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Chapter 1: Introduction. Dissertation Proposal.
Background 
Organisational culture is an important part of corporate existence. Since all organisations are built up of human connections and interactions, Human Resources, Learning and Development, and Organisational Development work both impacts and is impacted by organisational culture. (Mullins and McLean, 2019). Employees behaviour in organisations is shaped and influenced by the values, ideas, attitudes, systems, and regulations that make up an organisational culture. The perceptions that stakeholders, vendors, consumers, and workers have about the company and its brand are reflected in the culture. (Masanja and Mwita, 2021). Any company’s timeliness, tone, contract conditions, and employee perks are all impacted by the culture within your organisation. The organisation’s members are more likely to feel respected, at ease, and supported when the workplace culture is congruent with their needs. Organisations that place a high priority on their culture are also more resilient to setbacks and changes in the industry. (Campbell, 2018). One of the most important advantages in luring talent and surpassing competitors is culture. In many cultures, a leadership position can only be linked to management or senior corporate positions. The significance of the leader's job may have a big influence on how a team interacts, works, and sets expectations. Therefore, cultural variations have a significant impact on leadership style. Globally, organisations are increasingly adopting multicultural work environments. (Bajrami, 2010). Miscommunication might occur often due to the stark variations in communication styles. The first step in creating a flexible leadership style is being aware of these options. Businesses may help employees realise their potential, drive choices and actions, give stability and direction, and inspire their workforce by cultivating a strong corporate culture. (Croitoru et al., 2022). Long-term employees may not always be able to see organisational culture, despite it being a crucial component of a firm. Four centrals actively held values or beliefs might serve as the foundation for an organization's culture in the knowledge business. The four characteristics—competence, commitment, contribution, and character—that make up this culture are known as the "4Cs of culture." Culture has inherent worth, but it also has significant social and economic advantages. Culture improves learning and health, fosters tolerance, and creates chances for social interaction, all of which contribute to an overall sense of well-being for individuals and communities. (Hammer, 2019).
Significance of the research 
Since research is the foundation of all cultural events and is largely dependent on previous results, it is one of the most significant aspects of the tourism and cultural industries. (Letiche, 2023). Cultural research is any attempt to gather new or previously undiscovered information or theories about a cultural subject through critical analysis and study. (Letiche, 2023). Anthropological and anthropological research includes collecting basic data, studying traditional knowledge or classification systems (e.g., studying the medicinal properties of plants), documentaries, archaeology, linguistics, and ethno-historical accounts. (Letiche, 2023). The significance of the laws can be better understood by govern not only our country but also the countries that border it when the understanding of many cultures it is combined with economic or political science. It assists in addressing some of the issues raised by the obligation to abide by the law and the potential consequences of the behaviour for others. In general, studying cultures helps comprehend how the various cultures developed. (Letiche, 2023). This makes it impossible to determine someone is better or worse than another. Understanding the origins, causes, and mechanisms of certain attitudes and ideas about oneself and other groups is made easier with the aid of cultural studies. (Letiche, 2023). With this understanding, interactions throughout society and power systems may be improved. (Letiche, 2023). 
Purpose of the research 
Cultural analysis is crucial for a variety of reasons. It offers a window into the social mores, institutions, relationships, and practical know-how of a certain age. It makes clear the covert patterns of communication and the distribution of power in a community. Scholars specialising in cultural studies often examine the relationship between cultural practises and larger power structures that are connected to or influence social phenomena. A few of these are generation, gender, sexual orientation, ethnicity, national formations, class structures, and ideology. With cultural analysis, cultural studies see cultures as dynamic, ever-changing systems of practises and procedures rather than as fixed, bounded, stable, and unchanging entities. Numerous theoretical and methodological stances, approaches, and practises are included in the topic of cultural studies. Cultural studies are a field that borrows from and has contributed to other areas, including ethnic studies and cultural anthropology, even though it is separate from them. Studying culture in all its multifaceted manifestations and the social and political environments in which it exists is the goal of cultural studies. Through cultural studies, artificially created gaps in knowledge that are supposed to be based are revealed and attempted to be reconciled. A commitment to an ethical analysis of contemporary society is made by cultural studies. 
Research aim.
Cultural diversity has a big influence on a company's success in today's cutthroat business world. The workplace serves as a gathering place for individuals from all cultural backgrounds to work together and support the goals and values of the company. The purpose of the current study is to examine how management handles cultural diversity at work.  Analysing how corporate globalisation approaches cultural diversity in the workplace based on performance is the goal of the research. Its goal is to assess how managers handle the many difficulties brought on by cultural diversity. Additionally, the advantages of cultural diversity in the workplace will be discussed. 
Research’s objectives
· To explore organisational culture and its importance in the workplace.
· To evaluate the beneficial effect of cultural diversity in the workplace. 
· To evaluate how the cultural differences impacts on performance. 
Research’s questions
· To what extent does organisational culture apply to a given context?
· What is the presumptive logic model, question two? (How does one expect it to function?)
· How well-established is the relationship between performance and company culture?





Methodology research
Research employing techniques like participant observation or case studies that produce a narrative, descriptive description of a practice or place is known as qualitative research. As with quantitative research, it generates ideas and aids in the further investigation and understanding of quantitative data, but it does not gather numerical data points or intervene or add treatments. (Leavy, 2020). Participants' experiences, viewpoints, and behaviours are gathered for qualitative research. Rather of providing a number or amount, it addresses the hows and whys. Either a stand-alone study using only qualitative data or a mixed-methods study using both qualitative and quantitative data might be the format of this one. The present review aims to familiarise readers with fundamental notions, terminologies, and applications related to qualitative research. (Leavy, 2020)
When collecting data via surveys, polls, and questionnaires, or by utilising computer tools to manipulate pre-existing statistical data, quantitative methods place an emphasis on objective measures as well as statistical, mathematical, or numerical interpretation of the data. (Creswell and Creswell, 2023).
Chosen method: In the study, quantitative methodology will be used. 
Justification: Many researchers are drawn to the quantitative technique because of its effectiveness and rapidity. Processing and analysing data rapidly are made feasible by data computing technology, even for enormous sample numbers. Instruments used to gather and quantify quantitative data include polls, surveys, statistical analysis software, and weather thermometers. 
Limitations of the study
For this study will be analysed the culture and how different cultures can create a good environment for a successful organisation. Limitations of the study can be limited access to data, time constraints, and conflicts arising from cultural bias and other personal issues.
Organization of the study
The study will be composed of three chapters which will include the following:
1. Introduction. The problem is mentioned, or it is written in such a way that the question is implied, in the first section of the introduction. Next, provided the readers with a framework that demonstrates how the research question fits into the existing discussion in the field by outlining the problem's background and reviewing relevant literature. The introduction's second section states the goal and main points. Because it informs the reader of your aims, the mission statement may occasionally serve as the thesis. The third section of the introduction, the paper’s summary or overview provides readers with a framework for the study as well as a quick review of the debate and key points. 
2. Methods. The technique and any specialised materials used to plan or carry out the research are thoroughly described in the methods portion of the research report. The materials utilised or created for the study, such as interview questions or questionnaires, will be included to provide data or information for the research article.
3. Results. The research's methodology (qualitative versus quantitative), topic, and reader expectations all influence how the findings are presented.
4. Discussion. What is discovered during the study should be broadly discussed in the discussion section. Explaining the implications or significance of the findings and then providing evidence to bolster and reaffirm the claims stated in the introduction is one technique to generalise. The conversation needs to be structured with your point in mind. 
5. Conclusion/Recommendation and Reflection. The conclusion brings all the major concepts in the writing and thought process together by connecting the research to the thesis. The reader's research query is addressed in the conclusion by providing the logical result of the investigation and reasoning. The conclusions shouldn't introduce any new concepts; instead, they should immediately address the concepts covered in the introduction section. In the research assignment, the suggestions must be included individually. 
Ethical considerations
When gathering information from subjects, scientists and researchers are always required to follow specific guidelines. Research on human subjects frequently aims to further our understanding of real-world occurrences, therapies that work, behaviour, and other aspects of life. Important ethical issues come into play when choosing what to investigate and how to undertake it. (Bhandari, 2022).
These factors serve to: 
· Defend research participants' rights.
· Increase the validity of the study.
· Observe scientific objectivity. (Bhandari, 2022).

Literature review
One of the key elements for any organisation or activity involving cooperation to succeed is leadership, a notion that is frequently discussed in organisational psychology. By taking the initiative and acting as a reference point for the group, when necessary, leaders form the foundation of a productive team. An organization's efficacy and success are directly related to its leadership. Scholars have examined the connection between productive workplace environments and worker outcomes. Research indicated that workers whose leaders viewed them as vital resources would outperform workers whose leaders did not share this view (Kalsoom et al., 2018). in a substantial amount. For these reasons, many organisations place a high value on leadership. Since there are many facets of leadership to consider, a good leader cannot be described in a single way. When holding a leadership role, for example, people might practise several leadership philosophies. Nevertheless, no single leadership style is seen to be the most appropriate in all circumstances, despite the variety of styles that exist. Furthermore, followership is just as vital as leadership as without followers, a leader lacks the assistance and direction required to accomplish the objectives of both the team and the leader (Uhl-Bien et al., 2014). There are several factors to consider when figuring out how to best support organisational success, create the ideal leader, or just figure out how to raise employee happiness and leader performance. 
The functions that leaders play in the workplace might differ depending on the nation and culture. In many cultures, a leadership position can only be linked to management or senior corporate positions. The significance of the leader's job may have a big influence on how a team interacts, works, and sets expectations. Therefore, cultural variations have a significant impact on leadership style. Despite not having a direct relationship, management and leadership roles have a lot in common. Individuals' leadership inclinations, which are influenced by culture, play a major role in determining their management styles within a workforce. Each aspect of a person's working and leadership style, including communicating, guiding, and inspiring others, is impacted by these subtle variances. 
The value that various cultural traditions place on qualities and attributes in a leader is among the biggest effects of cultural diversity on leadership. A leader who is self-assured and forceful, for instance, may be highly regarded in certain cultures, while a leader who is modest and meek may be appreciated in others. These cultural variations may influence how people view leaders and the qualities of good leadership. The accepted forms of communication are another area where cultural variations influence leadership. Direct communication is anticipated in certain cultures, yet indirect communication is preferred in others. Without understanding these cultural variations, leaders run the risk of unintentionally offending or alienating their team members or failing to properly convey their views. Decision-making and problem-solving techniques can also be impacted by cultural variations. For instance, while reaching a consensus and consulting others are highly prized in certain cultures, a leader in others is expected to act alone and quickly. Leaders may find it difficult to successfully engage their team members or make choices if they are unfamiliar with these cultural differences. 
Overall, cultural variations have a complicated and wide-ranging effect on leadership style and methodology. Understanding these distinctions and modifying one's approach and style of leadership accordingly are essential for becoming a successful leader in a multicultural or global setting. 
Conclusion
A leader's role in an organisation is crucial as they have the power to make or break the entity. It is imperative for leaders to comprehend the commercial practices of international marketplaces while propelling their businesses into new ones. Business operations that are effective depend on a grasp of culture since it has a big impact on how businesses behave. To effectively lead, one must navigate the wide variety of cultures that exist as well as several obstacles. 
Chapter 2. Literature review
Depending on the context, the term "culture" can signify several things. Broadly speaking, culture is the way of life that people who belong to a certain social group, family, organisation, or association choose to live (Tylor, 1871). Furthermore, culture understands excellent music, art, literature, and cuisine in a common-sense manner. According to Dictionary.com, the biological definition of the phrase "culture" is "to grow" (microorganisms, tissues, etc.) in or on a defined or regulated medium. However, the whole of ingrained human behavioural patterns is what anthropologists and other behavioural scientists refer to as culture. In his book Primitive Culture, which was published in 1871, pioneering English anthropologist Edward B. Tylor used the term for the first time. He defined culture as "that complex whole which includes knowledge, belief, art, law, morals, custom, and any other capabilities and habits acquired by man as a member of society" (Tylor, 1871). Culture may be described as the important understandings that members of a community share, frequently without explicit expression. This definition was provided by Vijay Sathe, again from the perspective of management (Sathe, 1985). From an organisational management perspective, culture is also described by Davis (1984) as the set of common values and beliefs that provide members of an institution purpose and set expectations for behaviour. According to The Business Dictionary, culture is comprised of accepted attitudes, ideas, practices, and written and unwritten norms that have grown through time and are regarded as legitimate.
Organisational culture, as defined by Robbins & Coulter (2005), is the shared set of attitudes, values, and beliefs that individuals within an organisation or organisational unit have. The values, beliefs, and behavioural norms that employees in an organisation use to understand the events they encounter are represented by organisational culture, which may have an impact on staff attitudes and conduct (Scott-Findlay Shannon, Estabrooks Carole A., 2006). Knowing the organization's fundamental values may help prevent internal conflict, which is the main driving force for the examination of these cultural issues (Watson Bill, Clarke Charlotte, Swallow Vera, Forster Stewart, 2005).

The functionalist viewpoint has been used in empirical organisational culture research in different management domains, and the results have been striking in terms of the contribution of organisational culture to performance enhancement (Denison, Mishra,1995). Because organisational cultures are so ubiquitous, managers must acknowledge their underlying characteristics and how they affect employee-related factors including work satisfaction (Lund Daulatram B.,2003), organisational commitment, and performance. Members acquire and pass on culture through social learning; it establishes the standards for conduct in groups (Jen-Te Yang, 2007). According to Staniland M. (1985), organisational culture is the collection of concepts, behaviours, and attitudes that provide guidance to workers about appropriate and inappropriate behaviour in their respective fields. The basic principles of an organisation are established by its leadership, and these principles then develop into a style of leadership. Since subordinates would be guided by the behaviour of their leaders and these principles, both parties' behaviour ought to progressively converge. When a group of people behave, think, and feel the same way, the culture of that organisation develops stronger. It is imperative that leaders comprehend the significance of maintaining the organisational culture. By guaranteeing consistent conduct across organisation members, this would reduce conflict and promote a good work environment for employees (Christine Kane-Urrabazo, 2006).
Culture may be viewed from a variety of angles. Hofstede's paradigm, for instance, claims that culture is founded on the elements of plurality, power distance index, uncertainty avoidance, and masculinity (Zazzali JL, Alexander JA, Shortell SM, Burns LR., 2007).
Because it is crucial to both organisational functioning (Giorgi et al., 2015) and employees’ suffering (Gill, 2019), organisational culture is a major subject in study. Schein (2010) found that an organisational culture is a set of fundamental beliefs and values that are acquired and shared by a group as a means of addressing issues related to both internal and external integration and adaptation. The model proposed by Cameron and Quinn (1999) is a well-known paradigm for understanding culture. It defines four cultural archetypes: Clan, Adhocracy, Market, and Hierarchy. A distinct set of values and assumptions is represented by each culture. Though in varying amounts, all organisations contain all four categories. The objective of this typological approach is to discover archetypes based on several efficacy criteria. Figure 1 illustrates how the civilizations are arranged into two dimensions and shown in four quadrants. In the horizontal dimension, direction, and integration travel from inside to outside, and differentiation occurs, while flexibility, discretion, and dynamism flow from the vertical dimension to stability, order, and control. 
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Figure 1. The culture model as suggested by Cameron and Quinn, 1999,2006.
A company's business strategy is the set of choices made by its executives to gain a competitive edge in its industry. According to Mintzberg and Quinn (1995), to accomplish certain goals, a plan that outlines the course of action to be performed in various circumstances must exist. A pattern of activities and behaviours that are consistent with the company's values and that represent its ideology and philosophy should be used to proactively explain the business strategy. According to Prajogo (2016), it also must place the organisation in a context and in connection to its stakeholders and surroundings. Thus, one of the most crucial choices the founders and leaders will make is the strategy, with the goal of coordinating the culture with it (Slater et al., 2010; Madero Gómez and Barboza, 2015; Marshall, 2018; Barros and Fischmann, 2020). Organisational competences, on the other hand, are specific abilities that a business possesses that integrate expertise and abilities and are required to gain a competitive edge (King et al., 2001). Among these are the innovation type, market orientation, and competition orientation. As a collection of internal knowledge-based resources and skills, Barney (1991) described them. Along with being precious, uncommon, unique, and devoid of alternatives, he added these requirements. Several links between cultures, tactics, and skills have been empirically demonstrated by certain researchers (Olson et al., 2005; Slater et al., 2010), but it is still unclear what each culture's fundamental traits are. In conclusion, there is a lack of reliable research about the traits of different cultures and which cultures are more suited to certain environments. This is concerning to both academics and practitioners. 
A multifaceted concept, psychological health included both good (like well-being) and negative (like psychological discomfort, burnout) components (e.g., Masse et al., 1998; Keyes, 2003; Westerhof and Keyes, 2010; Gilbert et al., 2011). Few research has really included organisational culture into their analyses, even though many highlight the significance of organisational context in analysing psychological health at work (e.g., Chowdhury and Endres, 2010). One such study that does this is Dextras-Gauthier and Marchand (2016). It has been demonstrated that organisational culture has a significant role in predicting the social environment of an organisation, which in turn affects an individual's well-being (Dextras-Gauthier and Marchand, 2016; Haines et al., 2018). According to Schneider et al. (2013), organisational culture may be conceptualised on several levels and is defined as the common values and beliefs that constitute a group. In the organisational culture literature, functionalist theory informs most of the empirical study. According to the functionalist perspective, organisational culture influences important organisational and individual outcomes like psychological well-being, performance, and innovation (Boyce et al., 2015; Dextras-Gauthier and Marchand, 2016). Leadership and organisational culture together also have an impact on organisational phenomena (Hartnell et al., 2019; Xenikou, 2022). Organisational culture has been examined as a contextual element that establishes limitations and prerequisites for the occurrence of organisational phenomena (Erdogan et al., 2006; Xenikou, 2022). Organisational culture can affect working conditions and organisational structure, as well as the resources that contribute to managers' well-being (Dextras-Gauthier et al., 2012; Buenger et al., 1996). This is because it sets the stage for the development and adoption of management practices. Nielsen et al. (2017) state that these resources exist at four distinct levels: the group, the leader, the organisation, and the person. In keeping with Peterson and Wilson's (2002) earlier theoretical conceptualization, which proposed that managerial systems, organisational structures, and leadership behaviours act as mediating variables in the association between organisational culture and employees' health, linking an organization's resources with its culture can help prevent psychological health issues. As a result, it is suggested that organisational culture affects managers' psychological well-being, which is seen to be a crucial tool for these managers to embrace constructive leadership behaviours. Previous research has demonstrated that some organisational culture types are advantageous for workers' well-being (Marchand et al., 2013; Olynick and Li, 2020; Lu et al., 2022). A recent study by Lu et al. (2022) discovered that burnout is reduced in an organisational culture that prioritises patient safety. These writers contend that an organization's patient safety-focused culture is a resource for workers' welfare. Additionally, Olynick and Li (2020) discovered that workers in collaborative, human-centred cultures (group cultures) reported the lowest levels of stress, followed by those in bureaucratic, hierarchical, and innovation-focused cultures. According to Olnick and Li (2020), employees from companies with a competitive/rational culture reported greater levels of stress. Furthermore, group cultures focused on cooperation and workers' needs lessen psychological discomfort, despair, and emotional weariness while promoting well-being, according to research by Marchand et al. (2013). Researchers also discovered negative impacts on psychological discomfort, despair, and emotional tiredness in a highly competitive setting. According to these writers, a competitive culture is bad for workers' psychological well-being, whereas a group culture is good. 
Each of the cultural types as described by the Competing Values Framework has unique benefits, drawbacks, and blind spots. It is noteworthy that these attributes pertain to companies that are situated in the lower reaches of any given quadrant. A dominating culture type that exists in one quadrant and has traits that transcend the other quadrants characterises most organisational cultures with subcultures already in place. The dynamics and efficacy of organisational culture are significantly shaped by these traits. For instance, a company with a relationship culture may benefit from more employee engagement and a strong feeling of community. The benefit of an innovation culture might be increased inventiveness and originality, which would promote flexibility and progressive projects. It is important to acknowledge that every cultural type possesses a unique set of drawbacks and blind spots. For example, if a relationship culture is not well managed, it might result in complacency and reluctance to change. Unchecked innovation cultures can lead to disarray and loss of concentration. The term "blind spots" refers to possible areas of oversight or hidden vulnerabilities within a cultural type that, while not always obvious, can have major consequences if ignored (Cameron, K. S., & Quinn, R. E., 2011). 
The culture of an organisation plays a critical role in determining whether it is a happy and healthy place to work. How effectively the company ethos is conveyed and promoted to employees can have an impact on their attitudes and work habits. In conclusion, the success of any business depends on its organisational culture. Businesses that place a high value on culture and actively manage it may create a productive and joyful work environment that attracts and retains top talent, encourages innovation, and helps them stand out from the competition. Businesses may establish a culture that fosters long-term success by comprehending the three layers of culture and taking action to match behaviours, values, and beliefs. 
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Figure 2. Layers of Culture and Normative Contract, Denise Rousseau 1995.
According to Rousseau (1995), organisations can use three fundamental transformation methods. They are capable of drastic transformation, accommodation, or drift. Companies that employ a drifting approach are comparable to a boat floating in a river. Accommodations themselves are like repairing a flat tyre on a bicycle. The solution is limited to the area and has no effect on the bike or the rest of the system. In a radical metamorphosis, the bicycle (i.e., means of mobility) is questioned rather than only the flat tyre being fixed. Crucially, a shift in people's core presumptions, beliefs, conventions, and values is a necessary part of an organisational transformation (French and Bell,1994). Fundamental assumptions are "the often-unconscious beliefs that members share about their organisation and its relationship to them," according to Rousseau (1995). They provide stability to the organisation and serve as the "core" around which its culture—which includes behavioural norms, values, patterns of behaviour, and artefacts or products—evolve. Rousseau's model for organisational culture is depicted in Figure 2, showing how basic presumptions are connected to artefacts both directly and indirectly, as well as how artefacts constitute a component of an organization's culture. It is evident to us how artefacts both express and make visible preexisting norms, values, assumptions, and ideas. It also clarifies how many companies often use designers: as supporting players whose design work is focused on external clients and refrains from challenging fundamental presumptions, values, conventions, and beliefs. Applying this scenario to service designers, we find that it is typical for a project to begin in a setting that is "peripheral" to the organisational culture. Instead of researching the organisational system and its culture, which have a significant impact on the ways in which services may be supplied, designers are employed in this situation and utilised to represent preexisting norms and values through new service offers. 
Chapter 3. Methodology and Research Design
3.1 Ontology and Epistemology
From Crotty (1998) to Snape & Spencer (2003), ontology is the study of "being," "what is," the nature of existence and the structure of reality, or what can be learnt about the universe. "A concept concerned with the existence of, and relationship between, different aspects of society such as social actors, cultural norms, and social structures" is how the SAGE Online Dictionary of Social Research Methods (2006) defines ontology. According to Richards (2003), ontology refers to the assumptions we make about the nature and kind of reality and what exists. Additional definitions of ontology provided by Snape and Spencer (2003) include the nature of the cosmos and our current understanding of it. Also, Bryman (2008) presents the idea of "social ontology," which he defines as a philosophical question in research concerning the nature of social entities, i.e., whether these social entities are or can be objective entities that exist independently from social actors or whether they are social constructions in and of themselves made up of the perceptions, behaviours, and interpretations of the individuals in society. Ontology, according to Ormston et al. (2014), is concerned with the questions of "whether or not there is a social reality that exists independently from human conceptions and interpretations and closely related to this, whether there is a shared social reality or only multiple, context-specific ones" (p. 4). To put it briefly, ontology is the study of human conceptions of the nature and type of reality and the social world i.e., what is real.  
Epistemology is the term used to describe the presumptions we make about the nature or form of knowledge or the processes by which information about the outside world may be discovered (Richards, 2003; Snape & Spencer, 2003). Crotty (1998) defined epistemology as a way of seeing and comprehending the world. It deals with information and, by definition, it expresses a certain understanding of what that information entails. Epistemology, he continues, deals with the "nature," "scope," and "legitimacy" of knowledge in addition to its potential (i.e., what knowledge is possible to seek and what is not). In a similar vein, Bryman (2008) defines epistemology as “an issue concerns the question of what is (or should be) regarded as acceptable knowledge in a discipline” (p.13), with specific reference to the divergent perspectives regarding the proper methods for studying the natural and social worlds. To elaborate, I refer to Cohen, Manion, and Morrison's (2007) definition of epistemology, which states that it concerns one's presumptions about "the very bases of knowledge - its nature and form, how it can be acquired and how communicated to other human beings" (P.7). Furthermore, Cohen et al. 2007 emphasise how our approach to learning about social conduct is significantly influenced by the epistemological presumptions we have or create about knowing. These choices have to do with the researcher's choice of technique or methods for doing research considering their epistemological presumptions. Put another way, if knowledge is concrete, hard, and objective, then the researcher must follow standard scientific practices, such as measuring, testing, and so on, and act as an observer. On the other hand, when knowledge is viewed as unique, subjective, and individual, the researcher is compelled to reject the methods used by the natural scientific community and develop a closer relationship with their subjects. 
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Figure 3. Research Philosophy. (Saunders et al, 2007). 
Saunders et al. (2007) developed the Saunders Research Onion, which illustrates the stages involved in developing a research project. In other words, the layers of an onion offer a more detailed description of every stage involved in doing research. It allows for the effective creation of research approaches. It may be used in a variety of contexts and is adaptable enough to function with almost any type of research methodology (Bryman, 2012). Moving from the outside layer to the inner layer is necessary while using the research onion, according to Saunders et al. (2007). According to Saunders et al. (2007), each layer of the onion symbolises a deeper stage of the research process from the outside. Saunders and colleagues liken the study approach to a process of peeling back the layers of an onion: to see the inner layer, the outer layer needs to be removed. In research, it is important to finish one stage before moving on to the next since failure to do so will not lead to the achievement of a goal. When applying the research onion structure, the outer layer of the onion is consulted before moving on to the interior layer. The outermost layer is the research philosophy, which sets the parameters for the study and details the technique to be applied as the research strategy in the following phase. Establishing the time horizon is the fourth layer, while adopting the study strategy is the third. The sixth step is what identifies the process of acquiring data. The research onion offers benefits because it may produce a hierarchy that makes understanding different methods of data collection easier and can outline the steps needed to describe a methodological study. 
3.2 Approach to Research
Quantitative research aims to quantify the data collection and analysis process (Bryman, A. 2012). The logical technique that prioritises testing hypotheses and is inspired by positivist and empiricist beliefs is where it starts (Bryman, A. 2012). Associated with the natural, applied, formal, and social sciences, this research methodology promotes the objective empirical analysis of observable events to confirm and understand relationships. This is accomplished by utilising an array of quantification tactics and procedures, demonstrating the broad use of this approach as a research methodology across several academic domains (Babbie, 2010; Muijs Daniel, 2008). (Given, Lisa, 2008). Making and using mathematical models, ideas, and hypotheses about phenomena is the aim of quantitative research. Measurement is essential to quantitative research because it establishes the link between quantitative connections expressed mathematically and actual observation. Examples, studies that list all the constituent components of Earth's atmosphere in percentage amounts, or a survey reveals that, on average, patients must wait two hours in a particular doctor's waiting room before being seen. 

Quantitative research advantages. First, since public data are often considered to be more impartial, facts from public surveys are often the focus of quantitative research. Being apart from the subjects directly will almost completely preclude the possibility of the researcher being biassed in either his data collection or analysis (Daniel, E., 2016). In situations such as these, researchers are more likely to use online or even pen-and-paper surveys together with experiments to gather data that may be analysed using computer techniques. Second, results from quantitative research may be used to a wider population in many contexts. This is because quantitative research incorporates a bigger sample size, and using scientific procedures for data collecting and analysis makes it easier to derive reliable and consistent conclusions. Thirdly, using quantitative research results in more efficient data collecting and processing with less time spent.  Bryman (2012) asserts that numerical data play a major role in both data collecting and analysis within quantitative research approaches. Experiments and surveys are the two primary ways that data are collected. Statistical and computational tools can then be used to assess data very effectively and efficiently. According to Connolly (2007), for instance, the statistical software SPSS (Statistical Package for Social Science) may be utilised on computers to analyse data in educational research. These technologies certainly hold the potential to provide researchers with technical assistance, so greatly reducing the amount of time and effort they must use.
Quantitative research disadvantages. Despite the advantages that have been shown, there are also clear drawbacks to quantitative research. One way that quantitative researchers fall short is by not getting a deeper grasp of the underlying meanings and reasons that underlie participants' points of view. Since quantitative researchers behave as objective observers and are unlikely to form deep ties with research participants, it would be very difficult to investigate the phenomena in its natural contexts using just scientific approaches. As highlighted by Denzin and Lincoln (2005), researchers must not to apply the positivist research paradigm that supports quantitative studies to critically evaluate the complex and dynamic environments of public education with respect to its forms, locations, and variances. Preconceived paradigms are included into the methodology of quantitative research, nevertheless. A positivist research paradigm may employ theories, variables, and hypotheses to provide more transparent results that readers and future researchers may find simpler to comprehend. Nonetheless, this research methodology does not need or encourage creative or analytical thought (De Vaus, 2014).
To understand people's attitudes, beliefs, and motives in connection to their social reality, qualitative research gathers and assesses non-numerical (descriptive) data. This type of study typically employs in-depth interviews, focus groups, or observations to collect data that is rich in context and detail. Investigating complex phenomena or getting a better grasp of people's opinions and experiences on a particular topic are two common uses for qualitative research. It is particularly useful in research endeavours when the goal is to determine the relative importance that individuals attribute to their experiences or the underlying causes of individuals' actions. Qualitative methods include ethnography, discourse analysis, grounded theory, and interpretative phenomenological analysis (Creswell, 2002). 

Qualitative Research advantages. The ability to precisely explain the thoughts, feelings, and experiences of participants is crucial, as is the ability to decipher the significance of their behaviours. This perspective on truth and reality suggests that meaning is often created by individuals based on their experiences, perceptions of their environments, and interactions with events and circumstances in their lives Advances in Social Science, Education and Humanities Research, volume 670-957. Additionally, in certain situations, a more comprehensive understanding of human experience might yield deeper insights. For instance, Denzin and Lincoln (2005) claim that a wide range of epistemological stances, research methodologies, and interpretative strategies for comprehending human experiences are contained in transdisciplinary disciplines where qualitative research may be implemented (De Vaus, 2014). Second, while quantitative research usually focuses on numbers, qualitative research can demonstrate how meanings are shaped across cultural boundaries. It also offers researchers specific methods for collecting data to comprehend participants' inner experiences. Sociological and anthropological studies were the first fields in which qualitative research was applied. Researchers from the West would much prefer to immerse themselves in other cultures and use methods such as interviews, observations, and preserved records to obtain information on the customs and rituals of the inhabitants. 
Qualitative Research disadvantages. Initially, there are constraints on researchers' interpretations, which might be influenced by their own backgrounds and expertise. Contextual influence should be considered as well to fully fix this problem. But as Silverman (2010) asserts, contextual sensitivities are occasionally left out of qualitative research methods that prioritise meanings and experiences (Silverman, 2010). Secondly, a great deal of quantitative researchers criticises the problem of generalizability, which is often considered to be one of the shortcomings of qualitative research. Furthermore, whether the conclusions from one environment may be extended to another is determined by people who are prepared to apply the conclusions, and this is largely dependent on how comparable the bodies of information or settings are. As readers are responsible for determining whether the findings of a study may be used in a different setting, qualitative researchers should be conscious of their obligations to provide a sufficient and thorough explanation of the data gathered from their investigations. 
3.3 Research design

ABI/INFORM Global from ProQuest, Business Source Premier from EBSCO, and PsycINFO from Ovid are the three databases that will be utilised to find research. Throughout the search, the following general search criteria will be used on all databases: 
· peer-reviewed academic journals.
· publication dates for main research were 2000–2023 and for meta-analyses, 1980–2023.
· English articles.

A variety of search phrases, including "culture," "performance," and "workplace," were combined to do the search. A search was also done for studies that made use of the Denison Organisational Culture Survey (DOCS), Organisational Culture Assessment Instrument (OCAI), Organisational Culture Inventory (OCI), and Organisational Culture Profile (OCP), which are the four most widely used quantitative methods for evaluating organisational culture. 

The Shadish et al. (2002) and Petticrew and Roberts (2006) categorization systems were applied to assess the methodological suitability of the study design of the included studies. The categorization process employed the following four suitability levels:

	Design
	Level

	A comprehensive examination or meta-analysis of randomised controlled trials
	AA

	Comprehensive evaluation or meta-analysis of regulated and/or pre- and post-study research
	A

	Randomised controlled investigation
	A

	Cross-sectional study systematic review or meta-analysis
	B

	Non-randomized controlled pre- and post-study
	B

	A time sequence that is interrupted
	B

	Pre-test-only controlled study or pre-test-plus-control uncontrolled study
	C

	Study conducted cross-sectionally
	D




Chapter 4. Research findings.

Most of the papers in this review had a moderate to low quality overall. Because the majority of the metanalyses were based on cross-sectional research, they were classified as level C. Level B was awarded to just one meta-analysis. 
Noteworthy is the fact that several studies that were found during this analysis employed a sample of "CEOs or senior managers estimated to have adequate knowledge of the organisational culture and performance within their companies." Furthermore, a lot of research employ self-report metrics to evaluate the relationship between culture and performance. This shows that research on the relationship between organisational culture and performance typically have poor methodological quality. 

4.1 To what extent does organisational culture apply to a given context? 

Discovery 1: Nobody can agree on what constitutes "organisational culture." 
A concept used in anthropology to examine organisations as microsocieties is called organisational culture. It regards an organisation as a collection of individuals with common beliefs, traditions, and social norms. It has a connection to organisational climate but differs philosophically from it. The term "climate" describes how staff members feel about the organization's rules, regulations, and guidelines as well as the actions they witness being rewarded. Culture may be characterised as a system of common, deeply ingrained, historically based, interrelated, and hard to alter underlying norms and assumptions (Scott et al., 2003; Denison, 1996). 
At least as far back as the late 1970s, organisational culture has been studied. More than 5,300 peer-reviewed articles from academic journals published over a five-decade span are returned by searching for the phrase "corporate" or "organisational" culture in the abstract in ABI/INFORM. There does not appear to be a clear, widely agreed definition of organisational culture, even though the term is included in both academic and popular management texts. The definition of "organisational culture" is rather unclear, even with the abundance of scholarly papers. As a result, there are several interpretations of what organisational culture is. It is possible to identify two major schools of thinking, albeit doing so would be oversimplifying the situation. 

Schein's Model of Organisational Culture 
Edgar Schein (1984,2004,2006) offers one of the definitions of organisational culture that is most frequently used. He puts it like this: 
The pattern of core values that an organisation has developed, acquired, or grown to address its challenges with both internal and external integration is referred to as its organisational culture. These ideas are passed down to new members as the correct perspective on these matters and how to respond to them since they have been effective enough to be acknowledged as true. Schein (1984). 

Three separate organisational culture levels are identified by Schein's 1980s-era model: 
· Hidden presumptions and beliefs (that might be aware of or not).
· Standards and ideals on proper attitudes and behaviours (which may be actual or advocated).
· Objects (like language and symbols) that could represent them. 


4.2 What is the presumptive logic model, question two? (How does one expect it to function?)
Discovery 2: It is not evident how organisational culture improves output. 

"On studying organisational cultures," written by Andrew Pettigrew and published in 1979, is among the first empirical studies to specifically look at the impact of organisational culture. 
Since then, several popular management books, academic conferences, and special issues of scholarly journals have highlighted the influence of organisational culture on organisational outcomes, asserting that strong organisational cultures will exhibit higher levels of productivity because they demonstrate a cohesive and functional set of values, beliefs, and behaviours. Furthermore, according to Krefting and Frost (1985), organisational culture establishes the limits of the organisation in terms of personnel interactions and information-processing capacities, so giving rise to a competitive advantage. 
It takes a precise definition and a cogent theoretical framework to offer a logic model for the culture-performance relationship. As already said, both are regrettably deficient. The logic model for the culture-performance relationship, therefore, is not predicated on a single cohesive theory, but rather on several distinct and tangentially linked assumptions, many of which are tied to a given cultural profile and performance consequence. As per Cameron and Quinn (1999), there is a suggestion that a company's creative performance may be improved by implementing an "adhocracy culture," which prioritises values including development, stimulation, novelty, and autonomy.
According to Cameron et al. (2006), there is a theory that these principles motivate staff members to take chances and use their imaginations to recognise and address client requirements. Conversely, a market culture is thought to increase profitability by directing staff members' attention towards tasks that provide profitable financial outcomes.
Apart from these theories, there are several more reasons that might account for the presumed relationship between culture and performance. 

4.3 How well-established is the relationship between performance and company culture? 
Discovery 3: There is inconsistent evidence in the scientific literature linking organisational culture to performance (level A). 
Effective meta-analyses have demonstrated that the relationships between culture and performance outcomes are evenly distributed as either positive, near zero, or non-significant (e.g., Scott et al., 2003; Taras et al., 2010; Brand et al., 2012; Hartnell et al., 2011; Hunt et al., 2012; Hartnell et al., 2019). This finding aligns with the outcomes of controlled and/or longitudinal studies (Kline et al., 2000; Jacobs et al., 2013; Kim and Chang, 2019). This may have happened because organisational culture is a complex idea that may be evaluated in several ways. Measuring the link between culture and performance might therefore produce a variety of conflicting results since it is possible that some cultural elements or components will be significant in some contexts and irrelevant in others.
Discovery 4: Performance and organisational culture have a modest to low (level A) correlation.
With values ranging from zero (Brand et al., 2012) to 0.2 (Eisend et al., 2016) and 0.4 (Hartnell et al., 2019), meta-analyses have discovered a moderate to low overall link between (aspects of) organisational culture and performance outcomes. An online library of meta-analytic effect estimates from the field of applied psychology, the Meta BUS database, confirms the overall mean correlation of 0.16 found based on 60 studies. 

Discovery 5: When using strict/objective outcome measures, there is a significantly less correlation between organisational culture and performance (level A). 
When performance outcomes are assessed objectively, there is no link between them and organisational culture, according to several meta-analyses and longitudinal studies (Hartnell et al., 2019; Kline et al., 2000). In Hartnell et al.'s 2011 meta-analysis, for instance, 880 correlations from 84 studies were analysed. The results showed that, when using subjective performance measures, the correlation between culture profiles and hard/objective performance outcomes—such as an increase in revenue, the number of employees, or profitability—is significantly higher (r=0.1 versus r=0.4). 

Discovery 6: When compared to other elements, organisational culture is a poor predictor of performance (level C).
When compared to the direct effects of several other elements, organisational culture is a rather poor performance predictor, according to multiple meta-analyses. According to Taras et al. (2010), a meta-analysis comprising 598 studies revealed that cultural values had the lowest direct effect on performance, with a ρ value of 0.03. In contrast, other factors like personality traits and demographics demonstrated stronger correlations with performance, with general mental ability standing out as an exceptionally good predictor with a ρ value of 0.54. This conclusion was supported by a recent meta-analysis comprising 149 research, which showed that when leadership and performance management are considered, some cultural variables do not have a particularly strong predictive value (Hartnell et al., 2019). 

Chapter 5. Conclusion
Empirical studies examining the connection between organisational culture and performance have been hampered by several conceptual and methodological issues, including disagreements over the definition and evaluation of culture. As such, the included studies in this review are not up to the necessary methodological criteria to show a causal association, making them impossible to compare. As said before, there must be three conditions met to demonstrate a causal relationship between culture and performance. Most of the study only satisfies one of the twelve: establishing a relationship. This implies that there is clarity on the outcomes of this REA. In contrast, the findings are strikingly clear: the evidence linking organisational culture to performance is weak, and the small amount of strong evidence that does exist is not meaningful in real terms. Thus, organisations and practitioners should be cautious before devoting time and resources to company-wide culture reform projects because it is doubtful that they would result in improved performance.
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	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:
	TO WHAT EXTENT DOES THE DIFFERENCE IN CULTURE INFLUENCE PERFORMANCE? 

	2
	Proposed start date:
	20.02.2024
	Proposed end date:
	30.04.2024

	
	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
Dissertation
Cultural diversity has a big influence on a company's success in today's cutthroat business world. The workplace serves as a gathering place for individuals from all cultural backgrounds to work together and support the goals and values of the company. The purpose of the current study is to examine how management handles cultural diversity at work

(this box should expand as you type)

	4
	Research Question
· To what extent does organisational culture apply to a given context?
· What is the presumptive logic model, question two? (How does one expect it to function?)
· How well-established is the relationship between performance and company culture?


(this box should expand as you type)

	5
	Aims of Research Activity
Analysing how corporate globalisation approaches cultural diversity in the workplace based on performance is the goal of the research. Its goal is to assess how managers handle the many difficulties brought on by cultural diversity. Additionally, the advantages of cultural diversity in the workplace will be discussed. 


(this box should expand as you type)

	6
	Objectives of Research Activity
· To explore organisational culture and its importance in the workplace.
· To evaluate the beneficial effect of cultural diversity in the workplace. 
· To evaluate how the cultural differences impacts on performance. 


(this box should expand as you type)

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

	7
	Quantitative research disadvantages. Despite the advantages that have been shown, there are also clear drawbacks to quantitative research. One way that quantitative researchers fall short is by not getting a deeper grasp of the underlying meanings and reasons that underlie participants' points of view. Since quantitative researchers behave as objective observers and are unlikely to form deep ties with research participants, it would be very difficult to investigate the phenomena in its natural contexts using just scientific approaches. As highlighted by Denzin and Lincoln (2005), researchers must not to apply the positivist research paradigm that supports quantitative studies to critically evaluate the complex and dynamic environments of public education with respect to its forms, locations, and variances. Preconceived paradigms are included into the methodology of quantitative research, nevertheless. A positivist research paradigm may employ theories, variables, and hypotheses to provide more transparent results that readers and future researchers may find simpler to comprehend. Nonetheless, this research methodology does not need or encourage creative or analytical thought (De Vaus, 2014).
To understand people's attitudes, beliefs, and motives in connection to their social reality, qualitative research gathers and assesses non-numerical (descriptive) data. This type of study typically employs in-depth interviews, focus groups, or observations to collect data that is rich in context and detail. Investigating complex phenomena or getting a better grasp of people's opinions and experiences on a particular topic are two common uses for qualitative research. It is particularly useful in research endeavours when the goal is to determine the relative importance that individuals attribute to their experiences or the underlying causes of individuals' actions. Qualitative methods include ethnography, discourse analysis, grounded theory, and interpretative phenomenological analysis (Creswell, 2002). 



(this box should expand as you type)

	

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

	8
	
UK, London
(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:
ABI/INFORM Global from ProQuest, Business Source Premier from EBSCO, and PsycINFO from Ovid are the three databases that will be utilised to find research. Throughout the search, the following general search criteria will be used on all databases: 
· peer-reviewed academic journals.
· publication dates for main research were 2000–2023 and for meta-analyses, 1980–2023.
· English articles.

A variety of search phrases, including "culture," "performance," and "workplace," were combined to do the search. A search was also done for studies that made use of the Denison Organisational Culture Survey (DOCS), Organisational Culture Assessment Instrument (OCAI), Organisational Culture Inventory (OCI), and Organisational Culture Profile (OCP), which are the four most widely used quantitative methods for evaluating organisational culture. 



(this box should expand as you type)
	
	


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

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

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

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

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

	3
	Vulnerable adults?
	☐
	☒

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

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

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

	8
	People engaged in illegal activities?
	☐
	☒

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

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



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

	10
	How many participants are expected?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

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

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

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

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

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

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

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

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

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

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

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

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

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

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

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
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.
	☐
	no☐

	
	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),
	☐
	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:

	
	Password ,encription

(this box should expand as you type)



	
	Data Protection

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

	13
	Electronic transfer of data in any form?
	☐
	☒

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

	15
	Sharing of data with other organisations?
	☐
	☒

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

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

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

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

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

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	
Elena Diana Bengulescu

(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	
no

(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:
	Elena Diana Bengulescu
	Date:
30.04.2024



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Dr Taye Osadiya
	Date:
30.04.2024

	3
	Signature:
	
	



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

	5
	Signature:
	

	



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

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

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

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

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

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

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



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

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



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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