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Chapter 1.0: Introduction
Over the years, many studies in the Human Resources field had proved that training and development improve employees' performance and allow organisations to achieve their objectives. Those studies have found that training and development significantly contribute to the overall organisational growth. They both contribute to employee performance and significantly increase the organisation's performance to achieve success.
The retention of highly-skilled and trained employees has become a significant priority for many organisations around the globe. Retaining talented employees is a major challenge for organisations, especially the ones operating in the hospitality industry where the only interaction is one-on-one between customers and employees (Ohunakin et al., 2018).
Any retention strategy proves successful if takes into consideration employees and their behaviour. The employee’s behaviour translates into their engagement in the activities of an organisation, job satisfaction, job commitment, results, organisation’s strategies for retention and many more (Ohunakin et al., 2019).
The hospitality industry plays an important role in many of today's economies in both developed and developing countries. Similarly, the hospitality industry in the UK plays a significant role in its development. Forecasts from the consultancy firm Oxford Economics show that the hospitality industry is expected to be the fastest-growing part of the economy in the next five years (Hutton, 2022). To recover from the Covid-19 pandemic, the hospitality industry needs to also invest in its employees and to maintain consistency in the process of training and development bearing in mind that this sector began facing staff shortages even before the pandemic started. 
One of the reasons for the high turnover rate in the hospitality industry is that part of young people today does not tend to stick with a business because they do not invest in training. The competition in the hospitality industry has created favourable conditions for employees to choose if they are not happy with their position. However, rapid training will help organisations address these issues. The competitive advantage of an organisation relies on the knowledge and skills of the employees. 
They both help in coping with unexpected changes, and market competition and they are the key success factors for the employee's performance. Managing to cope with challenging situations requires more enhanced and efficient training programmes for organisations in the hospitality sector.
1.1 Aim and Objectives of the Research
[bookmark: _Hlk112398762]The aim of this research is to address the importance of proper training and development needs on employees' performance and retention within the UK hospitality industry with a focus on Paul UK Ltd.
The objectives of the research are as follows:
•	To evaluate the importance of proper training and development on employees' performance in the hospitality industry in the UK;
•	To identify the impact of training and development on employees retention;
•	To identify potential challenges for staff training in the hospitality industry;
· To establish training and development policies in operation in the chosen organisation.

1.2 Research questions:
1. To what extent does training and development lead to better employee performance and retention?
2. What challenges can occur in the process of training and development of employees in terms of the policies of an organisation?

1.3 Background of the organisation 
Paul UK Ltd is a privately held company operating in the retail hospitality industry since 2000 when it opened its first shop and restaurant in Covent Garden. It is specialised in food retail, bakery, patisserie and coffee, and it counts about 260 employees. There are now a total of 37 shops in London with undergoing plans for expansion in more cities in the UK.
Paul has more than 500 stores operating in 29 countries, including France, Holland, Japan, Kuwait and the USA. The company is still owned by the founding Holder family (Paul UK, 2022).
The company has in place training courses and development programmes to enhance the employee's skills and knowledge. The company also provides the employees with a Career Path Programme where different activities, training and courses must be followed in order to progress with the next step of career development. 
The company’s culture is focused on teamwork, empathy and support, providing outstanding service and support to the customers and teams. 
The company has in place a People Development Guide that provides employees with all tools necessary to grow in their career path, from onboarding and on-job training to apprenticeship programmes and support-office development. All the training and development programmes are linked together in the Sideways online training platform along with face-to-face training sessions. There is a quarterly appraisal for each employee that allows them to address issues or discuss training needs (Paul UK, 2022).
The recruitment department focuses on providing the right training and development and the effects that they can have on people in order to achieve performance and retention.

1.4 Research Gap and Contribution
The literature shows that Human Resource practices create a source of competitive advantage for both, researchers and practitioners. Some of the practices in the hospitality industry that have been discussed over the years include recruitment and selection, training and development, employee performance, employee retention, developing employees, and empowering employees.
Sharma (2019), stated that there is a gap between theoretical aspects and the realities of people management in the hospitality industry. She suggests that the reason why these gaps are created is caused by factors such as low-skilled and easily replaceable employees, unprofessional managers and owners, improper methodologies in the process of selection of employees and Human Resource practices that have not been tested in the hospitality industry.
Over the years, many researchers that studied Human Resource practices in the hospitality industry suggest that there are very few studies that deal with the relationship between Human Resource practices and financial measures in organisational performance.
Nikadimovs et al. (2020) consider the soft-skills gap among employees working in the hospitality industry as one of the reasons for managing performance and high employee turnover rates. Tulgan (2015, cited in Nikadimovs, 2020) considers that there is a growing gap between the expectations of employers and the reality of today’s new generation of employees. The new generation can offer many benefits to employers, in terms of technical knowledge and innovative ideas but they lack critical thinking, communication and a sense of responsibility.
However, many researchers found that there is a large gap between what is essential for employees in the hospitality industry and what can be accumulated from training centres.
Moreover, a common challenge in the hospitality industry is the high cost of training which can be an issue for the small businesses operating in this industry.
Previous studies (Doghan et al. 2019) have shown that Human Resource managers deal with issues in recruitment, training, and performance with the use of Human Resource Management practices that support and improve equal employment opportunities and encourage creativity in a diverse workforce. Human resource practices can contribute to finding the areas that need improvement, avoiding unfair practices and discrimination and managing diversity efficiently.
The report addresses disparities in training expectations and actual outcomes in the Paul UK company. Analysing the literature available, there are gaps in the way companies create training programs for their employees and the desired outcome. The contribution is to identify performance issues in the chosen organisation and come up with solutions to fix them.
The research bridges the gap between the dimensions of training accessibility, the importance of training and support for training and better employee performance and retention. This research deepens knowledge of the connection between employees' perception of training benefits and performance and retention in the hospitality industry in the UK. There is a need for more studies in terms of training accessibility.
The study aims to identify the various resource practices used in the hospitality industry and close the gap in the Human Resource area for future research.

1.5 Rational for the study
The research is focused on identifying two main important aspects. First, it is important to identify the need for training and development in the hospitality industry with a focus on the company Paul UK Ltd. In the light of the Covid-19 pandemic and the constantly changing business environment, achieving business performance through the workforce and focusing on reducing employee turnover has become a major factor to maintain and gain a competitive advantage.
Secondly, it is important to identify how training and development programs can impact employee performance and retention.
Despite the negative impact of the Covid-19 pandemic on the hospitality industry, there is still a need for hospitality employees to continue learning and training in order to improve customer service and satisfaction. However, there is a large gap between what is essential for employees in the hospitality industry to improve their skills and what can be gained from training centres. Generally speaking, the result of these circumstances is a high turnover rate (Hyasat et al., 2022). The purpose of the research is to investigate hospitality businesses to highlight gaps and address training needs. Hence, first-hand qualitative data will be collected from various managers from Paul UK branches across London regarding their views on how to achieve employee performance and retention.

1.6 Significance of the Research 
The research focus is to contribute to the empirical literature on training and development and employee performance and retention among the staff of Paul UK company.
Achieving performance in an organisation, relying on its employees, is considered to be a common goal for many organisations operating in different sectors. To ensure sustainable and effective talent, organisations need to focus on understanding their current and future needs.
CIPD (2021), stressed that as a result of various research conducted, at a national level, too many businesses in the UK are built around low-skilled and low-valued jobs. Organisations need to understand the importance of identifying different ways of developing talents in order to survive and grow and also to reduce employee turnover and improve productivity.
Research from CIPD reports shows that whilst the UK has a large proportion of the workforce educated to a degree level, a high proportion of the workforce has poor literacy, numeracy and computer skills due to the lack of training and investment in the workforce (CIPD, 2017).
In larger organisations, the process of delivering training and development opportunities is offered by dedicated existing teams. However, the focus should be on identifying performance gaps and aligning them with strategies and solutions that allow flexible learning or alternative forms of delivery (CIPD, 2021).



Chapter 2.0: Literature review
	2.1 Introduction
The research topic uses several variables in order to fulfil the purpose of the study and they are as follows:
· Training and development
· Employee performance
· Employee retention
· Organisation culture
· Work satisfaction
Many studies suggest that Human Resource practices influence the organisation and employee performance. By analysing data from the hospitality industry the paper aims to increase the knowledge and understanding of the human capital role in the relationship between Human Resources Management Practices and innovation in the process of training and development of employees.
The literature highlights the importance of using innovative training and development practices as a crucial factor affecting employee performance and retention in organisations.

[bookmark: _Hlk120043640]2.2 The Role of Organisational Culture in Shaping HRM Practices
The organisational culture literature is vast and extensive. However, the importance of culture in organisations is greatly recognised by managers as it helps them to conduct business in the day-to-day activities of an organisation and creates a competitive advantage.
According to Newton and Knight (2022), the concept of organisational culture gained significance in the early 1980s when the economic success of Japan inspired research into the management practices of Japanese companies. Many researchers identified a plethora of practices and structures that influenced employee commitment and performance in Japanese firms.
Denison (2014, quoted in Newton and Knight, 2022, p. 7) defines organisational culture as the values, beliefs, and assumptions that are held by members of an organisation and which facilitate shared meaning and guide behaviour at varying levels of awareness.
Cameron and Queen define the organisational culture as the taken-for-granted values, underlying assumptions, expectations, collective memories, and definitions present in an organisation. It represents how things are done in an organisation (2011, cited in Newton and Knight, 2022, p.7).
Training is a face-to-face process of learning new skills using systematic and planned instruction activities, used by organisations to promote continuous development in certain areas. 
Armstrong and Taylor (2020), promote the use of the systematic training model rather than a conventional training model.
The systematic training model consists of four stages: 
•	Stage 1: identifying learning needs;
•	Stage 2: planning training programmes with the help of techniques, facilities, locations and trainers;
•	Stage 3: implementing training;
•	Stage 4: evaluating training.
The desired outcome of employee training is to increase the job knowledge and skills of people in an organisation. Training programmes are conducted to update or alter the behaviour of employees for better or improved performance for a current job or future job requirements. 
Employee training includes formal, informal, on-the-job, and off-the-job professional development learning initiatives (Waqanimaravu, 2020, p.218).
Training provides employees with the competencies they need to accomplish their job with the required standards.  
Managers adapt to training programmes to enhance employees’ skills and abilities. Investing in employee training leads to creating a reliable workforce and having capable employees to accomplish a task (Jawabreh et al., 2020).
Leatherbarrow and Fletcher (2018), affirm that there has been a shift from the term training which translates into ‘being taught a skill’ to learning and development which suggests that the learner takes more responsibility for their learning process.
 The process of training helps more in the shorter term to accomplish a task whereas development relates to the future and helps the employee in the longer term development. Training helps in gaining competencies while development provides people with confidence, maturity and psychological growth.

[bookmark: _Hlk120043697]2.2.1 Perceived access to training
Perceived access to training translates into the training provided to employees by organisations to develop essential competencies. Training accessibility provides employees with new knowledge, skills and competencies crucial for improved performance. Training opportunities motivate employees to learn and participate in both voluntary and mandatory training programmes (Waqanimaravu et al., 2020).
Shen and Tang (2018), consider that hospitality training has a meaningful impact on service quality in a transactional and motivational process extent. They consider that training benefits organisations through employees resulting in changes in job performance and service quality. Employees acquire new knowledge and skills that are essential in providing high-quality customer service with the contribution of training.
On another note, Fletcher et al. (2018), argue that perceived training contributes to increased employee retention as it requires strong obligations for employees as a result of repaying the organisation for investing in their growth and career development. They also consider that perceived training influences employee attitudes and behaviours to an extent when they can decide if they want to stay or leave an organisation. Organisations that are highly engaging employees in day-to-day activities are more likely to retain their employees. Hence, the low level of engagement of employees might result in a high turnover rate. However, a low level of engagement can be translated into a form of job anxiety as the employees can experience uncertainty about changes and the need of securing their job.
The training programmes in the hospitality industry need to be practical to be successful or to effectively acquire new skills and competencies. Organisations devise their employee training and development programs which are different from one company to another. They are all based on theoretical knowledge. Most employees go through informal and formal training in the workplace and use various training methods. Many studies have found that managers prefer the on-the-job training that gives the employees the chance to gain practical knowledge and confidence to practice the skills in a real environment. There are several advantages of this type of training, such as increased productivity, lower staff turnover, motivation, satisfaction and commitment (Celic et all., 2020).



[bookmark: _Hlk120043751]2.2.2 Perceived benefits of training
The purpose of training is to increase employee performance and to change attitudes. It is one of the crucial potential motivators and can benefit both, the individual and the organisation. 
On one hand, training is a key element of improved employee performance:
· boosts the confidence, motivation and commitment of employees;
· helps to improve the quality of work;
· provides the possibility of increased rewards and recognition.
However, on the other hand, the process of training proved to have an impact on the organisational performance as well. It helps to reduce the gap between what should happen and what is happening in an organisation, expected standards and actual level of performance. Every organisation should see the process of training as a life-long process and a need to update existing skills, replace the redundant ones with more innovative skills and train the required ones to adapt to changes.
Training should be considered an investment in the workforce, carefully planned over a reasonable period of time. To target employee performance, training must be designed to improve long-term effectiveness by improving higher mental skills and changing attitudes (Mullins, 2019).

[bookmark: _Hlk120043804]2.3 Understanding Employee Performance and Retention  
Employee performance refers to how an employee carries out their job duties and accomplishes their required tasks.
The term can refer to both the outcome of an activity as well as the way the employee has achieved that outcome.
When we think about employee performance it should be taken into consideration the three most commonly used dimensions of people's performance:
a)	Task performance - meaning the execution of work-related activities that are part of the job description. Indicators of task performance can be relatively straightforward, however, for some occupations and functions, it may be difficult to find valid and reliable indicators;
b)	Contextual performance – activities that go beyond the job duties, such as contributing to helping co-workers in meeting a deadline;
c)	Adaptive performance – the ability to deal with an unpredictable situation (for example: moving to online teaching during a pandemic) (CIPD, 2022).
It is also crucial to acknowledge and identify the factors that affect employee performance with a focus on the process of training and development.
Training has a major influence on the success of an organisation. Staff are a crucial but expensive resource and it is important to optimise the contribution of employees to the aim and goals of the organisation.  A good manager can offer others vision and ability to perform. One of the basic attributes of a manager is to invest in the development of people and to encourage and train employees to obtain performance in an organisation. Training ensures an adequate supply of staff who are capable of career development into specialised departments or management positions.
Employee retention refers to the ability of an organisation to retain its employees for longer periods. Employee retention is among the major challenges for an organisation. Retaining competent employees for longer terms is vital for the achievement of an organisational goal.
Training programs have directly impacted employee retention and they have helped increase the level of motivation and willingness to remain loyal to the organisation. They benefit employees by improving working conditions, increasing self-performance and participating in decision-making processes (Ahmed et al., 2022).
The biggest challenge that the hospitality industry faces is not only managing the process of training its employees but retaining them in the organisation and benefitting from their input.

[bookmark: _Hlk120043871]2.3.1 Theoretical implications in employee performance
For organisations to gain a competitive advantage and obtain the performance of their employees, they need to place the right person for the right job at the right place at the right time. Organisations need to understand the importance of attracting and retaining their employees. On one hand, retention is important as it reduces the turnover cost and the cost of hiring and training new employees. On the other hand, retention ensures that talented and skilled employees are not lost.
Companies should seek a strategy for training that promotes commitment. Training intended to increase employee commitment is beneficial for numerous reasons the most important being the cost associated with a high turnover rate.
Training programs have directly impacted employee retention and they have helped increase the level of motivation and willingness to remain loyal to the organisation. They benefit employees by improving working conditions, increasing self-performance and participating in decision-making processes (Ahmed et al., 2022).
If organisations are to target employee retention this demand to pursue a positive policy of investing in people that should become an integral part of business strategy. Employees should receive positive recognition for training achievements and broaden opportunities for career progression (Mullins, 2019).

[bookmark: _Hlk120043931]2.3.2 Perceived organisational support
Nasution (2018, p.59) considers that employee performance and employee behaviour are the results of a strong organisational culture. A strong organisational culture translates into employee perception in achieving a company’s goal. He proves that a company with a good work culture will enable its business strategy to direct the employees to work at what has been predicted by the company. Strong organisational culture helps the employee to have the expected behaviour to achieve organisational goals and to support individual performance. Research completed by the same author proved that organisational culture contributes to the increase in employee performance and retention.
Mwangi (2018), considers that employees are most likely to choose an organisation where the work environment maximises their ability to be innovative, creative and independent. Employee performance is in close connection with extrinsic motivational factors such as management involvement that needs to take active roles in the process of training its employees. The influence of organisational culture on employee performance and retention depends on the use of external rewards and punishment to motivate employees.
Kuo's (2019), study suggests that employee performance results are connected with the effects of organisational culture and that the management of an organisation moderates the relationship between culture, innovative culture, supportive culture and employee performance. He stressed that organisational culture shapes employees' work behaviour and work performance. However, management maturity moderates the relationship between organisational culture and employee performance of organisations with an innovative culture and less for the ones with a bureaucratic or supportive culture.

[bookmark: _Hlk120044022]2.4 The Relationship between employee performance, retention and work satisfaction
Work satisfaction is the extent to which individuals feel positive or negative about their work. Good organisations with strong cultures pay attention to employees' needs and expectations. One important factor that determines people to work is the necessity of fulfilling their needs. A significant effect on work satisfaction is work motivation. It gives employees self-confidence in carrying out the job requirements.
Pancasila (2020), considers that work satisfaction has an essential role for both employees and companies. The crucial factor that is closely related to performance is work satisfaction. He suggests that employee work satisfaction can be achieved if motivational factors such as rewards, job security, work environment conditions and opportunities to grow are part of organisational culture.
When employees are satisfied with their work they tend to increase their performance and have stronger employee engagement, more inspiring work and more focus.

[bookmark: _Hlk120044082]2.4.1 Opportunity for promotion
The research conducted by Arifin et al. (2019), shows that work satisfaction has a significant impact on employee performance and retention. He suggests that work satisfaction is a result of employee behaviour in the workplace influenced by the work environment of an organisation. Employee performance is obtained from recognition, the opportunity for promotion, perception, training and environmental education that leads to work satisfaction. Promotion helps employees to feel more satisfied with their job. Businesses operating in the hospitality industry need to pay more attention to the increase in staff payments when they prove with achieved targets that they can fulfil their job requirements.
According to Nguyen et al (2015), work environment and promotion opportunities can have a positive influence on employee performance. Employees that are motivated through the promotion are more likely to make extra efforts to achieve organisational goals. Using promotions as a reward system puts employees in jobs that are more suitable for their skills and abilities.
[bookmark: _Hlk120044160]2.5 Theoretical perspective
The learning theories that will be used in the dissertation are the Constructivist Learning Theory which allows employees to build knowledge together and promotes a meaningful and engaging learning experience. Another theory will be the Theory of Innovation which have a diverse knowledge structure influencing innovation in the hospitality industry.
Constructivism is a learning theory about knowledge that is essential in education as it produces quality human resources.
According to Miranda et al. (2021), the theory of Constructivism was introduced at the beginning of the 20th Century by Piaget, Bruner, and Vygotsky. Their theory is that knowledge and understanding are actively acquired through personal experiences and experimental activities. Based on this theory’s assumptions, people can gain knowledge as a result of interaction with their environment. However, knowledge is subjective and depends on the subject’s experience interacting with the sociocultural environment (Miranda et al, 2021).
When it comes to Human Resource Practices, employees can gain new skills and knowledge as a result of different reasoning activities, training and development practices helping to provide facilities and situations so that the construction process will run smoothly.
The connection between Human Resources and the Constructivism Theory helps employees to become independent and creative and has a positive impact on product innovation.
On another note, the Theory of Innovation influences organisational innovation in the hospitality industry and promotes diversity in terms of knowledge structure in different organisations. Innovation has a positive impact on organisations operating in the hospitality industry as it helps them to learn new ideas and keep up with the changes essentials to gain competitive advantages. In the hospitality industry, innovation is driven by value service creation, value service manoeuvring, value service capture, value service quality, value service delivery, and economic value (Chivandi et al, 2019). Innovation translates into an improvement of conditions in customer feedback and a positive impact on business performance. The Theory of Innovation helps in describing a unique way of presenting services in a sophisticated manner to attract customers and grow businesses in terms of profits.
Chapter 3.0: Research Methods and Methodology

	3.1 Introduction
	This chapter focuses on the choices of methods used to execute the research project along with the research design, approach, and strategies. From a methodological perspective, this is a qualitative research paper using primary qualitative data that will be collected from interviews.

	3.2 Case study. Research Design
	This study analyses theory and words rather than quantitative data in order to gather in-depth insights into the factors influencing employee retention and performance in the chosen organisation.
	This research paper uses primary qualitative data collected from interviews. There will be conducted face-to-face, semi-structured interviews. There will also be explored and analysed materials from academic journals, books and professional magazines. Thus, most of the used articles are from the University of Wales Trinity Saint David library’s online catalogues, Emerald, Web of Knowledge, CIPD etc. A wide range of terms was identified to look for relevant literature. Among them are training, development, employee performance, and employee retention. The research terms produced a large list of articles. After further critical selection of the articles related to the research questions, only up-to-date and valid articles were chosen.

	3.3 Research Approach and Strategy
	The research approach and strategy of the chosen topic are in close relation to the research objectives and questions. The strategy of this research topic is to create a semi-structured interview with open-ended questions for managers working in various branches of the Paul UK company to establish the process of training and development and the outcome of it that impacts employee performance and retention in the organisation. There will also be involved an analytical and interpretative strategy in order to determine the cause-and-effect relationship between training and development and employee performance and retention.


3.4 Qualitative Research
In terms of paradigm, it will be followed the constructivist paradigm using a qualitative research design, and as a data collection method will be chosen the interview. The sample size for the interview will be represented by ten managers working in the Paul UK company.

3.5 Data analysis
Thematic analysis, a comprehensive qualitative data analysis methodology, was used in the study to provide an organised and logical way to analyse complex qualitative data.
To clearly understand participants' perceptions and organisational identities, semi-structured interviews are conducted.
Four themes are discussed in the interview process in order to understand the importance of Human Resource Practices on employee performance and retention related to a) the importance of training and development, b) challenges and issues in the training and development programs c) the impact of training and development on the employee performance and retention and d) critical factors that enhance success in the training and development of employees.
Results showed that Human Resource Practices, such as training and development have a positive impact on employee performance, motivation, and retention as it contributes to maintaining companies' success and growth and keep employees motivated and engaged for longer period of time.
The findings from the interview also show that measurement training evaluation plays an important role in any organisation as employee performance will increase and corporate training will be more effective when companies evaluate training. There are also challenges in terms of measurement training evaluation related to the lack of resources such as time, and money.
When it comes to frequency, the company evaluates training differently depending on the level of employment that is been carried out. For managers, training is evaluated every month or two, depending on how big the shop is and how many employees carry out their duties. For supervisors and team members, the goal is that training is to be evaluated every day. The challenge is the same related to the lack of time and workforce, especially after the Covid pandemic.
In terms of challenges that can occur in the training and development program, the majority of employees interviewed related that dealing with the resources allocated for training (time, budget, workforce) has been the major issue as it requires more changes and rethinking the training programs bearing in mind that the pandemic has greatly affected the hospitality industry. The majority of interviewees affirmed that training and development of employees play a crucial role for the organisation in order to maintain the competitive advantage of the business.
In terms of the limitations, the case study lacks rigour or has low reliability, validity and replicability, particularly the cross-sectional single-case approach. The research findings may not be generalisable, even though this study showed meticulousness and correctness in its execution.
The interview and data collection part of the paper provides a detailed explanation of how using a qualitative interview technique for data gathering invariably introduces interviewer and interviewee biases.
In conclusion, because of the nature of this undergraduate dissertation, the entire coding and theme-generating process was based on a single person's choice, and as a result, the research may have overlooked an enhanced multi-level perspective.
The Findings section contains some significant qualitative data obtained from interviews. Participants' identities are completely protected in accordance with the norms of qualitative research.

3.6 Data collection and sources
The data were collected from ten employees working in the Paul UK company in order to find the impact of Human Resource Practices on employee performance and retention.
The findings show to what extent training and development lead to better employee performance and retention and the challenges that can occur in the process of training and development of employees in terms of the policies of an organisation.

3.7 Ethical consideration
Ethics were discussed in relation to participant anonymity, privacy, and confidentiality before data collection. Each interview started with the participants giving their consent to be voice recorded. In order to generate independent and voluntary responses, open-ended questions were created. Interviewees were once more requested to give their consent before asking questions that involved personal information like gender, age, or race. Participants were given code names in order to maintain their identity when the results were presented.


Chapter 4.0: Conclusion

In answering the research questions of how the process of training and development impacts employee performance and retention, the interviews that will be conducted with the employees from Paul UK Ltd will contribute to the analysis by giving a clear understanding of how the employer and employees perceive the implications of training and development in the workplace. The research topic is a case study on Paul UK Ltd and the aim of the final work will be to address the importance of proper training and development needs on employees' performance and retention within the UK hospitality industry. The research will also focus on establishing training and development policies in operation in the chosen organisation.
There is clearly a solid connection between employee performance, development, retention and training. Extensive research shows that training and development have a favourable effect on employee performance and retention. Training enhances worker performance, they both have a favourable impact on employee performance, and development improves employee performance. Spending a lot of money on training and development has resulted in productive employees for the organisation.
As for managers, the findings place a demand for action, and this research reveals that job performance, job satisfaction, and training and development are very important in the Paul UK organisation because they give employees the chance to acquire and update the necessary skills for them to retain the employees. Policymakers need to understand that employee retention does not happen by accident; something needs to be done about it. Based on this finding, it can be concluded that employee retention will occur if training and development, job satisfaction, and job performance are adopted and maintained.
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Appendix A: Interview Agenda
[bookmark: _Hlk121930378]Section A: General Questions about the Organisation
	
A1: In what year the organisation was established in the UK?
		Less than 5 years
		Between 5 to 10 years
[image: Checkbox Checked with solid fill]		Between 10 to 20 years
	More than 20 years                      

           A2: How many employees work in your organisation?
           	5 to 10 employees
[image: ][image: ]	11 to 50 employees
[image: Checkbox Checked with solid fill]	51 to 100 employees
	101 to 500 employees
[image: ]	More than 500 employees

           A3: What is your position in the company?

	Answer 1: Operational Manager

	Answer 2: Operational Manager

	Answer 3: Financial Manager

	Answer 4: HR Assistant

	Answer 5: Human Resources Assistant

	Answer 6: Shop Manager

	Answer 7: Shop Manager

	Answer 8: Human Resources Manager

	Answer 9: Shop Manager

	Answer 10: Human Resources Assistant






Section B: Questions about the benefits of HRM practices on employee performance and retention

           B1: What is your opinion regarding training and development programs for your employees in terms of their importance and necessity?
	[bookmark: _Hlk121931313]Answer 1: I would say training and development of the employees encourage and improve your current personnel in order to get the most out of them. This will help us keep them as devoted and effective employees and maintain our competitiveness. A wonderful strategy to stay current and relevant in a market that is constantly changing is to reskill. Additionally, training, upskilling, and reskilling employees are much more affordable than recruiting and hiring externally, which will increase our bottom line both immediately and over time.

	Answer 2: My opinion is that employees are perhaps a company's most valuable asset, and investing in their growth and development is essential to maintaining our company's success and growth. In our process, when we consider the drawn-out procedures of our organisation to find and hire qualified staff, this dedication makes sense. But frequently, after an individual is employed, employers stop caring about their professional progress. I would not say this is the case in our company, but from my previous experience as a manager in various organisations, this is most likely to happen.

	Answer 3: If compared our business to businesses that are not driven by employee engagement, organisations that are committed to employee development see higher revenue and doubled earnings. In our organisation, employee engagement is cultivated by purposeful training and development, and the financial performance of our business depends on a staff that is more effective, competitive, and engaged.

	Answer 4: My view is that training and development benefited our organisation in attracting and keeping our employees, boosting morale and job satisfaction, boosting output, and increasing profits. Additionally, because we always try to engage staff experience, I would say that we saw a reduction in absenteeism of more than 45 to 50 % and an increase in productivity of about 15%.

	Answer 5: Over the years we faced a significant retention difficulty, yet great employee retention can be addressed through career development. In fact, training and development have taken on such a central role in our company. We came to the conclusion that offering professional development opportunities promotes loyalty and makes employees feel valued inside the organisation, which eventually increased staff retention in our company and resulted in a reduced staff turnover rate.

	Answer 6: In my 10 years of working in Paul, I must say that your team members may become better if you provide them with chances to learn new things, develop their talents, and broaden their knowledge. In our training and development workshops, they will work together to overcome new challenges. By collaborating with colleagues who have particular areas of expertise, they can also rely on one another for a variety of learning possibilities. Peer cooperation is actually their preferred mode of learning. In addition to creating a more well-rounded workforce, these connections can increase engagement and retention rates.

	Answer 7: As a shop manager working closely with the team members of my shop, I would say an efficient training programme can help the company's staff perform more productively. People gain confidence via training, and this confidence is reflected in their output and outcomes. When working, an employee needs to be watched over. When a person has received enough training, less supervision is needed because there are fewer mistakes. The supervisor's workload is lightened as a result of training and development programmes.

	Answer 8: Working in the Human Resource department, my opinion is that proper training increases the likelihood of receiving promotions, and happy workers have better opportunities. Because of this, the likelihood that they will quit their current work significantly decreases, lowering the company's employee turnover rate. Training significantly reduces employee waste, and when we calculate the amount of waste, we discover that the business has saved substantial amounts of money.

	Answer 9: My experience with Paul is older than 10 years and during my time with the company, I have worked in various roles and I have changed a couple of shops belonging to this company. From my experience, regardless of age, training is always advantageous to employees. Training is incredibly helpful for new employees. This is because training enables new hires to learn about and acquire insight into how the firm operates. New hires may not be familiar with how the organisation operates.

	Answer 10: Training and development have many benefits for our employees and the organisation. Over the years we realised that an appropriate training programme prepares the employee for group work in addition to teaching them how to perform their job. Training programmes thereby enhance group efforts. An effective training programme enables an employee to benefit from the incentives and rewards offered by the organisation. As a result, the employee is able to receive these benefits, which in turn boosts his motivation.



B2: How important is measurement training evaluation in your organisation?
	Answer 1:When we hire a new employee the first step for our organisation is to implement onboarding training. After that, we make sure that throughout their employment the training is been carried out. I would say the evaluation of the effectiveness of training helps us to clearly identify the material that employees understand and what needs to be improved.

	Answer 2: Measuring training evaluation is crucial in our organisation. It helps us ascertain whether a training programme is achieving the desired results by conducting an assessment of the programme. The areas where our training programmes may be lacking or not engaging employees might be found by frequently evaluating them. Employee performance will increase and corporate training will be more effective if these difficulties are resolved. Keeping all this in mind, my opinion is that sometimes we fail in evaluating and measuring the training programmes considering that this process is challenging especially in the hospitality industry, more often in our very busy times. Our employees are our assets, but we always need to keep in mind that we need to satisfy and provide for our customers.

	Answer 3: One of our company’s focuses is to evaluate the training that we invest in our employees. The lack of resources, especially time, sometimes translates into failure in investing more time and effort into measuring the training programs in our organisation. But when we do that, evaluation contributes to keeping everyone accountable to the standards the company has set for training. We use an online assessment program where we regularly track employee training and learn about the level of employee involvement and the training's return on investment.

	Answer 4: It is fair to say that we invest a lot of resources in measuring the training programs in our company. We do that as we are aware that efficient training helps our organisation to maintain its competitive advantage. We are also aware that in our business we have a lot of competition and customers can move quickly to them if too many mistakes are made. Regular evaluations helped our organisation to determine how effective our training is, improve the learning experience for our employees, and boost our return on investment.


	Answer 5: Our training programs are designed to evaluate the response of the workforce to the training programme and assess the training's applicability. In our face-to-face training sessions, we collect our employee's feedback on the training experience. So, my view is that measuring training evaluation is crucial as it helps us continue with what we are doing or make changes when the results are not the ones that we expect.

	Answer 6: Measuring training evaluation is one of the most important steps in our business.  This step helps us to assess whether the training is accomplishing its intended goals, the specific skills it can help you build, and the room for improvement in both the course's content and method of delivery.

	Answer 7: Being engaged every day with my team I can see clearly how the training programmes have impacted the employees. This helps me to share my view and suggest different ways of maintaining or improving the training. Personally is very important to use self-assessment questionnaires for my employees, to take informal feedback from the other employees. I always try to use focus groups and on-the-job observation, customer feedback, comments or complaints.

	Answer 8: In our department, we always try to create employee programs that show us how successful was the programme in assisting employees in acquiring useful information and skills. The measurement of the training is important as it shows if the employees use what they had learnt to enhance their performance at work. When we evaluate the training we pay attention to what other advantages did the training programme bring about.

	Answer 9: My opinion in evaluating training programs is that knowing when and how to evaluate employee training is crucial. You can't tell whether your employees are understanding the topic and upholding the standards of the business without conducting a proper assessment.

	Answer 10: I would say that we, as an organisation need to ensure that employees can show how training has increased their productivity and general skill development. At the end of the day, we would not want to conduct training that did not yield the desired outcomes.








B3: How often do you evaluate training and development programs?

	Answer 1: As an operational manager, supervising six of the organisation's branches I conduct face-to-face meetings with the shop managers in charge every two months where I evaluate the training of the managers along with the ones of the employees. In our meetings, we also discuss training requirements and needs.

	Answer 2: My supervising area covers ten shops in the Village and Central London, so the evaluation of the training is being held every month.

	Answer 3: Working as a Financial Manager I conduct evaluation training meetings with the shop managers every month. We come across the numbers and we discuss to what extent the training programs of our employees influenced the business revenue. We analyse results and put in place areas of improvement to achieve our business's financial goals.

	Answer 4: Every two months.

	Answer 5: Every two months.

	Answer 6: As a shop manager I evaluate the training of the employees every day. I use informal feedback from peers, on-the-job observation and customer feedback. I also try every end of the day to give feedback to my team, but sometimes can be difficult having in mind that the shop is always busy and we struggle with the shortage of staff situation.

	Answer 7: The goal is to evaluate the training of my team every day, but the situation is more challenging since the Covid pandemic has been affected the quality of our work experiencing shortages of employees. 

	Answer 8: Every two months.

	Answer 9: The goal is to evaluate the training of my employees every day. When not possible I make sure every Friday I book a staff meeting in the shop.

	Answer 10: Every two months.



B4: Who is responsible for conducting the training and development in your company? (External or internal providers?)
	Answer 1: Internal providers

	Answer 2: Internal providers. The goal is to implement some external training sessions as the boundaries of internal training exist. The more time we spend with a certain team or person within the organisation, the simpler it is to fall victim to groupthink.

	Answer 3: Internal providers

	Answer 4: In our organisation, we use internal providers for conducting training and development sessions for the workforce. My view is that setting up internal training sessions is simple because you already have everyone and everything you require. As a result, planning is also simpler and less expensive. It fosters team dynamics and interpersonal ties. However, internal training events don't merely educate new employees or give veteran team members a refresher. Additionally, they can help the trainer fill in any knowledge gaps and reinforce what they already know. By identifying these knowledge gaps, our company can strengthen sales and avoid being taken by surprise in the future.

	Answer 5: Internal providers.

	Answer 6: Internal providers. 

	Answer 7: Internal providers. However, using only internal training providers we're more inclined to feel disconnected and trapped in our routines, both of which can be problematic over time.

	Answer 8: Internal providers.

	Answer 9: Internal providers. We look forward to starting using some external training providers as it can help our company bring a new perspective on how things are done.

	Answer 10: Internal providers.



B5: Do you use different types of training programs? And what is the most used type of training in your company?
	Answer 1: Onboarding training, culture training for new employees, apprenticeship programmes.

	Answer 2: Career path training program, onboarding training for new employees, managerial, team training.

	Answer 3: Skills training, professional training.

	Answer 4: Technical training, skills training, managerial training.

	Answer 5: Safety training, Managerial training, Soft skills training.

	Answer 6: On-the-job training, team training.

	Answer 7: On-the-job training

	Answer 8: Culture training, skills training, sales training.

	Answer 9: On-the-job training

	Answer 10: Apprenticeship, Internship, Coaching.


[bookmark: _Hlk123713056]B6: In your opinion what would be the challenges and issues in the training and development programs? 
	Answer 1: One of the major challenges that we experienced especially in the post-Covid era is dealing with all the changes related to budget and the shortages of staff. We had to rethink most of our training programmes to suit better the new changes.

	Answer 2: Nowadays, it is very challenging to deal with the resources allocated for training programmes. We all know that the training and development of employees are very cost demanding. The revenues decreased since the Covid-pandemic and we have to be very careful with the allocation of resources.

	Answer 3: Hiring new employees and deciding on the training budget from scratch. In the Financial Department, we need to analyse the goal of the training, what we want to achieve and the budget we can allocate for that.

	Answer 4: The Human Resources Department has been facing a lot of challenges since the Covid pandemic. If before that we were struggling to retain the existing staff, now the challenge is to hire new employees and onboard them in all our training programmes.

	Answer 5: Sometimes it can be difficult to encourage employees to attend training, actively participate in, and complete their development tasks, and this is probably going to be the case without clear priority or accountability procedures.

	Answer 6: My opinion is that the most typical challenge when it comes to the training and development of your employees is the language barrier. If it happens that in your shop you have more than one employee coming from the same country, it is difficult to make them use the English language. This in my view is another challenge that we are facing in the shop.

	Answer 7: In the shop that I am running, one of the challenges is to provide real-time feedback for my employees. We are a busy shop, I work along with my team members and even though I can see the mistakes I am unable to provide feedback. I consider that is very important to give feedback when a situation arises rather than leave it for later, but due to the shortages of staff nowadays I am unable to provide real-time feedback for my team.

	Answer 8: From my vast experience in the Human Resources field one of the crucial challenges when it comes to training and development is to address strategies for conflict resolution. Even for experienced professionals, addressing conflict well can be challenging, yet conflict management is a crucial skill that simply cannot be ignored. In the workplace, conflict is experienced by more than half of the workforce. Conflict can shorten a company's lifespan and negatively affect its health if it isn't resolved. It can also raise turnover and lower employee morale.

	Answer 9: My opinion, as a Shop manager, is that in our today’s environment, it can be very challenging how to approach your team when it comes to training and development. Some people are very open to participating in training sessions, they can see it as an opportunity, while others do not see any benefits and sometimes refuse to participate.

	Answer 10: For me, as a trainer working in the HR Department I must say the challenge is to bring organisational principles into practice. Often, a lot of content must be addressed in a small amount of time. Similarly to this, many subjects can call for extra flexibility or innovative delivery strategies in order to promote skill development.




B7: From your experience, what would you say would result from an efficient training and development program? 
	Answer 1: One of the most important ones I would say is when learnt how to address an issue.

	Answer 2: Building employee confidence and performance.

	Answer 3: From my experience, employees that take part in training programmes are more innovative and creative.

	Answer 4: Better performance for employees and the organisation as well.

	Answer 5: A step forward in career development.

	Answer 6: Additional skills, knowledge and qualification.

	Answer 7: Maximises business performance

	Answer 8: Reach employee performance and stay motivated.

	Answer 9: Better performances in the workplace.

	Answer 10: Career progression.



B8: Do you consider training and development having an impact on employee performance and retention? If so, to what extent does T&D contribute to better employee performance and retention?
	Answer 1: Definitely. Employee retention is more likely if you take the time to get to know them and provide them chances to grow as people.

	Answer 2: No doubts. Whenever an employee feels appreciated, they have a strong commitment to their employer, which increases their desire to be involved in their work, strive for their professional development, and be more motivated.

	Answer 3: Naturally it has. Employees can improve on their strengths and correct any weaknesses found in their performance reviews with the use of training and development programmes.

	Answer 4: It does. Training your staff will not only help them become knowledgeable at their jobs but will also enable you to retain them. This is a result that they become more knowledgeable and driven to advance in their jobs, which boosts employee retention.

	Answer 5: We know for a fact that training and development support organisations in attracting and keeping top employees, boosting morale and job satisfaction, boosting output, and increasing profits.

	Answer 6: T&D contribute to better employee performance and retention. We invest in our employees because it can boost their enthusiasm, increase productivity, and enhance the standard of work. In addition to doing better at work, trained employees are more likely to have a long-term commitment to an organisation.

	Answer 7: I definitely can say that T&D contribute to employee performance and retention. Everyone gains a thorough awareness of their duties as well as the knowledge and abilities required to carry them out through training. Their confidence will grow as a result, which could help them perform better overall.

	Answer 8: Yes. Sometimes we struggle to find and keep talented employees, but one solution to keep your staff is to invest in their training.

	Answer 9: There is no question that employees who have received proper training and development are a significant asset to the company. By effectively carrying out their responsibilities, they raise the organisation's efficiency and effectiveness.

	Answer 10: There are many advantages of T&D programmes such as improved quality of work, new skills better knowledge, but the most important one I would say is the performance of both, the employees and the organisation.



[bookmark: _Hlk123713182]B9: State one factor you consider critical and can enhance success in the training and development of employees.
	Answer 1: Incorporate training into organizational objectives

	Answer 2: Find potential growth areas

	Answer 3: The possibility of carrying out a gap analysis

	Answer 4: Choose the appropriate training tools

	Answer 5: Tracking, evaluating, and measuring progress

	Answer 6: Efficient programme implementation

	Answer 7: Employee learning needs analysis

	Answer 8: Proper training resources

	Answer 9: Promoting the training programme among the workforce

	Answer 10: Investing in modern educational technologies
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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 researcher will use  primary qualitative data collected from interviews. There will be conducted face-to-face, semi-structured interviews
(this box should expand as you type)

	

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

	8
	United Kingdom

(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?

	10

(this box should expand as you type)

	11
	Who will the participants be?

	Adults over the age of 18 who are in full employment


(this box should expand as you type)

	12
	How will you identify the participants?
	
In the workplace

(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:
N/A

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

(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

	
	
N/A

(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:
N/A


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


(this box should expand as you type)

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

	
	Risk to the University:

N/A

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

N/A
(this box should expand as you type)

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

	
	Risk to the environment:

N/A

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

N/A

(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? 

	
	As an introduction to the interviews form the participants will be given all the information needed. Feedback will be provided via an email once the research is completed, and only if the participant asked for feedback.


(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.

	
	
The description will be provided in the emails that will contain the questions for interview form

(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. 

	
	
Anonymity will be offered to the participants,by keeping their records secure through the use of password-protected files. 

(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.
	Yes
	☐

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

	2
	
Participants demographic data, such as age, gender, and occupation. This will be needed as part of the research for obtaining more accurate results.

(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),
	☐
	No

	
	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:

	
	Up to date antivirus software and password protection

(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):

	
	
All transferred data will be compliant with the UK Data Protection Act 2018 (GDPR)

(this box should expand as you type)

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

	
	Researcher (myself) 
Lecturer / supervisor
 University campus


(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:

	
	
Researcher (myself) 
Lecturer / supervisor 

(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.  

	
	

N/A
(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:
	Marcela Iuliana Dan
	Date:
20/12/22



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Dr Mushfiqur Rahman
	

Date:06/01/2023

	3
	Signature:
	
Dr Mushfiqur Rahman
	



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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