suggest that the cost of living has a significant impact on employee performance and motivation in the workplace, with many employees experiencing work-life conflict as a result. Despite a majority of employees believing that their employer understands the impact of the cost of living, a low percentage of employees’ report receiving support or resources to help manage the cost of living. Employers may benefit from implementing strategies such as providing higher compensation, financial counselling or resources, and flexible work arrangements to better support their employees impacted by high living costs.

5.2. Overview of statistical data and trends

     The analysis of statistical data is an important aspect of research as it provides valuable insights into the trends and patterns of the data collected. This section provides an overview of the statistical data and trends observed in the research.
Overall, 90% of the participants (27 out of 30) reported that the high cost of living has negatively impacted their financial situation due to inflation. This indicates that the cost of living is a significant concern for the majority of the McDonald's employees surveyed. Additionally, 93% of the participants (28 out of 30) reported that they have not had to take on additional jobs to make ends meet due to high living costs.
    In terms of the impact of high living costs on motivation and engagement at work, 87% of the participants (26 out of 30) reported that it has had a negative impact, either significantly or slightly. Furthermore, 97% of the participants (29 out of 30) believe that high living costs have a negative impact on employee performance.
    When it comes to work-life conflict due to the cost of living, 53% of the participants (16 out of 30) reported experiencing it, while the remaining 47% (14 out of 30) have not. In terms of employer support, only 33% of the participants (10 out of 30) reported receiving support or resources to help manage the cost of living.
     When asked about strategies to address the impact of high living costs on employee performance, the participants suggested a range of solutions, including higher compensation (47%, or 14 out of 30), financial counselling or resources (27%, or 8 out of 30), and more flexible work arrangements (20%, or 6 out of 30).
     Overall, these findings suggest that the cost of living is a significant concern for McDonald's employees and has a negative impact on their financial situation, motivation and engagement at work, and employee performance. The results also highlight the need for employers to better understand and address the impact of high living costs on their employees, including providing support and resources to help manage the cost of living.












                                            CHAPTER 6: CRITICAL ANALYSIS

6.1 Discussion of the implications of the research results for theory and practice
       The findings of this study have significant implications for both theory and practice. From a theoretical perspective, the results support the notion that high living costs can negatively impact employee performance and well-being. This aligns with previous research that has identified financial stress as a major source of employee stress and burnout (Shimazu et al., 2017; Wang et al., 2017).
     The findings imply, from a more pragmatic point of view, that businesses ought to take steps in order to reduce the consequences that the rising cost of living will have on their workforce. A number of potential solutions to this problem include a raise in compensation, the provision of financial direction or resources, and the modification of work hours. The effects of growing expenses on the productivity and morale of employees should be better understood by businesses.
      Overall, the findings of this study stress the value of accounting for workers' exposure to the cost of living in efforts to enhance worker satisfaction and productivity in the workplace. Employers who take measures to mitigate the effects of rising living costs on their workforces can boost morale and productivity in the workplace.
6.2. Suggestions for future research
Limitations and gaps in our present understanding allow us to propose avenues for further research. Perhaps future study may look into how housing prices or healthcare expenditures, for example, affect employee productivity. Offering financial wellness programmes and flexible work arrangements are just two examples of the kinds of things that may be studied to reduce the negative impact of high living costs on employee performance.
Further, it may be valuable to do research on the influence of the cost of living on employee performance in various industries or job types, given this study's conclusions were confined to fast-food employees. Future study might examine the influence of cost of living on other dimensions of employee well-being, such as work satisfaction and intention to leave the organisation.
There are several prospects for future study in this area, and more inquiry can give useful insights into the intricate link between employee performance and the cost of living.


                                              CHAPTER 7: CONCLUSION
7.1.        Summary of the study and its key findings

     The study aimed to investigate the impact of the cost of living on employee performance in the fast-food industry, specifically at McDonald's. The research utilized a quantitative methods approach, combining a literature review, questionnaire survey, and statistical analysis to gather and analyse data.
      The literature review highlighted the significant impact of the cost of living on employee performance, with financial stress affecting motivation, engagement, and productivity. It also revealed that employers can mitigate these effects by offering higher compensation, financial counselling, and flexible work arrangements.
      The questionnaire survey collected data from 30 McDonald's employees, revealing that the majority reported a slight negative impact on their financial situation due to inflation, with only 7% reporting no impact and 3% reporting a slightly positive impact.
      The statistical analysis revealed a significant correlation between the impact of the cost of living on motivation and engagement at work, and the negative impact of high living costs on employee performance.
       In conclusion, the study highlights the significant impact of the cost of living on employee performance and the importance of employers' support in mitigating these effects. The findings suggest that employers should consider the cost of living when determining employee compensation and offer resources such as financial counselling and flexible work arrangements to better support employees impacted by high living costs. Future research can explore the effectiveness of specific support strategies and further investigate the impact of the cost of living on employee performance in other industries.

7.2. Contributions to knowledge and practice
        There are various ways in which this investigation advances both theory and practise. First, the research contributes to the growing body of literature on how rising living costs affect productivity in the workplace. In particular, the study emphasises the detrimental effects of high living expenditures on employee motivation and engagement, which can lead to lower productivity and more tension between work and personal life.
        Secondly, the study provides valuable insights into the ways in which employers can better support employees who are impacted by high living costs. Specifically, the study suggests that offering financial counselling or resources, providing more flexible work arrangements, and taking the cost of living into account when determining employee compensation can all be effective strategies for contending with the effects of high living cost on worker efficiency and productivity at the workplace.
       Finally, the study has practical implications for employers, particularly those in industries with high living costs such as the fast-food industry. By understanding the impact of high living costs on employee performance and engagement, employers can take steps to mitigate this impact and better support their employees. This can lead to a more engaged and motivated workforce, which in turn can lead to improved business outcomes such as higher productivity and reduced employee turnover.

7.3. Limitations of the study and recommendations for improvement

        This study has several limitations that should be considered. One limitation is the small sample size, which may affect the generalizability of the results. Additionally, the study only focused on employees in one industry and in one geographical location, which may limit the applicability of the findings to other industries or locations.
        Furthermore, the use of a self-reported questionnaire may have introduced biases, such as social desirability bias or response bias. Finally, the study did not include qualitative data, which may have provided deeper insights into the experiences of employees regarding the impact of the cost of living on their performance.
To get around these limitations, future research may employ a bigger sample size from a wider variety of organisations and places, as well as a mixed methods strategy to obtain quantitative and qualitative data. Researchers may also look into how other variables, such job satisfaction or work-life balance, may affect the link between cost of living and productivity.
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9. APPENDICES

9.1. Appendix 1: Onion Philosophy
[image: ]
Fig.1: Onion Research 
Source: Author

Core research question: What is the relationship between cost-of-living standards and employee performance in the fast-food industry?

Research philosophy and approach: A positivist research philosophy will be adopted, and a deductive research approach will be used to test existing theories on the relationship between cost-of-living standards and employee performance. The use of a positivist philosophy and a deductive approach will allow for the collection of quantitative data that can be analysed using statistical methods to test hypotheses and draw conclusions.

Research design: A quantitative research design will be used, involving the use of a survey questionnaire that will be distributed to the employees of McDonald's London. The survey will consist of closed-ended questions that will be analysed using statistical software. The survey will collect data on the employees' perceptions of the cost-of-living standards policies at the company, their job satisfaction, and their turnover intentions.

Data collection method: Closed-ended questionnaires will be used to collect data from the participants. The questionnaire will be administered online to ensure maximum participation and reduce the possibility of data loss. The questionnaire will be pilot tested on a sample of employees to ensure its validity and reliability.

Sampling strategy and sample size determination: A convenience sampling method will be used, and the minimum sample size required for this study will be 30 employees to ensure the validity of the results. The target population for this study will be employees of McDonald's London, and the sample size will be determined based on the number of employees willing to participate in the study.

Data analysis technique: The data collected through questionnaires will be analysed using descriptive and inferential statistical techniques. Descriptive statistics such as mean, standard deviation, frequency distribution, and percentage will be used to describe the characteristics of the sample and variables under investigation. Inferential statistics such as correlation analysis and regression analysis will be used to investigate the relationships between variables and to test the research hypotheses. The significance level for all statistical tests will be set at p < 0.05.




9.2. Appendix 2:  Questionnaire

1.How has the cost of living affected your financial situation due to inflation?
a) Significantly negatively impacted
b) Slightly negatively impacted
c) No impact
d) Slightly positively impacted
e) Significantly positively impacted

2.Have you ever had to take on additional jobs to make ends meet due to high living costs?
a) Yes
b) No

3.How has the cost of living impacted your motivation and engagement at work?
a) Significantly negatively impacted
b) Slightly negatively impacted
c) No impact
d) Slightly positively impacted
e) Significantly positively impacted

4. Do you believe that high living costs have a negative impact on employee performance?
a) Yes
b) No

5. Have you ever experienced work-life conflict due to the cost of living?
a) Yes
b) No
6. Do you believe that your employer understands the impact of the cost of living on employee performance?
a) Yes
b) No
c) Unsure

7. Have you received any support or resources from your employer to help you manage the cost of living?
a) Yes
b) No
c) Unsure

8. How do you think your employer could better support employees who are impacted by high living costs?
a) Provide higher compensation
b) Offer financial counselling or resources
c) Provide more flexible work arrangements
d) Other (please specify) ___________

9. Do you think that the cost of living should be taken into account when determining employee compensation?
a) Yes
b) No
c) Unsure

10. What strategies do you think would be effective in addressing the impact of the cost of living on employee performance?
a) Provide higher compensation
b) Offer financial counselling or resources
c) Provide more flexible work arrangements
d) Other (please specify) ___________
















9.4. Appendix 3: APPLICATION FOR ETHICAL APPROVAL
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                                                       APPLICATION FOR ETHICAL APPROVAL

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:
	CRISTINA MAGDALENA TUDUREANU

	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:
	SCHOOL OF BUSINESS

	4
	Campus:
	LONDON

	5
	E-mail address:
	Chryssy85_uk@yahoo.com

	6
	Contact Telephone Number:
	07522476359

	
	For students:

	7
	Student Number:
	1917153

	8
	Programme of Study:
	Business Management

	9
	Director of Studies/Supervisor:
	Mr. 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)
	· ☐
	6.11.2022




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:
	Assessing the Impact of Cost-of-Living Standards on Employee Performance: A Case Study of McDonald's London

	2
	Proposed start date:
	6.11.2022
	Proposed end date:
	30.04.2023

	
	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

Using McDonald's London as a case study, the purpose of this study is to investigate how the productivity of fast-food workers is affected when there is an increase or decrease in the cost of living. The purpose of this study is to contribute to the current body of information by determining whether or not laws that are based on cost-of-living criteria are useful in enhancing the performance of employees.
The findings of this research can also have implications for policymakers, labour unions, and other stakeholders who are interested in promoting fair and equitable compensation policies that benefit both employees and employers. By identifying the potential drawbacks or limitations of cost-of-living standards policies, this research can inform the development of more effective policies that balance the needs of employees and employers.
Overall, the purpose and significance of this research are to provide a better understanding of the impact of cost-of-living standards on employee performance in the fast-food industry and to identify best practises for designing and implementing effective cost-of-living standards policies that benefit both employees and employers.




	4
	Research Question

· What is the relationship between cost-of-living standards and employee performance?
· What are the factors that contribute to the relationship between cost-of-living standards and employee performance?
· How effective are cost-of-living standards policies in enhancing employee performance?
· What are the potential drawbacks or limitations of cost-of-living standards policies in the fast-food industry?


	5
	Aims of Research Activity

This research uses McDonald's London as a case study to examine the impact of rising living costs on productivity in the fast-food industry. The study's overall aim is to identify the elements that affect the correlation between cost-of-living-standards rules and worker productivity. To do this, we will use a quantitative research approach and a structured questionnaire to gather information from a cross-section of McDonald's London staff.


	6
	Objectives of Research Activity

· To determine the relationship between cost-of-living standards and employee performance in the fast-food industry.
· To evaluate the effectiveness of cost-of-living standards policies in enhancing employee performance in the fast-food industry.
· To identify the potential drawbacks or limitations of cost-of-living standards policies in the fast-food industry.


	
	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
	The plan and procedures for collecting and analyzing data constitute the research mission's methodology (Creswell, 2013). Numerical data will be collected, analysed, and used to test hypotheses and draw conclusions in this project. Saunders (et al.'s) illustrated the research onion model in Appendix 1 might be used as a starting point for developing a thorough research plan. Instructions on how to choose a research approach, design, data collecting, and analytic methodologies are all included in this framework. For a deeper dive, you may check out Saunders et al.'s (2019) Appendix 1.
         Since positivism holds that facts may be learned by cold, hard experimentation (Saunders et al., 2019), it has been chosen as the guiding research theory for this investigation. This study will utilize a deductive research strategy to evaluate hypotheses on how changes in the cost of living affect workers' productivity (Bryman & Bell, 2015).
        Quantitative data are amenable to statistical evaluation of hypotheses and inference drawing can be collected utilizing a positivist ideology and a deductive approach (Creswell, 2014).

             This study employs a quantitative approach to research. Bryman and Bell (2015) define quantitative research as a method of inquiry that focuses on the systematic measurement of study variables using statistical analysis. Using McDonald's London as a case study, this design intends to examine how changes in the cost of living affect the productivity of fast-food workers.
          A questionnaire will be given out to workers at McDonald's in London as part of the study plan. All responses to the survey's closed-ended questions will be compiled and examined mathematically. The survey will gauge work satisfaction, turnover intentions, and employees' opinions on the company's charge-of-living standards policies.
            Closed-ended questionnaires will be used to gather information for this investigation. To reduce the amount of variance in responses and make data analysis easier, researchers might use closed-ended questions (Fowler, 2013). For both convenience and safety reasons, the survey will be given only online (Baltar & Brunet, 2020). There will be questions on the employees' demographics, their thoughts on the company's charge-of-living-standards rules, their level of job satisfaction, and how well they think they're doing. To confirm the questionnaire's validity and reliability, a sample of employees will fill out the survey in a pilot study (Saunders, Lewis, & Thornhill, 2019). Participants will be selected for this study based on their availability and level of interest in taking part (Bryman, 2016). This study will involve McDonald's London staff, and the number of participants will depend on how many volunteers there are. For this study to have any sort of statistical merit, a sample size of at least 30 employees is required.

Both descriptive and inferential statistics (see questionnaire format in Appendix 2) will be used to analyze the data collected from the questionnaires in this study. Mean, standard deviation, frequency distribution, and percentage will all be used as descriptive statistics to provide a picture of our sample and the variables we're looking at (Field, 2013). Statistical inference methods such as regression and correlation will be used to analyze the data and assess the quality of our hypotheses (Hair et al., 2019).


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

	8
	London

	
	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
	


	
	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)




	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)






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?
	
30

(this box should expand as you type)

	11
	Who will the participants be?
	
Employees

(this box should expand as you type)

	12
	How will you identify the participants?
	
Research investigation and sampling

(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

	
	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.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	· ☐

	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):

	
	
The research will be stored at university portal.

(this box should expand as you type)

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

	
	
Myself and the university

(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:

	
	
Myself and university.

(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.  

	
	

Work will be submitted securely to the University portal. 
(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
	· 








[image: S:\Quality Assurance\QAHBooks\Academic Quality Handbook 2015-16\Appendices\UWTSD Logo.jpg]	
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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 website: 0 _[image: ] [image: ] k/resear h/researcNe hics!

	1 
	Signature of applicant:
	[image: ]
	Date:
05. 03.2023


For STUDENT Submissions:
	2
	Director of Studies/ Supervisor:
	[image: Text, whiteboard

Description automatically generated]
	Date:
[image: A picture containing text

Description automatically generated]

	3 
	Signature:
	[image: A picture containing hanger, lawn mower, insect

Description automatically generated]
	


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:
	LJ
	I have read the guidance notes supplied before completing the form

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

	o
	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 wnting and emailed to pgresear.ch@u.dsd 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.

Impact of cost of living on financial situation


Negative	Slightly Negative Impact	Slightly Positive Impact	No Impact	Total	0	27	1	0	28	
Negative	Slightly Negative Impact	Slightly Positive Impact	No Impact	Total	0	2	0	2	4	
Negative	Slightly Negative Impact	Slightly Positive Impact	No Impact	Total	1	1	0	2	

Impact of cost of living on taking additional jobs

Percentage	Negatively	Affirmatively	0.93300000000000005	6.7000000000000004E-2	
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