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[bookmark: _Toc240905402]Abstract
This study examines precarious work outcomes in the post-Brexit UK hospitality industry in relation to structural mechanisms of human capital investments and frontline employee motivation from critical perspectives. Based on the theories of the Social Exchange Theorem and the Self-Determination Theory, the research used a moderated-mediation method to test the effects of multidimensional training. Using a positivist quantitative approach, cross-sectional data were gathered from 260 frontline hotel staff in selected large-scale corporate hotels in London and Manchester, as well as agile independent restaurant groups, with the data strategically divided between the two locations. Partial Least Squares Structural Equation Modelling (PLS-SEM) data analysis showed that the direct impacts of task-specific training, career development opportunities and organisational support on job satisfaction were quite high and significant. Most importantly, it was established that job satisfaction was a “true” mediator in the training inputs and eventual employee motivation. Additionally, analysis of moderation showed that perceived job security is an important boundary condition, as the developmental exchange process gets paralysed by chronic contractual precarity. Lastly, no significant statistical difference was found in the two structural cohorts in a multigroup analysis, indicating that these psychological dynamics apply to the whole sector, no matter which structure a school adopts. Such data force the hands of practitioners to make secure work a key part of a training program.
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Table of Contents
Declaration and Statements	1
Acknowledgements	2
Abstract	3
Table of Contents	4
List of Figures	7
List of Tables	8
Chapter One: Introduction	9
1.1 Background of the study	9
1.2 Problem Statement	10
1.3 Research Rationale	12
1.4 Research Aim	13
1.5 Research Objectives	13
1.6 Research Question	14
1.7 Summary of Research Methodology	14
Chapter Two: Literature Review	16
2.1 Introduction	16
2.2 Theoretical Review	16
2.2.1 Self-Determination Theory (SDT)	16
2.2.2 Social Exchange Theory (SET) and Human Capital Theory	17
2.2.3 Maslow’s Hierarchy of Needs and Job Security	18
2.3 Strategic Human Resource Management in the Hospitality Sector	19
2.4 The Impact of Task-Specific Training and Organisational Support on Motivation	20
2.5 Job Satisfaction as a Psychological Mediator	22
2.6 The Moderating Influence of Perceived Job Security in the UK Hospitality Sector	25
2.7 Conceptual Framework and Hypotheses Development	26
2.7 Micro-Context: Profiling London Corporate and Manchester Independent Operators	29
2.9 Identification of the Research Gap and Emerging Issues	30
Chapter Three: Research Methodology	32
3.1 Introduction	32
3.2 Research Paradigm and Philosophy	32
3.3 Research Design	35
3.4 Data Collection	36
3.5 Population and Sample	37
3.6 Data and Analysis Procedures	39
3.7 Reliability and Validity	41
3.8 Limitations of the Research	42
3.9 Research Ethics	43
Chapter 4: Data Analysis and Findings	44
4.1 Introduction	44
4.2 Demographic Profile and Data Screening	44
4.3 Measurement Invariance (MICOM)	47
4.4 Measurement Model Assessment	48
4.5.1 Direct Effects (H1a, H1b, H1c)	51
4.5.2 Moderating Effects (H3)	52
4.5.3 Mediating Effects (H2)	53
4.8 Discussion of Findings	56
4.8.1 Introduction to the Discussion	56
4.8.2 The Direct Impact of Multidimensional Training on Job Satisfaction	56
4.8.3 Job Satisfaction as the Indispensable Psychological Conduit (H2)	57
4.8.4 The Paralyzing Effect of Job Insecurity and Demographic Realities	58
4.8.5 Structural Asymmetries: London Corporate vs. Manchester Independent Operators	59
4.9 Chapter Summary	61
Chapter Five: Conclusions and Recommendations	62
5.1 Introduction	62
5.2 Summary of Conclusions	62
5.3 Achievement of the Research Objectives	63
5.4 Recommendations for Managerial Practice	64
5.5 Contributions to Theory	66
5.6 Limitations of the Study	66
5.7 Recommendations for Future Research	67
5.8 Concluding Remarks	68
References	69
Appendix A: Demographic Table	85
Appendix B: Questionnaire	86
Appendix C: Ethics Form	90
Appendix D: Responses Collected	91






[bookmark: _Toc240905404]List of Figures
Figure 1: Self-Determination Theory by Deci and Ryan (1985)	17
Figure 2: Hierarchy of Needs by Maslow’s (1943)	19
Figure 3: Conceptual Framework	27
Figure 4: Research Onion adapted from Saunders et al. (2023)	33
Figure 5: Proportional distribution of the sample across the London corporate hotel and Manchester independent restaurant cohorts (N = 260).	45
Figure 6: Distribution of frontline employee contract types, highlighting the prevalence of part-time and precarious zero-hour arrangements within the sample.	45
Figure 7: Frontline employee tenure distribution, demonstrating acute short-term retention and turnover within the sampled hospitality workforce.	46
Figure 8: PLS-SEM baseline structural model illustrating the hypothesized path relationships and predictive accuracy (R2) for both groups.	50
Figure 9: Simple slope analysis demonstrating the significant moderating effect of Perceived Job Security (PJS) on the pathways between organisational training inputs and Job Satisfaction (JS).	53





[bookmark: _Toc240905405]List of Tables
Table 1: Measurement Invariance of Composite Models (MICOM)	47
Table 2: Construct Reliability and Convergent Validity	48
Table 3: Discriminant Validity (HTMT Ratio)	49
Table 4: Hypotheses Testing (Direct and Moderating Effects)	52
Table 5: Hypotheses Testing (Specific Indirect Effects / Mediation)	53
Table 6: PLS-MGA Group Differences for Hypothesized Paths	54





[bookmark: _Toc240905406]Chapter One: Introduction
[bookmark: _Toc240905407]1.1 Background of the study
The hospitality industry is an integral part of the United Kingdom's economy, but is in the midst of an unprecedented human capital crisis. The sector is severely short of staff following two major structural shocks: a decrease in European Union labour mobility following the Brexit referendum and continued macroeconomic volatility (Bullock et al., 2024; Sheehan et al., 2018). This has resulted in a competitive and rapidly changing environment, compelling operators to rethink strategies for talent retention urgently (Ghani et al. 2022, Kravariti et al. 2023, Munawaroh et al. 2026). In this extremely restricted setting, motivation of front-line employees is no longer a goal of the HR policy but has become a crucial factor in the survival of an organisation (Bányai, 2019; Tunio et al., 2023).
Traditionally, training in the hospitality industry has focused on short-term (claim and statistical) compliance-based activities, designed specifically for the immediate need (Baum, 2002). But as revealed by recent studies, it is evident that task-specific training and career development needs should be effectively merged to create a psychological commitment (Chowdhury, 2026; Wu et al., 2025). Structured training is an organisational signal of care, which directly improves the job satisfaction of employees (Liu et al., 2026; Mahdzar et al., 2023) and is rooted in Social Exchange Theory (SET). The supportive elements of an organisation create a positive work environment, which further results in increased levels of intrinsic and extrinsic motivation among workers. However, the processes that underlie the impact of multidimensional training on the Self-Determination Theory (SDT) outcomes of autonomy, competence, and relatedness are still vastly under-researched in precarious service contexts (Lasisi et al., 2024; Slemp et al., 2021).
Moreover, there are two key pillars and contrasting operating approaches to the UK hospitality sector between corporate and independent operators which have been largely overlooked in existing academic literature (Kotera et al., 2018; Walker and Nickson, 2024). Huge hotel corporations, which are concentrated in international centres (London, etc.), have formal and standardised human resources structures (Gannon et al., 2015). In contrast, the development pathways of independent entities like those controlling Manchester's market depend on more local and agile development in response to more limited resources (Samimi, 2023). Such an institutional gap thus has a significant impact on employees' views on the lack of job security and training (Lai et al., 2016). Although recent studies have demonstrated that job satisfaction plays a mediating role between developmental investments and turnover intention (Hoo et al., 2024), current research models do not account for the moderating effect of perceived job security on this intricate link between fundamentally different organisational scales (Jiang, 2025; Lehtonen et al., 2021; Rovetta et al., 2025).
Thus, an empirical systematic assessment of these multifaceted psychological connections is in dire need. This study directly grapples with the intersection of human capital investment and contract precariousness, which is seldom examined despite being a crucial issue, by analytically comparing the concepts of training and motivation among large corporate chains in London and independent hospitality companies in Manchester. In this regard, it is crucial to understand the renewed definition of what it means to train strategically targeted employees to be motivated and how this cooperates with an industry that is keen on retaining its frontline staff during changing macroeconomic environments.
[bookmark: _Toc240905408]1.2 Problem Statement
The UK hospitality sector today is facing an unprecedented and escalating human capital crisis at the same time as the industry becomes an increasingly vital pillar of the UK economy; staff turnover in the sector is unsustainable, and frontline labour shortages have had a negative impact on the industry due to reduced European mobility after Brexit (EOLL, 2024). In this face, all traditional recruitment paradigms are broken, revealing a critical role failure in attracting and securing the continuity of the workforce (Bokde, 2025; Cain et al., 2025). Literature on the subject often suggests a 'one-size-fits-all' approach to addressing workforce turnover by applying persistent and structured training (Baum, 2002), but the transfer of direct and psychological investments in training into an employee's ongoing motivation to remain in the job market is highly fragmented (Abukhalifa and Kamil, 2026).
The main issue is that previous empirical models do not capture the intricate causal relationships between multidimensional training factors (including immediate task-specific skills, long-term career trajectory and more) and motivational outcomes (Lasisi et al., 2024; Tunkevichus et al., 2025). While it is believed that job satisfaction stems from organizational support (Mahdzar et al., 2023), the lack of scholarship fails to explain how job satisfaction can further encourage and inspire employees' intrinsic and extrinsic approaches, specifically in contexts with high levels of precarity, such as service professions. Moreover, perceived job security as a moderator is hardly addressed in current research, even if it is clear that baseline safety needs determine the actual effectiveness of any training programme in a world where the focus is on zero-hour contracts and uncertain economic times (Kamphuis and Glebbeek, 2020; Zhu et al., 2024; Nahyan et al., 2024).
This is particularly worrying because this theory gap is exacerbated by a serious theory blind spot: academic framing of the UK hospitality sector as a unified whole (Kotera et al., 2018). A comparative account to gauge the extent to which the training and motivation model is engaged in the highly formalised and upper-scale corporate hotel chains in London, or is the agile approach in lower-resource independent restaurant groups in Manchester (King et al., 2021) different to this model? This structure implies that independent operators and their medium-sized counterparts must resort to generic approaches to human resources, which often do not work well for them because they miss the point regarding their particular operational situation (Mohamad et al., 2025).
The main issue this study investigates, therefore, is the important absence of a validated, comparative, moderated-mediation model that explicitly quantifies how multidimensional training relates to the motivation of frontline employees via job satisfaction and through a comparative perspective at the different organizational levels within a dynamic and highly volatile UK context of the hospitality sector's labour market (Afonso et al., 2021).
[bookmark: _Toc240905409]1.3 Research Rationale
This the context for this important study, which is based on a clear fundamental rationale; the need to stabilise the United Kingdom's hospitality workforce, in the face of a backstop of great macro-economic turbulence and turbulent post-Brexit labour constraints (EOLL, 2024; Pickles et al., 2025). Operators are intrinsically aware of the effects of high turnover, which erodes the quality of their services and profitability in an aggressive way, but the existing human resources paradigms are still too reactive, using periodic financial compensation instead of psychological commitment (Marinakou and Giousmpasoglou, 2019; Bokde, 2025). Thus, there is a pressing need to illustrate practical and strategic benefits of intentionally investing in delivering task-specific training and workforce development, with the key objective of transforming the industry from replacement to retention of individuals as employees (Baum, 2002; Stamolampros et al., 2019).
The study was theoretically motivated because of the fundamental need to synthesize, and at times push the envelope of the analysis of the Social Exchange Theory and the Self-Determination Theory in a unique and vulnerable service context. Previous studies have conclusively shown how organisational supports are conducive to one's baseline job satisfaction (Mahdzar et al., 2023; Jaworski et al., 2018). Yet, it fails to operationalize a comprehensive moderated-mediation model that mathematically quantifies the satisfaction that, in turn, leads to divergent paths of intrinsic and extrinsic motivation (Amayreh and Arshad, 2025). In addition, this study directly tackles the obvious lack in theory, namely, perceiving job security as a very central moderating variable, and thus how it affects an employee's psychological openness to corporate training interventions (Zhu et al., 2024; Hoo et al., 2024; Oraibi et al., 2024).
Finally, this study has a solid contextual rationale. Past research has been continuously struggling with generalizing all United Kingdom figures with regard to hospitality businesses, disregarding that there are extreme differences between different business models and that these differences strongly affect their performance (Kotera et al., 2018; Kokkranikal et al., 2024). This work aims to make fine-grained, industry-specific observations by purposefully designing an empirical comparison of the large-scale corporate hotel networks in London, UK, and the resource-scarce, independent restaurant groups in Manchester, UK. Finally, the comparative rigor ensures that the resultant conceptual framework takes a holistic approach with highly accurate, scalable and managerially actionable strategies for different United Kingdom hospitality operators to systematically optimize their important human capital investments in an efficient manner (Johnson et al., 2020).
[bookmark: _Toc240905410]1.4 Research Aim
The aim of the study is to evaluate the impact of task-specific training, career development, and organisational support on intrinsic and extrinsic motivation within the UK hospitality sector, specifically testing the mediating role of job satisfaction.
[bookmark: _Toc240905411]1.5 Research Objectives
The objectives of the study are:
· To evaluate the direct impact of task-specific training, career development, and organisational support on employee motivation in the targeted London and Manchester markets.
· To examine the mediating role of job satisfaction in the relationship between short-term task training and extrinsic motivation.
· To assess the mediating role of job satisfaction in the relationship between long-term career development and intrinsic motivation.
· To formulate strategic, evidence-based recommendations for UK hospitality operators to optimize training investments and enhance post-Brexit staff motivation.
· To assess the moderating role of perceived job security (safety needs) on the relationship between training interventions and employee job satisfaction.
[bookmark: _Toc240905412]1.6 Research Question
How do task-specific training, career development, and organisational support influence intrinsic and extrinsic motivation among UK hospitality employees, and how does job satisfaction mediate these relationships?
[bookmark: _Toc240905413]1.7 Summary of Research Methodology
The motivation and job satisfaction studies use a positivist approach, which assumes that the psychosocial variables can be objectively measured. Therefore, this research adopts an empirical approach using mono-method (quantitative) research with a deductive model that employs moderated mediation to test the conceptual model presented in the study. The survey design was going to be cross-sectional, and the type of data collection tool was a self-administered electronic questionnaire. The instrument's items are all pre-validated and use a five-point Likert scale to ensure high construct validity and reliability across the widely dispersed workforce.
Their desired audience is those working on the floor in the hospitality industry. A hybrid sampling technique comprising both purposive and convenience sampling would be adopted in order to get the necessary number of samples that would be analysed comparatively, and 150 were originally collected, but it came to 260 finally. For this sample, employees are segmented into two separate groups: 159 employees of upper-scale hotel chains in London and 101 employees from mid-scale independent restaurant groups in Manchester.
The data will be analysed in a systematic fashion: two phases. Data screening and descriptive profiling tasks would be done at the preliminary stage utilizing IBM SPSS software. Later on, inferential hypothesis testing would be done using Partial Least Squares Structural Equation Modelling (PLS-SEM) using SmartPLS. The present advanced analytical methodology is well suited to capture moderation-mediation complex relationships, and is robust with respect to the non-normal data distribution commonly found in today's service studies.
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[bookmark: _Toc240905415]2.1 Introduction
The chapter considers the existing literature regarding investment in human capital, workers’ motivation levels and examines these in the fragile environment within the international hotel and hospitality sector in the UK. The systematic funnel approach was used to firstly define the macro-theoretical basis of workplace behaviour (SDT and SET). Then, with this concept as a basis, an organized thematic survey of current empirical studies published relevant to the main study goals is listed next. This targeted analysis focuses on the direct influences of task-specific training and organisational support on motivation and explores the mediating influence of job satisfaction as well as the moderating influence of perceived job security. The findings of the significant synthesis indicate that there are gaps in education and, as such, a testable moderated-mediation model was created.
[bookmark: _Toc240905416]2.2 Theoretical Review
[bookmark: _Toc240905417]2.2.1 Self-Determination Theory (SDT) 
Self-Determination Theory (SDT) is an important theory to include when critically analysing employee behaviour within a service setting. Intrinsic motivation is defined as the desire to engage in an activity for its own sake, whereas extrinsic motivation is derived from outside the activity and/or is caused by administrative sanctions as outlined in the important theory of Deci and Ryan (1985). These typologies of motivation are essential in today's service settings (John et al., 2023; Pandya, 2024). While paying is a necessary external motivator to get people to meet minimum requirements for basic operation, there are 3 innate psychological motivators that are required for long-term engagement: autonomy, competence and relatedness (Westover, 2026). 
[image: THE SELF-DETERMINAT IN CONTINUUM (Deci & Ryan, 1985) | Download Scientific  Diagram]
[bookmark: _Toc240530613]Figure 1: Self-Determination Theory by Deci and Ryan (1985)
Workplace behaviours that foster these needs also contribute to a transition from controlled to self-regulated motivation, boosting workers' resilience and affective commitment (Wandycz-Mejías et al., 2024). These needs act as a buffer against EE in the highly demanding environments of service frontline positions (Zhao et al., 2025). Also, as illustrated in the study carried out by Tsai et al. (2023), the leadership practices that elicit and provide these intrinsic motivating functions are crucial for maintaining participation. These psychological needs are not satisfied if an environment of the service is rigidly controlled, leading to a loss of intrinsic motivation and withdrawal behaviours (Jung et al., 2023; Kohnen et al., 2024).
[bookmark: _Toc240905418]2.2.2 Social Exchange Theory (SET) and Human Capital Theory 
Social Exchange Theory (SET) is an important structural theory to accompany the intrinsic motivation of SDT. SET, first conceived by Blau (1964), is based on the universal norm of reciprocity (Gouldner 1960). For employment, this works out as some kind of dynamic psychological contract in which employees exchange their discretionary effort and loyalty for some socio-emotional and economic resource (Edeigba and Singh, 2021). The exchange matrix is further explained by Human Capital Theory (Becker, 1964), suggesting that EPs perceive organisational investments in employee development, like extensive training sessions, as very valuable resources. Investing a lot in an employee's on-the-job training indicates an organization's belief that the employee is capable and developed in his career (Riyanto et al., 2023). This investment alters the traditional employment dynamics from a transactional basis to a more psychological contract, which is characterized by a relationship-rich nature (Pei, 2026; Okolie and Memeh, 2022). SET finds that this real investment also brings about a psychological obligation to return the favour, resulting in higher employee engagement, better customer service and a stronger sense of belonging to the organisation. Retention and motivation are therefore not worker traits, but are very dynamic phenomena that depend directly on the constant support of the organisation and the reciprocation perceived by them of the managers (Forner et al., 2023). Not providing these developmental resources is a big violation of the psychological contract, which will directly cancel out employee motivation (Collins and Beauregard, 2020; Hesselberg, 2026).
[bookmark: _Toc240905419]2.2.3 Maslow’s Hierarchy of Needs and Job Security
If employees are to become self-regulated or reciprocate complex organizational investments (SDT/SET), psychological baselines must first be firmly established. The groundbreaking work of Maslow (1943), known as the hierarchy of needs, is still theoretically essential to understanding this requisite framework. According to Maslow, human motivations move in a hierarchical order: physiological and safety needs must be satisfied first before an individual can strive for higher-order needs of esteem and, finally, self-actualisation (Ghaleb, 2024). In the current service context, the ‘safety need' is mostly operationalised in terms of job security (Adriaensen et al., 2019; Han and Yao, 2026). When workers endure ongoing job insecurity, precarious zero-hour work, or a constant risk of losing their jobs, their cognitive effort goes entirely towards ‘structural anxiety' (Gharbi et al., 2025).
[image: Maslow's Hierarchy of Needs – Small Group Communication]
[bookmark: _Toc240530614]Figure 2: Hierarchy of Needs by Maslow’s (1943)
If there were no psychological safety, the foundational prerequisite for making an investment in training and stimulating the intrinsic motivation of employees, there would be no sense in doing so at all. Lack of job security hinders employees from taking any initiative to grow and prevents them from putting in extra effort, as they live in fear of being fired (Baloch and Baloch, 2026). Thus, the establishment of the basic safety of the worker through stable employment parameters is a prerequisite for theory, as well as for subsequent motivational paradigms, and is not merely administrative.
[bookmark: _Toc240905420]2.3 Strategic Human Resource Management in the Hospitality Sector 
Theories of motivation and social exchange give the psychology behind what employees do, but in isolation, they are operative through an organization's Strategic Human Resource Management (SHRM) plan (Kwong et al., 2021). In the modern hospitality world, SHRM is a key linkage between a company's overall business goals and frontline talent management (Sheehan, Grant and Garavan, 2018; Cain, Legendre and Baker, 2025). High-performance work systems in HRM do not consider training, job security, and motivation separately; they are linked and form an active system to tackle the retention issue together (Alam et al., 2024).
There has been a critique of HRM in the hospitality sector in the past that it was applying a ‘hard’ variant of SHRM: low investment, high numeric flexibility whilst viewing human capital as a resource to minimise costs (Walker and Nickson, 2024). Since the post-Brexit period, however, due to labour market reductions and macroeconomic uncertainty, an effective transition to "soft" SHRM paradigms (Sitkin, 2025; EOLL, 2024) was necessary. This model entails the intentional and systematic use of structured training academies and career paths by HR teams as the main method of attracting and keeping talent (Ghani et al., 2022). Organisations proactively design the psychological contract (Okolie and Memeh, 2022) and address innate psychological needs in a systematic way by putting task and developmental training components into formal HR policy. Therefore, the success of any training activity is heavily dependent on the extent of embedding it within the wider organisation's HRM framework for job security and employee wellness (Amayreh and Arshad, 2025).
[bookmark: _Toc240905421]2.4 The Impact of Task-Specific Training and Organisational Support on Motivation
Tacit representation of the psychological contract in the current service landscape is manifested through perceived organisational support, which is the bedrock structure of workforce motivation (Piatak and Carman, 2023). The structured training serves as an essential independent variable in this support matrix, influencing employee engagement and retention, while also enabling them to better fulfill their duties. However, a thorough thematic analysis of literature indicated that the motivational effect of training is far from homogeneous and it can vary greatly depending on the nature of the training, which in some instances is quite task-specific, and/or on the trainer's intentions of sustaining the learner's whole life insertion into careers beyond the training (Tukiran and Desianti, 2025).
This separation of training is becoming more and more the norm in modern scholarship. Comprehensive human capital improvement is largely accepted to be a sign of high organisational investment in the future trajectories of their employees; what is usually referred to as long-term career training. In doing so, this developmental support forms a complex interrelated system of motivation where each is mutually reinforcing the other (Laguerre and Barnes-Farrell, 2024), thus addressing innate psychological needs for competence and autonomy. In contrast, task-specific training is geared more tightly towards the efficiency of the immediate task and teaches the very specific and ‘compartmented’ skills needed for service delivery day-to-day (Kuntadi et al., 2023; Vliet et al., 2023). Although task-specific interventions appear to be effective for addressing job operational errors and promoting immediate benefits on confidence, critics have argued that they are not effective in achieving long-term commitment, since task-specific interventions do not demonstrate long-term investment in the relationship (Charles et al., 2025; Ravenstein and Sentse, 2026).
This bifurcation has been the source of much controversy in the current HRL. Based on self-efficacy theories, there is a prevailing empirical body that suggests that extensive training, irrespective of its time-bound nature, enhances workforce motivation by empowering them to control their working environments (Hartadi and Sujoko, 2025; Wambura, 2025). But there is an increasing number of critical studies refuting this universalist assumption (Rosinaitė, 2026). The safety coordinator and the entire crew become so overwhelmed with compliance-related task-specific training mandates that they often suffer from “training fatigue,” as shown by Safar et al. (2026). If workers face repetitive and highly structured exercises in an organisation but these are not accompanied by organisational career development, training stops being seen as the organisation's support (Konovalova, 2026). Rather, it is viewed as a tool for strong management control which undermines self-motivation and increases feelings of burnout (Saqib and Allen, 2024; Xueyun et al., 2023).
Most importantly, previous research does not systematically examine these conflicting findings in a regional and structural market context, so to speak, in an empirical vacuum; this is precisely what this study aims to do. Theoretical models are mostly based on the assumption that service environments are geographically and structurally homogeneous (Brandl et al., 2025; Donaldson et al., 2024). As a result, they don't perceive any distinction between the training impacts from massive, highly corporatised organisations (which dominate the London marketplace) and smaller, more agile and independent service groups (which are characteristic of the Manchester marketplace) (Kwong et al., 2021; Marrero-Rodríguez and Stendardi, 2023). Training is frequently very standardised, with an excessive focus on pre-determined mandatory tasks, and a very strict approach (Campbell and Warner, 2019) in the very dense London corporate environment. Independent groups working in an agile fashion often don't have the resources to support large, comprehensive corporate academies; instead, on-the-job training is fast, cross-functional and highly relational (Temel et al., 2026).
Indeed, current literature does not easily answer the question of why identical training interventions can elicit an extreme motivational response on the one hand, and compliance fatigue reactions on the other, as with a Manchester-based SME and a London corporate franchise. Hence, this study falls directly into this gap and aims to offer a critical evaluation of the direct impacts of the training structure, in the targeted geographic markets, in order to determine how organisational scale and regional agility fundamentally affect the training-motivation nexus (Aksoy et al., 2022).
[bookmark: _Toc240905422]2.5 Job Satisfaction as a Psychological Mediator
In the complex structure of HRM, structural variables like training are not necessarily received as behavioural variables like motivation. No, rather, they need a strong psychological conduit. Job satisfaction has since become one of the key mediating links between organisational investment and workforce retention, a construct on which much contemporary research is focused. Job satisfaction as a dependent variable has been reconceptualised in contemporary structural approaches, moving beyond just a terminal outcome (Cao et al., 2026), to a force that is highly reactive and dynamic, as it links the nature of the process by which employees respond to and internalise structural supports (Benevene et al., 2020; Gwal, 2025).
The literature analysis made at this stage shows that such mediation and its typology are greatly influenced by the time dimension of the training provided, with each type producing a different typology of motivation if the time dimension differs (Ismail et al., 2024). In the short term, task-oriented training mainly helps employees acquire the skills required in their present job (Permana, 2026). This type of structural support is often directly related to a person's level of job satisfaction because they are able to directly improve immediate incidents of frustration in the work environment (Zahs and Schmodde, 2026). This satisfaction is, however, inversely related to subjective improvement and thus most frequently leads to external motivation (Schulz et al., 2025). In such cases, the employee wants to carry out the task in a productive way to ensure operational harmony and to gain external benefits but staying in the job is still a transactional psychological contract that is prone to violation or breach (Edeigba and Singh, 2021).
On the other hand, long term career development programmes are of a much more psychological dimension. Organisational skill development, when done comprehensively and in a forward-thinking manner, leads to a sense of psychological fulfilment, autonomy, and feeling valued by the organisation, illustrating the art of creating a fulfilled employee. Organic, future-oriented skill development imbues immense satisfaction in terms of psychological fulfilment, autonomy, and feeling valued by the organisation, which can be viewed as the art of creating a fulfilled employee. This is an underlying dimension of job satisfaction that can be an influential factor for intrinsic motivation (Kaya et al., 2021; Luwei and Huimin, 2024). The employee interacts with their work not just for external compliance, but the work has become satisfying, and the employee's career has gone hand in hand with the work (Sari and Nugroho, 2023). It is this type of satisfaction, intrinsically motivated, as Forner et al. (2023) have shown empirically, that can support long-term organisational commitment and protect against systemic burnout.
The bifurcation is subtle and thus provides an important alternative frame of reference in understanding previous empirical confrontations. Many of today's studies lack an explanation for the failure of many competitive and well-resourced training programs to boost overall workers' motivation (Adraoui, 2025; Wright et al., 2025; Zhao et al., 2025). The changed perspective is striking and sets a precedent: when a training program does not lead to a sustainable sense of job satisfaction, the path to development is completely broken. An essential reorientation arises from this perspective: Without true job satisfaction, one loses the way to a developmental leap (Kaur, 2026). Lacking such an affective connection, employees see training programmes as a one-way benefit conferred by management on them, and as a purely administrative burden, without mutual benefits (Olabisi and Itodo, 2025; Omoyele et al., 2026). It thus implies that the whole transformation of generic human resources models to uptake any training for motivated staff (Mabaso and Ontong, 2025) is flawed. If there is no baseline job satisfaction, as Piatak and Carman (2023) suggest regarding the subjective processing of managerial interventions, they will reject the structured training. Hence, managers need to ensure that training interventions are clearly oriented towards developing and fostering the desired pipeline (in this case, job satisfaction) to induce changes in the behaviour of their employees (Zhai et al., 2022).
[bookmark: _Toc240905423]2.6 The Moderating Influence of Perceived Job Security in the UK Hospitality Sector
The current conjuncture of the UK hospitality industry is characterised by a high macroeconomic volatility and great macroeconomic fragility (Vázquez-García et al., 2025). The post-Brexit labour shortage, however, has occurred at the same time that there has been a huge acceleration in precarious contracts, according to Sitkin (2025). What's more, according to Statista (2025), the food and accommodation sector had the highest zero-hours contract rate for the UK in 2025, at 28.8%. Health and social work had the second largest proportion of zero-hours employment (16.8%), after public administration (2.1%). This systemic precarity puts employees in a very precarious working environment where a perception of job insecurity is not uncommon; rather, it is endemic to this industry (Bullock et al., 2023, Camilleri et al., 2023, Ioannou, 2023, Matina, 2025, Seubert et al., 2025). This widespread instability inevitably changes the psychological and emotional deal that exists between employees and employers because workers put the needs of survival above work and personal growth (Huertas-Valdivia et al., 2017).
Today the very precarious contractual arrangements are being discredited in human resource literature because of their terrible psychological impact. Although originally viewed as tools to stimulate operational agility and market flexibility (Lavelle et al., 2023; Wallace and Coughlan, 2022) in early neoliberal economic theory, more recent frameworks within occupational psychology have suggested the severe consequences for the stability of the workforce. Khaoudi et al. (2026) contend that experiencing acute psychological distress because of chronic (ongoing) job insecurity causes an employee's affective commitment to the firm to effectively be neutralized. Without the assurance of employment, steady pay and its necessary signals, workers exist in an indefinitely prolonged condition of threat rigidity and mental exile (Hngoi et al., 2024; Kang and Li, 2024). This gives rise to an entire break in the psychological agreement between the employee and organisation (Piatak and Carman, 2023).
Importantly, this acute job insecurity has a powerful mitigating effect that is actively stalling the Social Exchange Theory (SET) process. A reciprocal exchange of inputs, as outlined in the foregoing, is one of the conditions in SET that is observed to trigger continuous motivation of the workforce within organisations, as a result of investment by the organisation. When a solid foundation level of job security is lacking, though, such a reciprocal process is completely cut off (Debus et al., 2025; Siphelele et al., 2025). As shown by Nikolova, Caniëls and Sverke (2022), when job insecurity perception is high, the positive affective outcomes of developmental investments are completely overcome. From a practical point of view, if the training programme delivered by the hospitality organization is excellent with a high level of training of quality, it would be useless to create job satisfaction if the employee has a low self-efficacy that his job is fundamentally unsafe (Martins et al., 2025; Mousa et al., 2023). However, the precarious worker perceives training as an exploitative part of a system where he or she feels like he or she is being ripped off (Cuyper et al., 2018; Nemțeanu et al., 2021). Therefore, it is important to note that the relationship between training and job satisfaction and retention is only a possible pathway that can only be operationalised if there is perceived job security (Forner et al., 2023).
[bookmark: _Toc240905424]2.7 Conceptual Framework and Hypotheses Development
This research suggests a rigorous model of structure. To let the theory of social exchange and self-determination operate at the theoretical level. (Gelencsér et al., 2024; Wei et al., 2022). The conceptual framework, as visually portrayed, underlies the isolation of three Independent Variables (IVs), namely Task-Specific Training Adequacy, Career Development Opportunities and Organisational Support for Training. It is posited that these structural inputs will then have an impact on the final Dependent Variable (DV), namely Employee Motivation. But between Job Satisfaction and the relationship, there exists the critical central intermediating relationship of the Mediating Variable (MV) (Ngah et al., 2021). In addition, as mentioned above, Perceived Job Security is clearly located as a Moderating Variable (ModV) in the macro-economic precarity of the UK services market. According to the conceptual framework, this moderator has a direct involvement with the predictive pathways between organisational training inputs and the psychological mediator (Rabiul et al., 2021).
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[bookmark: _Toc240530615]Figure 3: Conceptual Framework
This conceptual framework has the potential to produce a series of well-defined, statistically testable hypotheses. Based on the literature of human capital, investments in the capabilities of employees create a strong reciprocal psychological contract (Edeigba and Singh, 2021). The intensity of targeted training directly decreases operation friction and meets psychological needs of the competitive self-efficacy in the workplace, which are vital human needs (Barile et al., 2023; Teodorovicz et al., 2023). Likewise, the symbolism of the LT DPPs symbolizes a deep, relational organisational commitment, which constitutes a higher-order psychological contract that will unleash autonomous satisfaction (Morin et al., 2023). In addition, strong structural support represents the ‘symbolic expression of the perceived organisational support’ which is an important predictor of affective fulfillment (Piatak and Carman, 2023). The following direct relationships are accordingly hypothesised:
H1a: Task-Specific Training Adequacy has a significant positive relationship with Job Satisfaction. 
H1b: Career Development Opportunities have a significant positive relationship with Job Satisfaction. 
H1c: Organisational Support for Training has a significant positive relationship with Job Satisfaction.
Second, as already critically synthesisised in previous parts, training inputs can only lead to ongoing behavioral motivation if they are able to create an intermediate affective level of fulfilment. Benevene et al. (2020) and Warr et al. (2013) state that, if Job Satisfaction is not a dynamic, psychological conduit, the structural investments are regularly interpreted by the workers as mere, administrative transactions, instead of reciprocal.
H2 (Mediation): Job Satisfaction significantly mediates the relationship between organisational training variables (Task-Specific Training Adequacy, Career Development Opportunities, Organisational Support for Training) and Employee Motivation.
Finally, according to the basic principles of occupational psychology, basic safety needs should come first before higher levels of reciprocity (Fiore et al., 2023). The mechanism of social exchange becomes paralysed at the basis if people are constantly living in such a state of precarity, leaving undisturbed the positive affective effects of investments in training realised during work in an organisation (Forner et al., 2023).
H3 (Moderation): Perceived Job Security significantly moderates the relationship between the training variables and Job Satisfaction, such that the positive relationships are structurally weakened when perceived job insecurity is high.
This conceptualisation brings together some of the conflicting theories affecting work participation in precarious circumstances. The structural model offered simultaneously incorporates moderation and mediation pathways, so it not only tests the averagely tricky mechanics of the UK sector but also avoids the generic correlation of bivariate relationships. Now there is an urgent need to test these parameters with the help of empirical data, so as to render a smooth flow in the methodology chapter.
[bookmark: _Toc240905425]2.7 Micro-Context: Profiling London Corporate and Manchester Independent Operators 
A crucial condition for implementing the comparative goals of such research is that the theoretical frame should be based on the relevant strategy and structure of the selected case study groups.
The London Corporate Hotel Sector 
London respondents are frontline workers in multi-national mega-chains, mostly at Whitbread (Premier Inn) and InterContinental Hotels Group (IHG). These organisations are highly centralising and have a wealth of resources in relation to HRM (Gannon, Roper and Doherty, 2015). Their training arrangements are very standardised, often coming from a digital compliance academy, and many have very rigorous brand-overarching operational audits (Marinakou and Giousmpasoglou, 2019). These settings often provide formalised career development and statutory job security but the size of the remote and impersonal management structures can often result in demotivation and burnout of staff (Wallace and Coughlan, 2022).
The Manchester Independent Food and Beverage (F&B) Sector 
On the other hand, the Manchester group is aimed at the mid-range independent restaurant groups, like Mission Mars and Elite Bistros. These organisations are very different in their paradigm of structures. In contrast, without the financial power of MNCs, their HRM strategies are highly flexible, based on a strong relationship and heavily dependent on fast, cross-functional and on-the-job training (Mohammad, Shahrin and Ghazali, 2025; Gelencsér et al., 2024). These independent operators are likely to have high intrinsic motivational features in their highly autonomous workplace cultures but are also extremely resource-constrained. To ensure flexibility of operations, they often have casual or precarious (zero hours) contracts (Lavelle et al., 2023; Seubert et al., 2025).
This paper directly tests the full training-motivation nexus and examines how it is qualified and influenced by underlying structural factors in the SHRM such as the high discretisation of the academies of Whitbread and IHG versus the low/agile structuring of groups like Elite Bistros.
[bookmark: _Toc240905426]2.9 Identification of the Research Gap and Emerging Issues
This critical review of existing literature reveals two gaps in empirical studies that are in dire need of being addressed through the present study. First, the current literature on human resource research always defines the United Kingdom (UK) hospitality industry as a whole, without considering anything else about it. There is a lack of theoretical models for making a comparative analysis of a formalised network of corporate hotels in London and informal networks of Manchester-based independent restaurants, where there are limited resources for meeting the demands of a highly competitive market. A systemic approach keeps the development of differentiated retention strategies for sectors at bay. Second, although there is literature that recognizes the importance of job satisfaction as a mediating variable between investments in development and workforce motivation, the literature does not acknowledge any macroeconomic precarity that is part of the labour market today, and more specifically the post-Brexit labour market. There are limits to the extent of explicit testing of the structural moderators, and perceived job security is not included in the extant models. They assume that social exchange mechanisms go well and do not take into account that the relationship between training and motivation can be stuck when it comes to contractual anxiety. Therefore, the theoretical propositions underlying the newly created moderated-mediation conceptual model have yet to be investigated. Comprehensive and quantitative research is therefore imperative to address the above emerging problems and to see the effectiveness of training on motivation given the precarious situation under contrasting structural contexts. So, the data on these themes will need to be collected in quantitative terms, which naturally leads into methodological parameters outlined in Chapter Three, and a structural equation model.

[bookmark: _Toc240905427]Chapter Three: Research Methodology
[bookmark: _Toc240905428]3.1 Introduction
The chapter aims to provide an exhaustive and critical blueprint of the research design to justify the specific methodological decision necessary to achieve the general aim of this work. A complicated relationship exists between the training interventions, job satisfaction, perceived job security and multidimensional employee motivation in U.K. hospitality, which requires a highly structured and empirical assessment. This chapter carefully outlines the underpinning research philosophy that underlies the study, which is then transformed into a research design that is applied to the real world in terms of an actionable method of analysis, namely quantitative research. In addition, Data Collection tools, population of drawings and the hybrid sampling methods used to obtain the relevant comparative data for London's corporate hotel sector and Manchester's independent restaurant sector are explicitly explained. Lastly, the chapter affords a firm argumentation of the selected analytical technique of Partial Least Squares Structural Equation Modelling (PLS-SEM) and critically discusses the reliability, validity, ethical criteria and limitations of the chosen methodological approach. Each methodological decision is made clear in the context of the study's goal of testing the proposed conceptual model of the moderated-mediation.
[bookmark: _Toc240905429]3.2 Research Paradigm and Philosophy
The Research Onion by Saunders et al. (2023) is used as an overall framework to systematically structure the methodological design of this study. When successively unwrapping this conceptual onion, it is possible to go step by step from lofty philosophical assumptions to the nitty-gritty mechanics of data-gathering. As can be seen in Figure 3.1, at the outside lies the research philosophy, followed by the deductive approach, the quantitative survey approach, the cross sectional time horizon and the ethical issues that were resolved in the use of a structured electronic questionnaire at the core.
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[bookmark: _Toc240530616]Figure 4: Research Onion adapted from Saunders et al. (2023)
The basis of any serious empirical study is the research philosophy that guides one's abstract understanding of the nature of reality and the practices of knowledge production and validity (Saunders et al., 2023). Generally, there are three main philosophical orientations or paradigms which are most commonly assessed: interpretivism, pragmatism and positivism (Bell and Bryman, 2022). Under the premise of interpretivism, it has been assumed that reality is rather subjective and socially constructed from the points of view and perspectives of social actors. It uses qualitative methods, such as ethnography or phenomenological interviews, to get into the depths of human experience and the meaning employees attribute to their experiences of workplaces (Creswell and Creswell, 2018). An interpretivist paradigm provides much depth, but is consciously discarded in the present study. Basically, InterpretiVism is missing the mathematics that would allow testing of predetermined hypotheses over a large population; they do not have any objective measure of the strength, direction, or significance of the mediating and moderating variables proposed in the concept map for this study.
In contrast, pragmatism claims that which epistemology is best depends upon the problem being investigated and often adopts mixed epistemologies, like subjective exploration with objective measurement (Saunders et al., 2023). However, under the time limitations and resource limitations of a Masters Level dissertation a mixed methods pragmatic approach would be spread out too thinly and compromise the analytical rigor needed to tease out the complex structural equation modelling underpinning this study.
Hence in this study a purely positivist approach to research was used. Paradigmatively, positivism believes in an objectivist ontology recognizing that intrinsic motivation, job satisfaction and perceived job security are social entities and psychological constructs that are independent of the researcher and measurable through observable and quantifiable phenomena (Bell and Bryman, 2022). From the epistemological perspective, a positivist approach is philosophically sound since the goal of this research is not to explain the new phenomena that may be emerging in the workplace, but instead to test a very specific, preconceived moderated-mediation model based on already established theories, namely SMT and SDT. The researcher takes a 'positivist' view in being an independent, objective observer of the inquiring situation, with these instruments being structured and standardized from which the researcher gathers numerical data. This paradigm can be used to derive law-like generalisations about specific directionality 'mappings' between investments in human capital and motivational outcomes within the geographical and structural limits specified by the hospitality market in the targeted region of the UK.
[bookmark: _Toc240905430]3.3 Research Design
Based on the positivist approach to epistemology, the research applied a quantitative mono-method research design in order to achieve the goals of the research. A deductive approach starts with the existing literature and developed macro-level theories and synthesizes them to generate highly specific testable hypotheses, which then are tested rigorously against empirical data collected in the field (Creswell and Creswell, 2018). This so-called "top down" architecture is especially useful for this study, an architecture in which the oversight or conceptual approach would lead directly to the variables which should be isolated and measured.
The design of the research used was mono-method design, in order to carry out this deductive strategy the research completely did not add any qualitative component. The main reason that makes implementation of a purely quantitative design critical is because of the need of operation to achieve the desired research objectives. The study addresses the intervening course of job satisfaction as to how different training dimensions influence employee motivation, and importantly, perceived job security as a moderating factor in this complete psychological flow. The mediation and moderation analysis are not statistically provable, but are suggested thematically using qualitative methods. However, a quantitative design can provide help in using complex multivariate statistical algorithms that can separate the variance contributed by each independent variable in relation to dependent variables (Hair et al., 2019).
Moreover, the study has a cross sectional time horizon which is aimed at collecting data from the concerned population at a specific time. Although a longitudinal design would, in theory, more insightfully illustrate the chronological change in employee motivations, this design type is impractical for this academic project due to the limited timeline. Hence, a cross-sectional quantitative survey-type approach would be most resilient, attainable and methodologically appropriate for ultimately gaining representation of the uniform variance needed to implement Structural Equation Modelling among the geographically spread-out hospitality employees.
[bookmark: _Toc240905431]3.4 Data Collection
The main quantitative data necessary for such a cross-sectional design have been collected using a structured, electronic and self-administered questionnaire. The challenge to this particular instrument is either methodological, due to the superiority of other methods, or pragmatic, because they do not work at all. As mentioned in the previous blog post, frontline staff members are heavily constrained on time, and highly dispersed and shift-based as well, especially in the UK hospitality industry. Within such a demanding hotel and restaurant dynamic, it would be prudent to respond to questionnaires at all due to the distributed influence on activities and significantly minimized response rates. An electronic survey, on the other hand, enables the individual to have time to consider their answers during their off-duty time or set break time; it decreases pressure and encourages an authentic reaction (Bell and Bryman, 2022).
Most importantly, the creation of the research instrument is not based on the creation of new questions that have never been used in the study, which would seriously endanger the construct validity of the study. Rather it is wholly operationalised by means of the pre-validated and standardised measurement scales which are directly taken from seminal empirical studies. Using scales that are already established and proven to measure the psychological latent constructs that they claim to measure makes the study more accurate. For example, factors such as task-specific training adequacy and organisational support are drawn from well-known human capital studies, and the dependent variables, intrinsic and extrinsic motivation, are also measured by pre-validated scales from Self-determination Theory (e.g., Lasisi et al., 2024; Mahdzar et al., 2023). In the same vein, the moderating variable, perceived job security, is measured using known occupational psychology scales measuring contractual anxiety and employment security.
All of the items in the core theoretical framework are assessed using a five-point Likert scale, which has a range from "Strongly Disagree" to "Strongly Agree" to offer the necessary range of variance sensitivity for a path analysis. In this scaling approach, a respondent is directly asked to rate the strength of his/her agreement and the responses are then considered continuous data for structural equation modelling, which results in ordinal data (Hair et al., 2021). The questionnaire is well designed and divided into three sections: a preamble to secure informed consent, a demographic section to collect non-identifying categorical data (tenure, geographic location, and business type), and the core construct section comprising a series of randomised items across the Likert scale, with the aim of reducing order-effects bias.
[bookmark: _Toc240905432]3.5 Population and Sample
This study is targeting only active employees who are front-line at UK's hospitality industry. This population is specifically constrained by two groups of geographic boundaries and by two groups of structure boundary, employees employed at upper scale, corporate hotel chains in London (e.g. InterContinental Hotels Group, Whitbread) and employees employed at mid-scale, independent restaurant and hospitality groups in Manchester (e.g. Elite Bistros, Mission Mars).
One of the methodological challenges significant to this study is the sample size to be used. In the case of a quantitative survey with Partial Least Squares Structural Equation Modelling (PLS-SEM), the number of samples needs to be clearly determined using statistical power requirements and not arbitrarily (Hair et al., 2019). According to the "ten times rule" for selecting a sample size (Hair et al., 1995), a minimum of N=150 valid responses is required (a sample size rule of thumb for medium effect sizes, as determined by standard GPower analytical parameters).
Ideally, this sample of 150 would be stratified, and to provide a solid foundation for the comparative investigation, 159 London-based corporate hotel and 101 Manchester-based independent restaurant respondents were recruited.
The sampling procedure is an explicit decision made not to use pure convenience sampling, which is a fundamental indicator of methodological rigour. A purely friend/family/casual section only accounts for huge selection bias, meaning that the material cannot be generalised to the actual operational context in the target hospitality market(s) (Bell and Bryman, 2022). Rather, a highly structured hybrid (both purposive and convenience) sampling strategy is used in this study. The sampling is purposive as it is intentionally designed and selected to include people who possess the necessary and very specific attributes of the study's boundaries (i.e. frontline workers at the cities and businesses of interest). In order to gain physical access to this target group, he/she would make use of multi-layered gatekeeping. This direct, formal contact would be made through professional network sites like LinkedIn and corporate e-mail networks with regional Human Resources managers and operational directors. Once formally approved by these gatekeepers, the electronic survey link can then be officially shared within the company's existing messaging platforms, resulting in high ecological validity, moral integrity and substantial optimization of the ultimate response rate without compromising operations (Creswell and Creswell, 2018).
A formal multi-tiered gatekeeping process was implemented, and the desired tightly-defined population was able to be physically accessed. The researcher used LinkedIn to identify and analyse/count the number of targeted Regional London corporate hotels (e.g. Whitbread, IHG) and Manchester independent groups (e.g. Elite Bistros); these were then approached. The first of these was to present the study as a formal research prospectus highlighting its strict anonymity procedures and providing a summary of the final retention findings as a return. The HR departments got informal, verbal authorization and then distributed the electronic survey link formally, in writing. Just that specific tools for Internal Communications, such as the staff's email portals and secure employee scheduling apps were used ensuring high ecological validity, moral integrity and a significant optimization of the final return rate, while avoiding interference on fast-paced service operations by the researcher.
[bookmark: _Toc240905433]3.6 Data and Analysis Procedures
The analytical phase of this methodology is very systematic, and an advanced statistical algorithm is used to ensure the validity, reliability and managerial actionability of the empirical results. Once data collection was done, the raw numerical data would be downloaded from the web-based survey application and analysed using a two-phase systematic analytical process.
For the latter, there are two phases, including preliminary data screening and descriptive statistical analysis with the help of IBM SPSS software. The data set must also then be thoroughly cleaned before any advanced hypothesis testing can be carried out. SPSS would be used to address missing data points, using potential mean replacement if the percentage of data points missing is <5%, or listwise deletion if there are severely unengaged responses, in which case these would be identified as missing (Saunders et al., 2023). In addition, SPSS would supply descriptive statistics such as frequencies, means and standard deviations which would provide an effective profile of the demographic variation of this dual city hospitality sample to ensure that there were no extreme outliers that would contribute overwhelmingly to the data set.
Phase two follows on to the use of complex inferential hypothesis testing Using Partial Least Squares Structural Equation Modelling (PLS-SEM) implemented in the program SmartPLS. Seminal methodological authors (e.g., Hair et al., 2019; 2021) make a strong argument for using PLS-SEM as opposed to covariance-based SEM (such as AMOS). PLS-SEM has been specifically developed for predictive analysis and has the unique capability of estimating highly complex models with multiple independent variables, parallel mediators and moderators in a single systematic algorithmic process. In addition, variables derived from human behavioural surveys often do not meet the multivariate normal assumptions necessary to use the covariance-based methods. A non-parametric approach, PLS-SEM, can accommodate any distribution of the data and can attain high statistical power, especially for a smaller sample size with a high degree of data stratification (as is the case in the current study with a goal of 150 participants).
The PLS-SEM analysis would follow a strict evaluation procedure in which the two-step approach is employed. The first step deals only with the measurement model, testing whether the observed survey items are good indicators of the actual underlying construct (or constructs) being measured. After the strength of the measurement model is tested and verified, the second step is to verify the structural model. This involves using a bootstrapping sample of sub-sample size 5,000, in order to obtain stable path coefficients, t values and p values. This in-depth structure assessment would be needed to prove or disprove the three specific hypotheses concerning the direct effect of training programmes, the mediated effect of job satisfaction and the moderated effect of perceived job insecurity.
Given that one of the key goals of this research was to make a comparative analysis of the London corporate sector versus the Manchester independent sector, two advanced analytical extensions to PLS-SEM were explicitly included in the analysis (Hair et al., 2021). Initially, the Measurement Invariance of Composite Models (MICOM) procedure was performed. In order to guarantee that subsequent differences in structure are neither attributable to measurement error nor an artifact of how the survey instrument was interpreted, MICOM was an essential prerequisite step. After the invariance has been established, a Partial Least Squares Multigroup Analysis (PLS-MGA) was used. The non-parametric significance test between the bootstrapped path coefficients systematically compares the two different cohorts and gives definitive statistical evidence that organizational scale (corporate vs. independent) significantly contributes to changing the training-motivation dynamic.
[bookmark: _Toc240905434]3.7 Reliability and Validity
There are high standards within the methodology and design for reliability and validity to ensure that the results of research are scientifically sound. Reliability is when the measurement equipment and instruments are consistently repeatable, while validity is when the tools used really measure what they are supposed to measure; that is, they measure the theoretical constructs they are fundamentally designed to appraise (Bell and Bryman, 2022).
The research instrument was pilot-tested, requiring the strictest criteria for a representative sample of the target population (N=15) before it was officially used in the study to proactively prevent structural faults in the instrument and semantic misunderstandings. This pilot was used as a significant diagnostic instrument and led to specific aspects of the final instrument. First, field reactions to the instrument provided responses that some academic jargon used in the Job Satisfaction scale was difficult to translate; for this reason, some aspects of that scale, such as affective commitment, were "translated" into professional pride, which was clearer for those who are not academic. Second, the pilot showed that there was a potential for cohort contamination, so the researcher added an obligatory digital screening section at the survey start. This strict branching logic excluded any participant who did not clearly fit in with the London Corporate and Manchester Independent cohorts and maximized the lack of measurement error while retaining the structure of the data.
Reliability and validity would be tested based on a measurement model in this data analysis using SmartPLS (Hair et al., 2019). Internal consistency reliability would not be solely dependent on the traditional Cronbach's Alpha, which can be sensitive to the number of items, but would also use the Composite Reliability (CR) score; all constructs should be greater than the strict threshold of 0.70 (Izah et al., 2023). Validity of the same factors (convergent validity) would be checked by making sure the Average Variance Extracted (AVE) of each factor exceeded the minimum requirements (AVE = 0.50). In addition, the Heterotrait-Monotrait (HTMT) ratio of correlations would be used with great confidence to assess the discriminant validity. The HTMT procedure enables us to determine whether each variable (such as intrinsic and extrinsic motivation) is statistically distinct, and whether the survey items are simply measuring the same thing at random. Lastly, Harman's single-factor test would be performed in SPSS to test against a possible single dominant factor in the data set to correct for common method bias inherent in using one source.
[bookmark: _Toc240905435]3.8 Limitations of the Research
Although methodological precautions have been taken, there is an academic need to accept and affirm the limitations intrinsic to the research design used. The main constraint is due to the cross-sectional time horizon. All of this empirical data represents one instance in time, and this means that the statistical strength and the directionality of the relationships suggested by the model cannot be truly concluded as longitudinal/causal, despite this being evident in the model (Saunders et al., 2023). From the cross-sectional data, clearly there is a strong correlation between training and job satisfaction, and between job satisfaction and motivation, but the theoretical framework strongly suggests that training leads to job satisfaction, and job satisfaction to greater motivation.
Also, self-administered, self-reported psychometric scales can always be susceptible to social desirability bias. Frontline employees, who are asked to assess their own intrinsic motivation and job satisfaction, are subject to a natural psychological inclination to overestimate positive traits of the workplace or, at least, report slight increases of developmental engagement commensurate with the perceived norms of the profession (Bell and Bryman, 2022). Although possible using absolute anonymity protocols, the subjective nature of self-reporting is well known as a risk to all kinds of quantitative behavioural research.
[bookmark: _Toc240905436]3.9 Research Ethics
Maintaining absolute ethical integrity is a foremost task for this postgraduate research. This research has followed all the extensive ethical requirements laid out by The University of Wales Trinity Saint David (UWTSD). A complete PG2 Ethics Form has been submitted and approved by the institutional ethics review body before any primary data collection and/or gatekeeper interaction is completed.
It is based on robust, core ethical principles such as informed consent, voluntary participation and confidentiality of data. Management structures would not coerce or pressure any participant to sign the survey as part of their studies. The electronic questionnaire starts with an obligatory Participant Information Sheet that explains the exact nature of the study, the absence of any physical or psychological risk and stresses that there is absolutely no penalty for withdrawing from the process (up to the final electronic form submission). To prevent social or occupational harm, particularly for the employees who are requested to assess the training support provided by their management and job security, absolute anonymity is permanently ensured. The digital survey is specifically designed so that it can not collect IP addresses, email tags or specific names of workplaces. In addition, any resulting quantitative data would be kept on highly secure UWTSD cloud servers with all security measures applied and adhering to the current United Kingdom General Data Protection Regulation (UK GDPR) fully in line with which all quantitative data published for statistical data models would never identify which individual respondent it came from.
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Chapter 4: Data Analysis and Findings
[bookmark: _Toc240905438]4.1 Introduction 
This chapter presents the results of the quantitative data. Partial Least Squares Structural Equation Modelling (PLS-SEM) is used for the analysis, which consists of two levels: measurement model and structural model. This chapter The chapter outlines in detail how data were screened, how data were demographically profiled, how the Measurement Invariance of Composite Models (MICOM) tests were conducted, how the measurement models were assessed (reliability and validity checks) how the structural models were tested (tests for direct, moderating, and mediating hypotheses), and finally, how the Multigroup Analysis (MGA) of the London corporate and Manchester independent cohorts was performed.
[bookmark: _Toc240905439]4.2 Demographic Profile and Data Screening 
There were 260 valid responses in the final data set which easily met the a priori minimum number of samples per square of 150. There was no missing data issues due to a rigorous screening process, which required the electronic survey to ensure the answer to all the core construct items were obtained.
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[bookmark: _Toc240530617]Figure 5: Proportional distribution of the sample across the London corporate hotel and Manchester independent restaurant cohorts (N = 260).
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[bookmark: _Toc240530618]Figure 6:Current employer type of the participants
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[bookmark: _Toc240530619]Figure 7: Participants being employed in current organisation
Demographic profiles show that workers are mostly employed in precarious or very flexible conditions. Most of the respondents (40.0%, N=104) are employed on a permanent part-time basis, closely followed by full-time workers (33.1%, N=86). Interestingly, 20.4% (n=53) of those included in the sample are on zero hours or casual contracts, which highlights the precariously structured nature of the UK hospitality industry. Twice again, looking at tenure shows a highly transient workforce (66.2% (n = 172) have been with their current employer for less than six months, and 25.0% (n = 65) for 6 months to one year). It is this critical lack of long term retention that puts into perspective the need to know how training affects employee satisfaction and motivation.
Geographically and structurally, the sample is well-stratified for the multigroup analysis. The London corporate hotel cohort comprises 159 respondents (61.2%), while the Manchester independent restaurant cohort consists of 101 respondents (38.8%).
[bookmark: _Toc240905440]4.3 Measurement Invariance (MICOM) 
Measurement invariance should be methodologically established prior to carrying out the multigroup analysis (MGA) to compare the London and Manchester cohorts. Using the Measurement Invariance of Composite Models (MICOM) procedure, the same meaning is given to the survey items by respondents regardless of which geographic or structural group they come from. The results might mistakenly be assumed to be differences in the actual structural paths when there is no difference in the paths, if invariance was not established.
The three steps of the MICOM procedure are establishing Configural Invariance (Step 1), compositional invariance (Step 2) and equality of composite mean values and variance (Step 3). Since the same indicators, data treatment and algorithm settings were adopted in both groups, Step 1 is automatically met. The results of Steps 2 and 3 are shown in Table 4.2. The original correlation (c) of all constructs is 1.000 or close to 1.000; all Step 2 permutation p-values are above the 0.05 significance level (e.g., EM p=0.116; JS p=0.070), which indicates compositional invariance. In addition, all constructs have mean difference and variance difference p-values (Step 3a and 3b) greater than 0.05. Thus, the measurement of the model is supported by full measurement invariance, which means the data can be pooled and statistically valid multigroup comparisons are possible.
[bookmark: _Toc240530628]Table 1: Measurement Invariance of Composite Models (MICOM)
	Construct
	Step 2: Original Correlation (c)
	Step 2: Permutation p-value
	Step 3a: Mean Diff. p-value
	Step 3b: Variance Diff. p-value
	Invariance Established?

	CDO
	1.000
	0.535
	0.068
	0.140
	Full

	EM
	1.000
	0.116
	0.587
	0.431
	Full

	JS
	1.000
	0.070
	0.914
	0.974
	Full

	OST
	1.000
	0.267
	0.389
	0.865
	Full

	PJS
	0.921
	0.177
	0.797
	0.166
	Full

	TSTA
	1.000
	0.097
	0.391
	0.054
	Full


[bookmark: _Toc240905441]4.4 Measurement Model Assessment 
The measurement model looks at the reliability and validity of psychometric scales measuring the latent variables. This is carried out separately for the London (L) and Manchester (M) cohorts.
Cronbach's Alpha and Composite Reliability (rho_c) are used to measure the internal consistency reliability. As indicated in Table 3, all constructs of both groups show excellent reliability and are well above the strict threshold of 0.70. Task-Specific Training Adequacy (TSTA) is an example with a Cronbach's Alpha of 0.980 (L) and 0.965 (M), which means that the items on the scale are quite consistent in measuring the construct. The Average Variance Extracted (AVE) is used to check the convergent validity of the latent construct by testing how much each of its indicators accounts for the variance of the latent construct. All the AVE values are far above the minimum value (0.50). In the whole instrument, the lowest AVE is 0.830, for Perceived Job Security (PJS) in the London group, which simultaneously indicates 83% of the variance in the indicators, thus excellent convergent validity of the overall instrument.
[bookmark: _Toc240530629]Table 2: Construct Reliability and Convergent Validity
	Construct
	London: Alpha
	London: CR (rho_c)
	London: AVE
	Manchester: Alpha
	Manchester: CR (rho_c)
	Manchester: AVE

	CDO
	0.969
	0.980
	0.942
	0.972
	0.982
	0.948

	EM
	0.976
	0.982
	0.932
	0.977
	0.983
	0.937

	JS
	0.965
	0.977
	0.934
	0.961
	0.974
	0.927

	OST
	0.972
	0.982
	0.947
	0.973
	0.982
	0.949

	PJS
	0.970
	0.936
	0.830
	0.966
	0.977
	0.935

	TSTA
	0.980
	0.987
	0.961
	0.965
	0.977
	0.935


Discriminant validity is achieved when each latent construct is empirically different from the other latent constructs of the structural model. This is done based on the Heterotrait-Monotrait (HTMT) ratio of the correlation. Table 4 shows that most of the HTMT values are much lower than the conservative limit of 0.85, suggesting good discriminant validity. The maximum ratio found is for Job Satisfaction (JS) and Employee Motivation (EM) with 0.905 for London and 0.933 for Manchester. These are high but not liberal (in fact, below the liberal value of 0.95). Social Exchange Theory, which posits that affective satisfaction is undoubtedly connected to behavioural motivation, is founded on the principle that this powerful salience ought to be totally anticipated. In general, all indices of the measurement model show good psychometric characteristics, thereby paving the way for testing structural hypotheses.
[bookmark: _Toc240530630]Table 3: Discriminant Validity (HTMT Ratio)
	Construct
	CDO
	EM
	JS
	OST
	PJS
	TSTA

	CDO
	-
	
	
	
	
	

	EM
	0.391 (L) / 0.461 (M)
	-
	
	
	
	

	JS
	0.409 (L) / 0.485 (M)
	0.905 (L) / 0.933 (M)
	-
	
	
	

	OST
	0.044 (L) / 0.130 (M)
	0.566 (L) / 0.506 (M)
	0.577 (L) / 0.470 (M)
	-
	
	

	PJS
	0.081 (L) / 0.115 (M)
	0.081 (L) / 0.106 (M)
	0.024 (L) / 0.055 (M)
	0.024 (L) / 0.056 (M)
	-
	

	TSTA
	0.075 (L) / 0.079 (M)
	0.485 (L) / 0.365 (M)
	0.483 (L) / 0.414 (M)
	0.034 (L) / 0.030 (M)
	0.030 (L) / 0.198 (M)
	-


(Note: L = London Group; M = Manchester Group).
4.5 Structural Model Assessment
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[bookmark: _Toc240530620]Figure 8: PLS-SEM baseline structural model illustrating the hypothesised path relationships and predictive accuracy (R2) for both groups.
A bootstrapping procedure (generating 5,000 subsamples) was further used to test the significance of the path coefficient (β) of the structural model. The precision in the prediction of this model is very high. The independent variables (constructs) accounted for a large proportion of the variance in Job Satisfaction (R2 = 0.752) and the overall variance explained by the model in Employee Motivation was impressive (R2 = 0.771). This highly predictive capacity shows the effectiveness of the proposed moderated mediation model in the UK hospitality industry.
[bookmark: _Toc240905442]4.5.1 Direct Effects (H1a, H1b, H1c) 
It  presents the outcomes of the direct hypotheses testing.
· H1a (TSTA -> JS): Task-Specific Training Adequacy has a strong and highly significant positive influence on Job Satisfaction for both the London (β = 0.490, p=0.000) cohort and the Manchester (β = 0.458, p=0.000) cohort. It means that a major source of job satisfaction involves equipping members of the front line with up- to-the-minute and "hands on" skills. There is strong support for H1a.
· H1b (CDO -> JS): In London and Manchester, H1b (CDO -> JS) is also positively correlated and very strong (β = 0.400, p=0.000; β = 0.443, p=0.000, respectively). This validates that long-term developmental pathways are indications of relational investment, with affect as the outcome. H1b is hotly endorsed.
· H1c (OST -> JS): Job Satisfaction (JS) is positively and significantly predicted by H1c (Organisational Support for Training) in both London (β=0.452; p=0.000) and Manchester (β=0.423; p=0.000). Those who strongly feel management puts effort into training and providing support for training applications will increase psychological satisfaction. H1c is highly recommended.
[bookmark: _Toc240905443]4.5.2 Moderating Effects (H3) 
Moderation hypothesis 3 stated that other training variables' relationship with Job Satisfaction would be moderated by Perceived Job Security (PJS). This can be clearly seen, and the results validate the inputs in all the training. This impact of PJS in TSTA is relevant, as shown by the positive and significant beta for Job Satisfaction in London (0.180 with p = 0.001) and in Manchester (0.220, p = 0.007). Similarly, PJS positively moderates the CDO to JS pathway (London: β = 0.091, p=0.047; Manchester: β = 0.201, p=0.004) and the OST to JS pathway (London: β = 0.205, p=0.000; Manchester: β = 0.204, p=0.029). Here are the results providing compelling empirical evidence of how much more satisfied employees are at the end of training when they believe they are contractually secure. On the other hand, if the level of precarity is high, the reciprocal psychological process begins to lose its effect and investments in human capital fail to take effect. Thus, H3 is fully supported.
[bookmark: _Toc240530631]Table 4: Hypotheses Testing (Direct and Moderating Effects)
	Hypothesis
	Structural Path
	London (β)
	London p-value
	Manchester (β)
	Manchester p-value
	Support

	H1a
	TSTA -> JS
	0.490
	0.000
	0.458
	0.000
	Supported

	H1b
	CDO -> JS
	0.400
	0.000
	0.443
	0.000
	Supported

	H1c
	OST -> JS
	0.452
	0.000
	0.423
	0.000
	Supported

	H3
	PJS x TSTA -> JS
	0.180
	0.001
	0.220
	0.007
	Supported

	H3
	PJS x CDO -> JS
	0.091
	0.047
	0.201
	0.004
	Supported

	H3
	PJS x OST -> JS
	0.205
	0.000
	0.204
	0.029
	Supported
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[bookmark: _Toc240530621]Figure 9: Simple slope analysis demonstrating the significant moderating effect of Perceived Job Security (PJS) on the pathways between organisational training inputs and Job Satisfaction (JS).
[bookmark: _Toc240905444]4.5.3 Mediating Effects (H2) 
Hypothesis 2 stated that Job Satisfaction acts as a link between organisational training inputs and eventual Employee Motivation. Specific indirect effects (Table 4.6) validate strong mediation effects for both for all three pathways. The indirect effect of TSTA on EM via JS is highly significant (London: β = 0.430, p=0.000; Manchester: β = 0.415, p=0.000). In the same way, for CDO, this relationship is also mediated by the effect of job satisfaction (London: β = 0.351 (significant at the .000 level); Manchester: β = 0.401 (significant at the .000 level)). The same psychological conduit operates for OST (London: β = 0.397, p=0.000; Manchester: β = 0.383, p=0.000). This points to the fact that at the end of the day, the transfer from structural training to motivational aspects of it isn't automatic, but they must follow certain effective steps to achieve affective job satisfaction. H2 is fully supported.
[bookmark: _Toc240530632]Table 5: Hypotheses Testing (Specific Indirect Effects / Mediation)
	Hypothesis
	Mediation Path
	London (β)
	London p-value
	Manchester (β)
	Manchester p-value
	Support

	H2
	TSTA -> JS -> EM
	0.430
	0.000
	0.415
	0.000
	Supported

	H2
	CDO -> JS -> EM
	0.351
	0.000
	0.401
	0.000
	Supported

	H2
	OST -> JS -> EM
	0.397
	0.000
	0.383
	0.000
	Supported


4.6 Multigroup Analysis (MGA) 
Comparisons of the differences in the strengths of the relationships supported by both the London corporate group and the Manchester independent group are examined statistically using the PLS-MGA procedure.
Table 4.7 shows that although there are huge differences between the two environments, there are no statistically significant differences between the two cohorts. The path difference of Task-Specific Training Adequacy on Job Satisfaction is just 0.032 (p=0.706). The greatest difference was found to be Job Security (moderator) and Career Development (PJS x CDO -> JS), with a difference of -0.110. However, this "divergence" is also not statistically significant and has a 2-tailed p-value of 0.183.
These are extremely informative MGA results. They signify that within the UK hospitality area, the psychological structure that governs training, security, satisfaction and inspiration is a common base mechanism. The basic laws of Social Exchange Theory can be seen to occur in the same way for an employee working in an independent group in Manchester as it does in a London mega-chain, training increases satisfaction, which increases motivation, and the absence of security or stability produces a paralysis in the exchange.
[bookmark: _Toc240530633]Table 6: PLS-MGA Group Differences for Hypothesized Paths
	Hypothesis
	Structural Path
	Path Difference (London - Manchester)
	2-tailed p-value
	Significant Group Difference?

	H1a
	TSTA -> JS
	0.032
	0.706
	No

	H1b
	CDO -> JS
	-0.043
	0.562
	No

	H1c
	OST -> JS
	0.028
	0.763
	No

	H3
	PJS x TSTA -> JS
	-0.040
	0.667
	No

	H3
	PJS x CDO -> JS
	-0.110
	0.183
	No

	H3
	PJS x OST -> JS
	0.001
	0.974
	No


4.7 Summary of Hypotheses Results 
The validation results from empirical analysis are found to be total, showing that the proposed conceptual framework is validated. The direct effects (H1a, H1b, H1c) show that the multidimensional training and support mechanisms strongly predict Job Satisfaction. According to the mediation analysis (H2), this satisfaction is also a psychological intermediate link that is indispensable and successfully connects the structural training investment to a high level of Employee Motivation. In addition, this moderation analysis (H3) finally substantiates the concept of it serving as a critical boundary condition, in which it can be said that the developmental exchange process is robbed of its structure if contractual anxiety becomes too concrete. Finally, the Multigroup Analysis verifies that these psychological dynamics are common to the two companies, both large corporate chains and medium independent players, in the current market in the UK, allowing a fair and solid blueprint to be generalized for application in human resource strategies after Brexit.
[bookmark: _Toc240905445]4.8 Discussion of Findings
[bookmark: _Toc240905446]4.8.1 Introduction to the Discussion
This was an empirical study that focused on the moderated-mediation model of human capital investments, employee motivation and the challenging situation of hospitality sector employment in the UK. To understand the effect of the multidimensional training inputs on job satisfaction, and job satisfaction on motivation as mediated by the perceived job security through structural model testing, Self-Determination Theory (SDT) and Social Exchange Theory (SET) were applied. These links between large scale London corporate hotels and flexible and autonomous Manchester F&B enterprises were also compared. In this section, the results from PLS are analyzed, critically evaluated and confronted with the literature for drawing industry-wide implications. Findings are statistically secure and the theoretical model is substantiated, but shouldn't be overgeneralized. They can suggest and assume the characteristics of the industry but it has to be synthesized and kept within the sampled groups.
[bookmark: _Toc240905447]4.8.2 The Direct Impact of Multidimensional Training on Job Satisfaction 
The empirical findings provide clear support for the direct positive effects of Organisational Training Interventions on Job Satisfaction (H1a, H1b, H1c). Task-Specific Training Adequacy, Career Development Opportunities, and Organisational Support for Training proved to be strong predictors of affective workplace fulfilment in both the London corporate and Manchester independent groups.
The result of this finding relates strongly to the main tenets of Social Exchange Theory, which are generally advanced by Blau (1964) and have more recently been operationalised in the current hospitality research by Edeigba and Singh (2021). Based on data analysis, it is concluded that the psychological contract in relation to the dynamic moral contract is successfully carried out when the organisation provides resources for employee development. The results are intriguing because they provide an alternative telling of a narrative that has received much criticism in the literature. For example, as noted by Safar et al. (2026) and Xueyun et al. (2023), such a heavy reliance on task-specific training, as a tool for task-specific management, often causes “training fatigue” and rapidly leads to burnout and other negative consequences. But the status quo is in direct conflict with the universalist notion. The direct path from Task-Specific Training Adequacy to Job Satisfaction had the highest value for London ($\beta$ = 0.490) and Manchester ($\beta$ = 0.458). This means that, rather than increases in fatigue, empowering frontline workers with the precise skills to competently perform their assigned tasks day-to-day directly addresses the intrinsic psychological need for competence, as SDT suggests (Deci and Ryan, 1985; Westover, 2026).
Furthermore, the positive and significant contributions of Career Development Opportunities strongly substantiate the notion that Career Development Opportunities indicate a deep level of relational investing, as outlined by Laguerre and Barnes-Farrell (2024). The employees perceive that their employment is not transactional, but instead a psychological contract, showing their organisation cares about their future after they become useful to the organisation, based on the experience of a deep level of relatedness (Pei, 2026; Okolie and Memeh, 2022). The cumulative effects of these direct ones thereby validate the theoretical notion of the "soft" Strategic Human Resource Management (SHRM) paradigms cited by Sitkin (2025) as well as by Ghani et al (2022) are not just theoretical, but also mathematically demonstrated necessities to achieve a point of satisfaction at baseline during this present turbulent macroeconomic environment.
[bookmark: _Toc240905448]4.8.3 Job Satisfaction as the Indispensable Psychological Conduit (H2)
A core theoretical premise of this study was that structural HR inputs do not necessarily lead to behavioural outcomes psychological conduits are needed. Using the Specific Indirect Effects (H2), the results show the significant mediation of each of the three training variables on Employee Motivation in both geographic cohorts in a comprehensive manner.
Being able to reverse-engineer job satisfaction, as this finding does, also aligns with the modern structural reconceptualisation of job satisfaction that places it as a very dynamic and reactive mediating phenomenon, as supported by Cao et al. (2026) and Benevene et al. (2020). What is clear from the data is that training interventions have to first deliver operational friction relief (Zahs and Schmodde, 2026) or psychological autonomy over the long term (Kaya et al., 2021; Luwei and Huimin, 2024) before any motivational dividend is paid out to the employer.
This mediation result is an important diagnosis of the main reasons why many training programmes with a high budget and diversity of competitors are not effective in enhancing the motivation of their workforces, which is a recurring theme in current literature (Adraoui, 2025; Wright et al., 2025; Zhao et al., 2025). In the theoretical review, it was established that without the true satisfaction with the job the developmental pathway is completely broken and it has been proved by empirical study. This forms a gap between the two that is absent and leaves the frontline worker with the sense that what is planned is definitely one-sided and knows nothing about them. Hence, the generic human capital model in which any training results in motivated staff (Mabaso and Ontog, 2025) is empirically unsound. In line with Piatak and Carman (2023), the design of training should go beyond mere skills acquisition and encompass job satisfaction training aimed at facilitating behaviour change.
[bookmark: _Toc240905449]4.8.4 The Paralyzing Effect of Job Insecurity and Demographic Realities 
The strongest results of this study, which are also pertinent to the current context, were the influence of Perceived Job Security (H3, a strong moderating effect). The structural analysis showed that job security substantially increases the positive effect of training on satisfaction, and that high precarity structurally reduces or paralyses the reciprocity of the influence of training and satisfaction.
This statistical result is well vindicated by the alarmingly demographic result gotten during data screening (Section 4.2). The sample profile identified a very precariously structured workforce: 20.4% were on zero-hour or casual contracts, and an eye-watering 66.2% had been in their current role for under six months. It is only in linking this demographic reality to the structural model that a clear validation of Maslow's (1943) ‘Hierarchy of Needs' is clearly visible within the contemporary hospitality industry in the UK. According to Han and Yao (2026), as well as Adriaensen et al. (2019), higher-order needs of actualisation and reciprocity cannot be achieved without first satisfying the foundational safety needs.
If 66.2% of personnel in a company is rotating within its six-month window, then the mental capacity of these employees is caught up with "structural anxiety" (Gharbi et al., 2025). Empirically, H3 validates the mathematical showing of the severe neutralising effect of the investment in training by the management under those volatile conditions. This makes it clear that, as indicated by Forner et al. (2023) and Nikolova, Caniëls and Sverke (2022), the very foundation of the precarity of work undermines the social exchange mechanism. However, despite the best-designed organisational Career Development Opportunities, the precarious worker will still be likely to see this as an exploitative requirement in an untrustworthy system (Cuyper et al., 2018; Nemțeanu et al., 2021; Martins et al., 2025). The high number of zero-hour contracts shown in the demographic data is therefore a fundamental psychological barrier that actively undermines the psychological contract and makes investment in training pointless (Hngoi et al., 2024; Kang and Li, 2024).
[bookmark: _Toc240905450]4.8.5 Structural Asymmetries: London Corporate vs. Manchester Independent Operators
The ultimate goal of the current study was to determine whether the theoretical model of motivation differed between discrete structural and geographical units by performing a Multigroup Analysis (MGA). It's important to consider that, although both the London corporate hotels and the Manchester independent F&B operators fall under the umbrella of the UK hospitality industry, they are not exact like-for-like comparators.
The latter, as to be expected in the literature, identifies and allocates financial resources on a very large scale; has a very centralised SHRM identity, and very standardised online compliance academies (Gannon, Roper and Doherty, 2015; Marinakou and Giousmpasoglou, 2019). The Manchester independent F&B sector (e.g., Elite Bistros), on the other hand, thrives with high agility and strong relational ties while maintaining significant resource constraints which necessitate turning towards expedient and rapid on-the-job training and employing impermanent contract flexibility to sustain its operations (Mohammad, Shahrin and Ghazali, 2025; Gelencsér et al., 2024; Lavelle et al., 2023).
These extreme operational asymmetries would make one think there would be big differences in the psychological processes involved in training and motivation. But, interestingly enough they showed a nonempirical fact: the path coefficients for the two cohorts are not statistically different. The path difference for any other moderation between Job Satisfaction and Task-Specific Training Adequacy was only 0.032 (p=0.706), and the path difference for Job Security on Career Development was only -0.110 (p=0.183), respectively, which was not significant.
This absence of statistical divergence is a very provocative finding in the literature. It suggests that, while the instruments and the resources to train can vary drastically between a global giant and a regional independent restaurant group (Temel et al., 2026), the human being's response to the inputs that are given to it is universal. These underlying principles of Social Exchange Theory and Self-Determination Theory are the same, regardless of the size of the organisation. The psychological architecture can be traced as a strategy of targeted training, affecting satisfaction, which in turn propels people's behavior, for both London and Manchester: the contract precarity decimates the whole dynamic.
But practitioners and researchers need to be aware of the limitations of the study. While these findings can be interpreted as broadly applicable across the industry with respect to human psychology in the UK, care must still be taken when translating these findings into concrete operational recommendations specific to the different business models (Brandl et al., 2025; Donaldson et al., 2024).
[bookmark: _Toc240905451]4.9 Chapter Summary
Finally, the empirical results are discussed and offer a well-conducted, well-cited argument for the proposed moderated-mediation model. This section provides a continuing comparison between PLS-SEM and SDT/SET, revealing that merely dumping training programmes in isolation on the UK hospitality industry's employees cannot resolve their retention problem. Rather, investments in Human Capital must be thoughtfully designed to create Job Satisfaction and, most importantly, be built on a strong foundation of Perceived Job Security. In addition, the cross-tabulation of the actual demographic circumstances of short-term tenure and zero-hour precarity provides context for the moderating variable of job insecurity's ravaging impact on the industry talent pipeline. Whether a company's running a large-scale hotel or a small, non-traditional independent restaurant, the psychological laws of employee engagement apply to everyone.



[bookmark: _Toc240905452]Chapter Five: Conclusions and Recommendations
[bookmark: _Toc240905453]5.1 Introduction 
This chapter is the culmination of the research and systematically draws together the empirical conclusions from the quantitative study on the investment in human capital in the UK hospitality industry. This study's general objective was to assess the role of the multidimensional training paradigms on such frontline employees' motivational level and mathematically establish job satisfaction's mediation role along with perceived job security's moderation role. This chapter makes a final conclusion from the findings presented in Chapter Two, the thorough positivist methodology outlined in Chapter Three, and the complex PLS-SEM conducted in Chapter Four. Consciously reviews effectiveness of original research purposes and gives highly specific, relevant alternatives for implementation in management practice. The chapter concludes with a summary of theory the study contributes, a clear discussion of the methodological limitations of the study, and some ideas for future research.
[bookmark: _Toc240905454]5.2 Summary of Conclusions 
For the empirical research, it is important to note that the relationship between organisational training and stable employee motivation is not a simple, automated causal relationship, but is a very complex and psychological relationship with specific boundary conditions. Based on the analysis of the PLS-SEM, a decisive result was found, indicating strong structural influencing factors on frontline motivation such as training adequacy (dependent on the type of tasks) as well as career development and organisational support of training. But the structural model revealed that this is exactly the case: developmental investments are entirely reliant on job satisfaction and subject to this as an active psychological conduit. Goals of training: When efficient, it allows and demonstrates an investment in relationships and results in profound affective satisfaction, which in turn leads to a high level of behavioural commitment. However, if the training is not satisfactory, the growth path is completely disrupted, and the employees are not even given the feeling that the training is a helping or providing hand; rather, it is increasing the burden on the organization and hinders the growth of the organisation (Benevene et al., 2020; Kaur, 2026).
Moreover, the study's findings point towards a foundational paralysis of this social exchange mechanism by contractual precarity as a lived reality of the working class. The moderation analysis yielded statistically significant evidence that perceived job security is an important threshold or 'boundary condition' for workforce engagement. The record levels of zero-hour contracts aspectively mitigate the positive affective effects of investments in human capital within the sample. Overall, the Multigroup Analysis (MGA) revealed no statistical differences among the London corporate hotel group and the Manchester independent restaurant group. This indicates that the need for security functions as the basis for providing relational reciprocity, regardless of the hospitality operator's structure or finances, and this rule does not vary between the UK and the rest of the world.
[bookmark: _Toc240905455]5.3 Achievement of the Research Objectives 
The research architecture was based on a set of very specific objectives aimed at interrogating the training-motivation nexus, which were all accomplished in rigorous adherence to the quantitative methodology. For the first objective of assessing the direct impact of task-specific training and organisational support on workplace attitudes, the direct structural paths concluded that this was achieved. The analysis revealed that all training variables being targeted had a significant direct positive impact on job satisfaction, in affirmation of the basic principles of the Social Exchange Theory (Edeigba and Singh, 2021).
The second objective aimed at obtaining a critical isolation and measurement of the mediation of job satisfaction. This was done by examining the positive indirect impacts in the SmartPLS bootstrapping process. The statistical results were able to demonstrate that job satisfaction is the perfect interface between the structural HR inputs and motivational outputs in a way that achieved the objective of mapping the psychological pathway needed for continued engagement.
The final goal was to evaluate the level of moderation of perceived job security as a result of the post-Brexit labour volatility (Sitkin, 2025). The researcher was able to quantify this objective by incorporating interaction terms in the structural equation model, offering clear evidence that contractual anxiety structurally undermines developmental investments' positive effects. Ultimately, the goal of a comparative analysis between the London corporate market and Manchester independent market was fully realised using the Measurement Invariance of Composite Models (MICOM) and Multi-group Analysis. The research objectives were successfully achieved, allowing the researchers to shift the theoretical views into a validated, mathematically rigorous, sectoral empirical version.
[bookmark: _Toc240905456]5.4 Recommendations for Managerial Practice 
Empirical results postulate that human capital should be managed at the strategic level in the United Kingdom hospitality industry. Recommendations do, however, require an operational reality and remember that there are different resource implications across different business models.
The first is the job insecurity overwhelming recommendation: When it comes to zero-hour and precariously low-paying contracts, hospital executives need to recognize the need for a rapid recovery. In situations of chronic contractual anxiety, the workforce lives in fear and is reluctant to invest in training programs so as to ensure they can remain employed, which directly results in a low motivational return on investment from spending financial capital on training (Forner et al., 2023). So, operators should establish protocols for minimum guaranteed hours and clear schedules to help ensure the front-line workers’ basic safety needs are met. The consequences for resources of this suggestion are obviously significant, especially for agile, independent working operators based in Manchester who are being supported through numeric flexibility, to create the freedom to deal with erratically fluctuating profit margins (Lavelle et al., 2023). The financial loss, however, from stable staff turnover at short-term service of 66.2% found in this study must be seen strategically against the cost of implementing them. In the case of large corporate chains in London, it is more of a change of corporate policy and not a problem of solvency, which means that when mandated by the executive board, it's quite possible to be implemented.
Secondly, management needs to rework their training interventions with a specific intent of maximizing job satisfaction, in addition to merely adhering to the tasks. It is demonstrated that training does not translate into motivation unless it is sort of a true investment in relationships. This would entail the "humanisation" of the very highly standardised digital academies of corporate mega-chains in London. The financial resources and Learning Management Systems (LMS) already exist in these corporations and the challenge is to change the culture of the organizations so that learning is perceived as supportive and not threatening (Wallace and Coughlan, 2022). In contrast, there is a lack of capital for digital academies in Manchester for independent operators. They suggest making their existing informal, or on-the-job, training more formal and explicit, through the development of career pathways. This is low cost, based on people's time and mentoring. Independent operators can build intrinsic motivation while ensuring long-term loyalty simply by explicitly conveying to their employees how today's shift education is leading to tomorrow's career progression.
In conclusion, wherever the resources are deployed, whether in a multinational hotel or in a bistro in a remote spot, management has to deal with the investment for human resources as a whole. Moreover, training and development cannot be separated from contractual security and employee well-being; they all belong in a single package of Strategic Human Resource Management to effectively deal with the current labour crisis.
[bookmark: _Toc240905457]5.5 Contributions to Theory 
The contribution of the present research can be identified at various levels and is quite valid in terms of academic literature related to occupational psychology and HRM. First and foremost, it greatly expands the analysis scope of Social Exchange Theory (SET) and the Self-Determination Theory (SDT) and tests them in a context of risky precarity. This study provides perceived job security as a theoretical boundary condition, as traditional SET models consider the exchange between employer investments and employee motivation to be seamless (Edeigba and Singh, 2021). Mathematically, it elucidates that high job insecurity paralyzes the social exchange process and thus offers a much-needed corrective to the universalist versions of the human capital model that neglect the bottom-level safety needs proposed by Maslow (1943).
Moreover, this study presents a methodological novelty in resisting the academically ingrained impulse to present the hospitality sector in the UK as a single entity (Kwong et al., 2021). The study isolated organisational scale by using a Multigroup Analysis between a highly formalised corporate environment and an agile, resource-poor independent environment. This theoretical discovery, that the psychological mechanisms of motivation work the same in these structurally different cohorts, is profound. It demonstrates that even though the enactment of Strategic Human Resource Management has to change with finance and structure, the psychological processes of cognitive and affective processing of the front-line worker remain constant. The structural validation establishes a highly reliable framework in future research that is moderated-mediational and has been tested in the context.
[bookmark: _Toc240905458]5.6 Limitations of the Study 
Even though extensive methodological precautions were implemented and highly significant statistical results were achieved, this study has some inherent weaknesses that must be openly recognized. The main constraint is the time horizon of a quantitative research design as cross-sectional. As all of these empirical data were obtained at the same time in the same place, the causal relationship cannot be absolutely established at the longitudinal level from the obtained structural equation model (Saunders, Thornhill and Lewis, 2023). In the case of the cross-sectional data, the theoretical framework implies job satisfaction causes motivation; however, in reality, it only shows that there is a highly significant concurrent structural correlation.
Secondly, a subjective self-report method, due to using a self-administered electronic survey, is inherent. If frontline employees rate their own contract anxiety, professional pride, and intrinsic motivation, their ratings are inevitably shaped by their own opinions, transitory feelings, and thoughts about work. This subjectivity introduces the possibility of bias towards social desirability responding, as respondents' developmental engagement is likely to be exaggerated in line with the norm held in their profession (Bell and Bryman, 2022).
Thirdly, it is important to have a delicate awareness of the limits of generalising. A conscious attempt was made to include in the study different cohorts both in terms of location (London and Manchester) and structure of the operations (to provide a structural diversity to the sample), but the sample is essentially limited by these. As a result, the outcomes can only be suggested and inferred to explain how it might work more generally for the UK hospitality sector as a whole; findings are therefore not able to be unconditionally generalised to different sectors of services, international markets, or professions in different contexts without great risk of ecological fallacy.
[bookmark: _Toc240905459]5.7 Recommendations for Future Research 
Based on the current study's drawbacks and suggestions for future research, several research directions are strongly recommended to enrich the human resource management discipline. Future researchers need to use longitudinal research designs to conclude that the training-motivation linkage is indeed a cause-and-effect relationship. It would be valuable to conduct a multi-year study of a cohort of hospitality workers to examine their levels of motivation before, during and after the implementation of particular developmental programmes to ascertain the long-term sustainability of the psychological contract.
In addition, although this quantitative study has successfully mapped the relationships in the structural network and determined the strength of the connections, it failed to capture the lived experience of the workers in its deeply nuanced aspects. Future studies should utilise qualitative or pragmatic mixed-methods designs, with phenomenological interviews, to determine what it is about some training interventions that engender compliance fatigue and others deep intrinsic motivation. Finally, in the future, other comparative studies could be carried out to test whether the London-Manchester binary represents an ongoing global trend, or if such moderated mediation occurs in other sectors that face similar levels of precariousness in the gig economy, such as rural hospitality and global contexts.
[bookmark: _Toc240905460]5.8 Concluding Remarks 
The UK hospitality sector is in a major transition period and is accustomed to navigating through difficult periods. This study clearly demonstrates that human capital shouldn't just be a resource to manage, throw away and treat like a temporary thing. Industry sustainability has to be deep and systemic to attain real job security, and to work consciously to develop positive psychological satisfaction in the workplace.
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	Demographic Variable
	Category
	Frequency (N)
	Percentage (%)

	Location and Sector
	London Corporate Hotel
	159
	61.2%

	
	Manchester Independent
	101
	38.8%

	Contract Type
	Full-time (Permanent)
	86
	33.1%

	
	Part-time (Permanent)
	104
	40.0%

	
	Zero-hour / Casual
	53
	20.4%

	
	Temporary / Fixed-term
	17
	6.5%

	Tenure
	Less than 6 months
	172
	66.2%

	
	6 months to 1 year
	65
	25.0%

	
	1 to 3 years
	17
	6.5%

	
	More than 3 years
	6
	2.3%
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Part 1: Participant Information and Consent Form
Project Title: The Impact of Training and Development Programmes on Employee Motivation in the UK Hospitality Industry
Institution: Swansea Business School, University of Wales Trinity Saint David (UWTSD)
Welcome to the Study
You are invited to participate in a postgraduate research study exploring how training initiatives and job security influence workplace motivation within the UK hospitality sector. The survey will take approximately 5 to 8 minutes to complete.
Confidentiality and Rights:
Your participation is entirely voluntary. All data is collected completely anonymously; no names, email addresses, or specific workplace locations will be recorded. The data will be used strictly for academic research and securely stored in compliance with UK GDPR regulations. You may withdraw at any time prior to submitting your responses by simply closing your browser.

Consent Declaration
Please confirm the following to proceed to the survey:
· [ ] I have read the information above and freely consent to participate in this study.
(If left unchecked, the survey terminates).

Part 2: Mandatory Screening Section
(Survey Logic: This section acts as a digital gatekeeper. If respondents do not select Option A or Option B in question S2, they are disqualified, ensuring your 75/75 split remains perfectly intact).
S1. Are you 18 years of age or older?
· [ ] Yes (Proceed)
· [ ] No (Terminate Survey)
S2. Which of the following best describes your CURRENT frontline employment? (Please select one)


· [ ] Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London. (Proceeds to London Corporate Cohort)
· [ ] Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester. (Proceeds to Manchester Independent Cohort)
· [ ] Option C: Neither of the above / I work in a different sector or city. (Terminate Survey)

Part 3: Demographic Profile
D1. What is your current employment contract type?
· [ ] Full-time (Permanent)
· [ ] Part-time (Permanent)
· [ ] Zero-hour / Casual contract
· [ ] Temporary / Fixed-term contract

D2. How long have you been employed with your current organization?
· [ ] Less than 6 months
· [ ] 6 months to 1 year
· [ ] 1 to 3 years
· [ ] More than 3 years

Part 4: Core Measurement Scales
Instruction to Participants: Please indicate your level of agreement with the following statements regarding your current workplace. (1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree).

Section A: Organisational Training Interventions 
· TSTA1: The training I receive equips me with the exact practical skills needed to perform my daily tasks without error.
· TSTA2: I receive sufficient on-the-job training to confidently handle immediate operational challenges during my shift.
· TSTA3: The short-term training provided by my employer makes my daily duties significantly easier to complete.

Career Development Opportunities (CDO)
· CDO1: My organisation provides clear, structured pathways for my long-term career advancement.
· CDO2: I am frequently offered developmental training that prepares me for future promotions or higher-level roles.
· CDO3: I feel that my employer actively invests in my long-term professional growth, beyond just my current daily tasks.

Organisational Support for Training (OST)
· OST1: Management provides me with the necessary time, resources, and coverage to actively participate in training programmes.
· OST2: My supervisors actively encourage and support me in applying the new skills I learn during training.
· OST3: Overall, my organisation demonstrates a strong, visible commitment to continuous employee development.

Section B: The Psychological Mediator and Moderator
· JS1: Taking everything into consideration, I am highly satisfied with my current job in this organisation.
· JS2: My current role gives me a profound sense of personal accomplishment and professional pride.
· JS3: I am highly satisfied with the way my organisation treats and supports its frontline employees.

Perceived Job Security (PJS) [Moderator]
· PJS1: I am highly confident that I will be able to keep my current job for as long as I wish, regardless of economic changes.
· PJS2: My current employment arrangement provides me with highly stable, predictable working hours and income.
· PJS3: I do not feel threatened by the possibility of being laid off or having my hours suddenly reduced in the near future.

Section C: Employee Motivation Outcomes 

· EM1: I am highly motivated to exert my best effort to achieve my daily workplace goals.
· EM2: I consistently feel driven to go above and beyond what is strictly required of me in my job description.
· EM3: My current work environment inspires me to maintain a high level of energy and dedication throughout my shifts.
· EM4: I am deeply committed to delivering the highest possible quality of service to our customers.
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APPLICATION FOR ETHICAL APPROVAL – INTRODUCTORY NOTES



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



The University follows the OECD Frascati manual definition of research activity: 

“[C]reative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. 

As such this covers activities undertaken by:

· Members of staff (academic staff or support staff);

· Individuals holding honorary title from the University;

· Postgraduate research students;

In all of these cases ethical review is required regardless of discipline.



The individual undertaking the research activity is known as the lead researcher.



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



For most projects you will only need to complete sections in the main part of the form. A few projects will need more detailed ethical consideration and will need you to fill in sections in an appendix. At some points in this form you will be asked questions about your research in the following way:



		1

		Does your research involve <<something specific>>?

		YES

		Click to continue to appendix <<N>>

		NO

		Continue to the next section



		2

		Have you completed appendix <<N>>? 

		YES

		☐

		NO

		☐







Clicking in the appropriate box will take you to the appropriate location in the text. At the end of each appendix is a box. Clicking on this will return you to the question that originally took you to the appendix.



		

		

		

		

		





		Return to the main form







NB These clickable links will only work if you are editing the document in the desktop version of Word, not the browser version. Please download and save the form before editing it.



Guidance notes are provided as comments or as text IN GREEN throughout this form. Please ensure that the comments are removed and that the green text is replaced by your own text or removed as appropriate BEFORE submitting this form.



Please ensure that you have read the UWTSD Research Ethics and Integrity Policy and the UWTSD Research Data Management Policy BEFORE submitting this form.








APPLICATION FOR ETHICAL APPROVAL

SECTION A: About You (Lead Researcher)

		1

		Full Name:

		Ahsanul Haque



		2

		Tick all boxes that apply:

		Member of staff:

		☐

		Honorary research fellow:

		☐



		

		Undergraduate Student

		☐		Taught Postgraduate Student

		☒		Postgraduate Research Student

		☐

		3

		Institute/Academic Discipline/Centre:

		





		4

		Campus:

		





		5

		E-mail address:

		





		6

		Contact Telephone Number:

		





		7

		Project Title

		





		8

		Proposed Start Date

		June 2026

		Proposed End Date

		September 2026



		For students:



		9

		Student Number:

		2513203



		10

		Programme of Study:

		



		11

		Director of Studies/Supervisor:

		







SECTION B: Grant or Contract Funding 

		1

		Has your research been awarded, applied for, or intend to apply for external funding?

		YES

		Click to continue to appendix 1

		NO

		Continue to the next section



		2

		Have you completed appendix 1? 

		YES

		☐

		NO

		☐







[bookmark: SEC_C]SECTION C:  Internal and External Ethical Guidance Materials

		Ethical Guidance Documents

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



		1

		UWTSD Research Ethics & Integrity Policy

		☒

		2

		UWTSD Research Data Management Policy

		☒



		3

		UWTSD Open Access Publications Policy

		☒



		4

		UWTSD Export Control Policy 

Required if Appendix 8 completed

		☐

		5

		UWTSD Trusted Research and Innovation Policy 

Required if research is taking place outside the UK

		☐



		6

		[List any other relevant documents here]

		☐









[bookmark: SEC_D]SECTION D: External Collaborative Research Activity 

		1

		Does your research involve collaborating partners at another institution or organisation?

		YES

		Click to continue to appendix 2

		NO

		Continue to the next section



		2

		Have you completed appendix 2? 

		YES

		☐

		NO

		☐







[bookmark: SEC_E]SECTION E: Details of Research Activity

		Aims, Vision and Approach of the Research (maximum 200 words per section)

Please outline what are you hoping to achieve with your proposed work and how will you deliver it?



		1

		Research aims and objectives



		Aims: To evaluate the impact of task-specific training, career development, and organizational support on intrinsic and extrinsic motivation within the UK hospitality sector, specifically testing the mediating role of job satisfaction.  

Objectives:

· To evaluate the direct impact of task-specific training, career development, and organizational support on employee motivation in the targeted London and Manchester markets.  

· To examine the mediating role of job satisfaction in the relationship between short-term task training and extrinsic motivation.  

· To assess the mediating role of job satisfaction in the relationship between long-term career development and intrinsic motivation.  

· To formulate strategic, evidence-based recommendations for UK hospitality operators to optimize training investments and enhance post-Brexit staff motivation.  

· To assess the moderating role of perceived job security (safety needs) on the relationship between training interventions and employee job satisfaction.



(this box should expand as you type) 



		2

		Vision



		· The UK hospitality sector currently has significant structural and operational challenges, notably staff shortages and a dramatic reduction in EU labour mobility.  

· This research will fill a major gap in the literature regarding the relationship between multidimensional training skills, subsequent job satisfaction, and intrinsic/extrinsic motivation.  

· The study generates new actionable knowledge for operators to develop HR strategies required to attract and retain talent continuity in the front lines.





(this box should expand as you type)



		3

		Approach



		

· The epistemological framework is a positivist approach using a quantitative single method research model.  

· Primary data will be collected via a cross-sectional, structured, self-administered digital questionnaire utilizing pre-validated, five-point Likert-scale items.  

· Data will be analyzed using Partial Least Squares Structural Equation Modelling (PLS-SEM) in SmartPLS to assess complex moderated-mediation paths.  

· This approach is highly feasible as it uses an excellent, multi-level gatekeeping system through direct contact with business managers and LinkedIn professional networks to optimize return rates.





(this box should expand as you type)



		4

		Location of research activity

Identify all locations where research activity will take place.



		

London and Manchester, United Kingdom.





(this box should expand as you type)







		5

		Will any of your research be undertaken outside of the UK?

		YES

		Click to continue to appendix 3

		NO

		Continue to the next section



		6

		Have you completed any of appendix 3? 

		YES

		☐

		NO

		☐







[bookmark: SEC_F]SECTION F: Research Methods 

		Will the research activity include:

		YES

		NO



		[bookmark: _Hlk153204538]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)

		

		







SECTION G: Research Participants 



		Research participants include people who will be taking part in your research as providers of research data (e.g. being interviewed, answering questionnaires, or doing user testing of hardware or software). This includes animal participants.



		1

		Does your research involve human or non-human participants?

		YES

		Continue this section

		NO

		Click to continue to section N









		Participant numbers and source

How will you ensure an appropriately convened sample group in order to meet the aims of the research? Give details for subgroups separately, if appropriate. How will any potential pitfalls, for example dual roles or potential for coercion, be addressed?



		1

		How many participants will be recruited and how was the number decided upon?

		A minimum of 150 individuals to reach the statistical power criteria for structural equation modeling (SEM). The sample is split into 75 large hotel group respondents and 75 established restaurant organisation respondents.



(this box should expand as you type)



		2

		Who will the participants be?

		· Front-line employees from upper-scale chains of London hotels and independent restaurant groups (e.g., InterContinental Hotels Group, Edwardian Hotels London, Elite Bistros).

· Front-line employees from mid-scale chains from Manchester (e.g., Dakota Hotels, Village Hotel Club, Bundobust, El Gato Negro Group)

(this box should expand as you type)



		3

		How will you identify the participants?

		Through direct contact with the managers of the business responsible for recruitment and the professional network on LinkedIn for eventual permission to be available on the site for distribution

(this box should expand as you type)



		4

		Will you be excluding any groups of people, and if so what is the rationale for that?

		

Yes, non-front-line staff and individuals working outside the targeted London and Manchester operators will be excluded to maintain sector boundaries.



(this box should expand as you type)



		5

		Will the research involve any element of deception?  If yes, please describe why this is necessary and whether participants will be informed at the end of the study

		

No. Primary data collection ensures informed promised consent.



(this box should expand as you type)



		6

		Describe whether participants will be able to withdraw from the study, and up to what point (eg if data is to be anonymised). If withdrawal is not possible, after a certain point, explain why not. 

		



Participants may withdraw at any point prior to the submission of their survey. Once submitted, withdrawal is not possible as absolute anonymity will be ensured in the dissemination and analysis, making individual data untraceable.





(this box should expand as you type)



		7

		How long will the participant have to decide whether to take part in the research?

		Participants will be given a minimum window of 14 days to review the Participant Information Sheet (PIS) and decide whether to participate before the digital survey link officially closes. Because the questionnaire is self-administered and distributed digitally via gatekeepers and professional networks, participants can review the consent information and complete the survey entirely at their own pace, ensuring no operational or managerial pressure is applied.





(this box should expand as you type)



		8

		What arrangements have been made for participants who might have difficulties understanding verbal explanations or written information, or who have particular communication needs that should be taken into account to facilitate their involvement in the research?

		The target population consists of active frontline hospitality employees operating in London and Manchester, where a functional baseline proficiency in English is a standard occupational requirement. However, to maximize accessibility, the digital questionnaire and Participant Information Sheet will be drafted using clear, jargon-free language. Furthermore, the pre-deployment pilot test (n=15) is explicitly designed to identify and eliminate any semantic ambiguities before full deployment. Finally, utilizing a standard digital survey format allows participants to seamlessly use built-in browser accessibility tools, such as screen readers or translation extensions, if they require additional support.



(this box should expand as you type)











SECTION H: Research with Vulnerable People 

		1

		Are your participants classed as vulnerable people?

		YES

		Click to continue to appendix 4

		NO

		Continue to the next section



		2

		Have you completed appendix 4? 

		YES

		☐

		NO

		☐







[bookmark: SEC_I]SECTION I: Research Involving Animals 

		1

		Are your participants non-human animals?

		YES

		Click to continue to appendix 5

		NO

		Continue to the next section



		2

		Have you completed appendix 5? 

		YES

		☐

		NO

		☐







[bookmark: SEC_K]SECTION J: Research with the Prison Service or the Probation Service

		1

		Are your participants staff or offenders within the Prison Service or the Probation service?

		YES

		Click to continue to appendix 6

		NO

		Continue to the next section



		2

		Have you completed appendix 6? 

		YES

		☐

		NO

		☐







[bookmark: SEC_J]SECTION K: Health and Social Care Research

		1

		Are your participants selected due to their health or social care needs?

		YES

		Click to continue to appendix 7

		NO

		Continue to the next section



		2

		Have you completed appendix 7? 

		YES

		☐

		NO

		☐







[bookmark: SEC_L]SECTION L: Types of Personal Data

		Personal Data

Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO



		[bookmark: _Hlk153191083]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 and transcription of such are considered to be personal data.

		☐

		☐



		

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

		

		



		









(this box should expand as you type)







		Special Category Data 

Does the research involve the processing of special category data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO



		[bookmark: _Hlk153206093]2

		Racial or ethnic origin

		☐

		☒



		3

		Political opinions

		☐

		☒



		4

		Religious or philosophical beliefs

		☐

		☒



		5

		Genetic, biometric or health data

		☐

		☒



		6

		Sex life or sexual orientation

		☐

		☒



		7

		Trade union membership

		☐

		☒



		If you ticked YES to any of questions L2-L7, provide a description of the data and explain why this special category data needs to be collected to support the research and that it is in the public interest to do so:



		8

		











(this box should expand as you type)



		9

		Please describe how the research has been designed to gather the minimum amount of personal data necessary for the specified research purpose:



		

The digital survey exclusively utilizes closed-ended, Likert-scale questions focused on workplace attitudes. No identifying personal information, such as names, specific job titles, or dates of birth, will be requested. Demographic data will be strictly limited to broad, non-identifying categories (e.g., sector, general age ranges) required solely for statistical profiling.





(this box should expand as you type)



		10

		Demonstrate that the processing is not likely to cause substantial damage or distress to individuals and that their interests will be safeguarded:



		The research measures standard workplace constructs (motivation and training satisfaction) and does not explore sensitive or traumatic topics. Furthermore, because primary data collection guarantees absolute anonymity and safe, encrypted storing, there is zero risk of professional, reputational, or financial harm to the participants.





(this box should expand as you type)



		11

		Demonstrate that the data will not be used to take any action or make decisions in relation to the individuals concerned:



		

The data is being collected strictly for academic research purposes and will only be analysed at the aggregate level to identify broad industry trends using structural equation modelling. It will not be shared with the participants' employers, and it is impossible to use the data for individualized HR decisions, performance evaluations, or profiling.







(this box should expand as you type)



		12

		Data should be anonymised wherever possible, either at point of capture or once collated. If the data cannot be anonymised, and if pseudonymisation is not possible, demonstrate why the that is possible.  If special category data cannot be anonymised, explicit consent to share that data must normally be obtained.



		All data will be fully anonymised at the point of capture. The digital survey platform settings will be configured to prevent the collection of IP addresses, geolocation data, or email tracking. The final dataset will consist entirely of untraceable, numeric data points, meaning absolute anonymity is maintained throughout the analysis and dissemination phases.





(this box should expand as you type)



		13

		If special category data cannot be anonymised, will you obtain explicit consent to share that data?

		YES

		NO

		N/A



		

		

		☐

		☐

		☐







SECTION M: Participant Information and Consent 



		Information for participants

It is normally expected that those participating in research should do so having given their informed consent. If this is not appropriate or practical, explicit justification must be provided, in line with prevailing disciplinary conventions.  Please note however, that informed consent to participate in the research is separate from consent to process (e.g. collect, analyse, store, reuse or share) personal data, as the University’s lawful basis for processing personal data in research activities is part of its ‘public task’. 

		YES

		NO

		N/A



		[bookmark: _Hlk156475507]1

		Will you obtain written consent for participation?

		☒

		☐

		☐



		2

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

		☒

		☐

		☐



		3

		Will you tell participants that their participation is voluntary?

		☒

		☐

		☐



		4

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

		☒

		☐

		☐



		5

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

		☒

		☐

		☐



		6

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

		☒

		☐

		☐



		7

		Will participants be made aware of how you will treat any information that may reasonably by considered as confidential? 

		☒

		☐

		☐



		8

		If your research requires your participants to sign up for a service provided by an external company or organisation will you inform them that their data may be stored and processed outside UWTSD?

		☒

		☐

		☐



		9

		Will you give participants the UWTSD Privacy Notice for Research?

		☒

		☐

		☐



		If you have answered NO to any of questions M1-M8, please provide justification detailing why this is necessary for the research.  
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(this box should expand as you type)



		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 the research begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded. 



		11

		Prior to accessing the digital survey, potential participants will be presented with a mandatory Participant Information Sheet (PIS) on the initial landing page. This sheet will explicitly detail the study's aims, the voluntary nature of participation, and how their data will be used. To ensure informed promised consent is properly recorded, participants must actively click a digital checkbox stating "I have read the provided information and consent to participate" before the system allows them to proceed to the questionnaire.



(this box should expand as you type)



		Confidentiality: Confidential information refers to information that can be related to an identifiable individual, whether living or deceased, which is not in the public domain and which is given with the expectation that it will be kept confidential.  Under Common Law when an individual entrusts a researcher or research team with confidential information, the team must handle this in line with ‘reasonable expectations’. In other words, confidential information should only normally be shared when there would be ‘no surprises’ for the individuals concerned. Where participants would not expect the researcher to be sharing their confidential information with others, researchers can manage their expectations by informing them of their intentions (e.g. in the participant information sheet or during discussions about participation) and asking them if they are happy with these plans. They should understand what is being proposed and what this might mean for them, before they decide whether the researcher can share their confidential information with others.  



		Please detail how you will treat confidential information:
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Because this study relies on a fully anonymised digital survey, no directly identifiable confidential information (such as names or contact details) will be collected. Any raw survey data generated will be treated with absolute confidentiality and will be securely held using encrypted, password-protected digital storage accessible only to the lead researcher. The data will be used strictly for aggregate statistical analysis, ensuring no individual respondent or specific hospitality venue can be identified in the final dissertation.





(this box should expand as you type)



		Copies of any written consent form, written information and all other explanatory material should accompany this application. If you have included these then please list the documents included here.
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		PARTICIPANT INFORMATION AND CONSENT FORM

Project Title: The Impact of Training and Development Programmes on Employee Motivation in the UK Hospitality Industry Researcher: Ahsanul Haque (Student ID: 2513203) Institution: Swansea Business School, University of Wales Trinity Saint David (UWTSD)

Welcome to the Study You are invited to participate in a postgraduate research study exploring how training initiatives influence workplace motivation within the UK hospitality sector. Before you decide to participate, it is important that you understand why the research is being done and what it will involve.

1. Purpose of the Study This research aims to understand how task-specific training, long-term career development opportunities, and organizational support affect your job satisfaction and overall motivation at work. The findings will be used to help formulate strategic, evidence-based recommendations for UK hospitality operators to improve training investments and enhance staff retention in the current economic climate.

2. Eligibility To participate in this survey, you must be:

· Aged 18 years or older.

· Currently employed as a frontline worker in the UK hospitality sector.

· Working specifically within a mid-scale to upper-scale hotel chain or an independent restaurant group located in London or Manchester.

3. What will happen if I take part? If you agree to participate, you will be asked to complete a short online questionnaire consisting of multiple-choice statements regarding your workplace training and motivation. The survey will take approximately 5 to 8 minutes to complete.

4. Voluntary Participation and Right to Withdraw Your participation is entirely voluntary. You have the right to withdraw from the study at any time during the survey simply by closing your web browser, and your incomplete responses will not be saved. However, because the survey is completely anonymous, once you click "Submit" at the end of the questionnaire, it will not be possible to withdraw your individual data as we will not be able to identify which responses belong to you.

5. Confidentiality and Data Protection

· All data collected in this survey is strictly anonymous and confidential.

· We will not collect your name, email address, IP address, specific workplace location, or any personally identifiable information (PII).

· The anonymous data will be hosted on a secure survey platform and stored securely on password-protected UWTSD servers in compliance with UK GDPR regulations.

· The data will be used solely for academic purposes, specifically for the researcher's Level 7 Master's Dissertation, and will be destroyed in accordance with the University's data retention policy.

6. Contact Information If you have any questions, concerns, or require further information regarding this study or the UWTSD Privacy Notice for Research, please contact the lead researcher at 2513203@student.uwtsd.ac.uk.

CONSENT DECLARATION

Please carefully read the statements below. By ticking the boxes and clicking "I Agree and Wish to Proceed," you confirm your consent to participate.

· [ ] I confirm that I am 18 years of age or older.

· [ ] I confirm that I am currently employed as a frontline hospitality worker in London or Manchester.

· [ ] I have read and understood the Participant Information provided above.

· [ ] I understand that my participation is voluntary and that I am free to withdraw at any time prior to submitting my responses.

· [ ] I understand that my data will be collected anonymously, stored securely, and used strictly for academic research purposes.

o I Agree and consent to Proceed 

o I Do Not Agree
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		Consent form attached?

		YES

☒

		NO

☐

		N/A

☐







SECTION N: Research with Potential Military Application

		1

		Does your research have any potential military application?

		YES

		Click to continue to appendix 8

		NO

		Continue to the next section



		2

		Have you completed appendix 8? 

		YES

		☐

		NO

		☐







[bookmark: SEC_O]SECTION O: Use of Artificial Intelligence Tools

		Use of generative AI and other AI-based tools

There are a number of ethical issues relating to the use of generative AI and other AI-based tools, including data security, output bias, and output errors. In general you should assume that any generative AI or other AI-based tool that you pay to use is more secure and accurate than one which is free to use.



Will the research use AI tools to do any of the following:

		YES

		NO

		N/A



		1

		Capture data?

		☐

		☒

		☐



		2

		Generate and/or edit text?

		☐

		☒

		☐



		3

		Generate graphics?

		☐

		☒

		☐



		4

		Generate video?

		☐

		☒

		☐



		5

		Generate sound/music?

		☐

		☒

		☐



		6

		Generate code?

		☐

		☒

		☐



		7

		Generate synthetic data?

		☐

		☒

		☐



		8

		Analyse data?

		☐

		☒

		☐



		9

		Analyse personal or sensitive data?

		☐

		☒

		☐



		10

		Classify data?

		☐

		☒

		☐



		11

		Do you intend to use the free version of any AI tools?

		☐

		☒

		☐



		If you have answered YES to any of questions O1-O11, please provide justification detailing why this is necessary for the research.  



		12

		







(this box should expand as you type)









Section P: Research Data Management Plan



		1

		Data Summary



		The research will generate primary, quantitative data derived from a cross-sectional, self-administered digital survey. The dataset will consist of ordinal numeric responses captured via pre-validated five-point Likert scales, measuring latent psychological constructs such as intrinsic and extrinsic motivation, job satisfaction, and perceived training adequacy, alongside basic, non-identifying demographic variables (e.g., hospitality sector classification).



		2

		Responsibilities



		The lead researcher, Ahsanul Haque, will be solely responsible for all data management, including data collection, cleaning, secure storage, and eventual deletion.



		3

		Assessment of existing data



		Existing literature and secondary macro-economic data (such as the EOLL 2024 report outlining post-Brexit staffing pressures) will be utilized to contextualize the study. However, a critical empirical gap exists regarding primary data on how multidimensional training interacts with perceived job security to influence motivation within the contrasting contexts of London corporate hospitality chains and Manchester independent groups. Primary data collection is therefore strictly required to fulfill the research objectives and execute the proposed moderated-mediation analysis.



		4

		Management and curation of data



		Raw digital survey data will be exported directly into a password-protected Microsoft Excel spreadsheet for initial structuring. It will subsequently be imported into IBM SPSS to undergo rigorous data screening to address missingness and identify outliers. The cleaned and coded dataset will then be formatted as a .csv file and imported into SmartPLS for structural equation modelling



		5

		Quality assurance of data



		Quality assurance protocols will begin prior to full deployment via a rigorous pilot test (n=15) to identify semantic ambiguities and confirm internal consistency reliability (Cronbach's Alpha > 0.70). During data collection, the digital survey will employ forced-response validation to eliminate missing data. Post-collection, IBM SPSS will be utilized to systematically screen for unengaged responses and verify data distribution parameters prior to PLS-SEM execution.



		6

		Short-term data storage



		Short-term primary data will be securely held using encrypted, password-protected digital storage accessible exclusively to the lead researcher. Active project backups will be securely maintained on the authenticated UWTSD institutional cloud network (e.g., OneDrive) for the duration of the project, strictly prohibiting the use of unencrypted portable physical storage devices (e.g., USB drives).



		7

		Long-term data storage and preservation 



		The fully anonymised, aggregated final dataset and its accompanying codebook will be retained to support the empirical findings of the dissertation. Following the final examination board and degree ratification, the anonymised data will be archived in the UWTSD digital repository (if required by the institution) or securely stored on the researcher's encrypted drive for a standard academic retention period of 5 years to permit potential journal publication. Following this period, the data will be permanently and securely deleted.



		8

		Documentation and metadata



		A comprehensive data codebook will accompany the quantitative dataset. This metadata document will precisely define all variable names, Likert-scale coding values, categorical demographic classifications, and any reverse-coded survey items. This ensures high-quality contextual information is preserved to demonstrate the integrity of the measurement model for academic examination and potential secondary review.



		9

		Data sharing



		Due to the specific scope of this postgraduate dissertation, the raw dataset will not be immediately released into a public repository. The empirical findings will be shared strictly in an aggregated, statistical format within the final submitted dissertation. If the research is subsequently adapted for submission to a peer-reviewed academic journal, the fully anonymised dataset may be shared with peer reviewers or academic data repositories strictly in accordance with their open-science mandates and the UWTSD Open Access Publications Policy.





		10

		Copyright and intellectual property ownership



		The lead researcher (Ahsanul Haque) and the University of Wales Trinity Saint David (UWTSD) will jointly retain the intellectual property rights and copyright of the primary data generated, strictly adhering to the standard university regulations governing postgraduate research.



		11

		Resources



		Delivering this data management plan requires institutional access to IBM SPSS and SmartPLS software licenses for data screening and structural equation modelling. No external funding or budget is required for data storage, as the secure cloud storage limits provided by standard UWTSD IT accounts are highly sufficient for housing text-based survey data files. The research project remains entirely self-funded and budget-neutral.







SECTION Q: Risk Assessment 



		
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



		[bookmark: _Hlk152919011]

		

		☐

		☒



		Risks to participants, researchers, and the University 



		2

		Social risks: disclosures that could affect participants standing in the community, in their family and their job.

		YES

		NO



		

		

		☒

		☐



		Risk:

As participants are evaluating internal organizational training mechanisms, management support, and perceived job security, any accidental exposure of their individual responses to employers could theoretically cause workplace tension, awkwardness, or negatively affect their professional standing and job security within the venue.



(this box should expand as you type)

		How will you address any risks?

This risk is completely mitigated by collecting data through a fully anonymised digital survey platform. No names, email tracking, IP addresses, or specific workplace names will be recorded or processed. Data will be evaluated solely at an aggregate level for broad statistical trends. Individual responses will remain completely untraceable, making it impossible for employers to identify any single participant's answers.



		3

		Legal risks: activities that could result in the participant, researchers and / or University committing an offence; activities that might lead to a participant disclosing criminal activity to a researcher which would necessitate reporting to enforcement authorities; activities that could result in a civil claim for compensation

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?





		4

		Economic harm: financial harm to participant, researcher and / or University through disclosure or other event.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?







		5

		Reputational risk: damage to public perception of University or the University / researchers’ reputation in the eyes of funders, the research community and / or the general public.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?









		6

		Safeguarding risks:  Risk to young people, vulnerable adults and / or researcher from improper behaviour, abuse or exploitation. Risk to researcher of being in a comprising situation, in which there might be accusations of improper behaviour.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?









		7

		Sensitive, embarrassing or upsetting topics. If research activity may include sensitive, embarrassing or upsetting topics 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.  

		YES

		NO



		

		

		☐

		☒



		







(this box should expand as you type)



		

		Health and safety risks



		8

		Location hazards: for example: fire; visiting or working in participant’s homes; working in remote locations and in high crime areas; overseas travel; hot, cold or extreme weather conditions; working on or by water. Also hazardous work locations, such as construction sites, confined spaces, roofs or laboratories. For overseas travel, researchers will need to check country / city specific information, travel health requirements and consider emergency arrangements as part of their research planning. In all cases the University’s International Travel Policy must be followed.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?









		9

		Activity hazards: for example: potentially mentally harmful activities; distressing and stressful work and content; driving; tripping, or slipping; falling from height; physically demanding work; lifting, carrying, pushing and pulling loads; night time and weekend working.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?







		10

		Machinery and equipment: for example: ergonomic hazards, including computer workstations and equipment; contact with electricity; contact with moving, rotating, ejecting or cutting parts in machinery and instruments; accidental release of energy from machines and instruments.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?





		11

		Chemicals and other hazardous substances: the use, production, storage, waste, transportation and accidental release of chemicals and hazardous substances; flammable, dangerous and explosive substances; asphyxiating gases; allergens; biological agents, blood and blood products. 

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?









		12

		Physical agents: for example: excessive noise exposure, hand-arm vibration and whole body vibration; ionising radiation; lasers; artificial optical radiation and electromagnetic fields

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?







		13

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

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?













SECTION R: Disclosure and Barring Service



		Disclosure and Barring Service



		1

		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





		

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

		☐

		☒

		☐



		2

		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.

		









[bookmark: SEX_S]SECTION S: 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 Policy which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 





		1

		Name of applicant

		Ahsanul Haque



		2

		Electronic or written signature of applicant:

		



		3

		Date

		



		4

		Name of Director of Studies

		



		5

		Electronic or written signature of Director of Studies:

		



		6

		Date

		







Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:

		1

		☒

		I have read the guidance notes supplied before completing the form.



		2

		☒

		I have completed all relevant sections of the form in full.



		3

		☒

		I have attached a copy of the Participant Information Sheet (PIS) or Consent Form



		4

		☒

		I have attached a completed copy of the Trusted Research and Innovation Checklist (where applicable)



		5

		☒

		I have attached a full risk assessment (where appropriate) 



		6

		☒

		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



		7

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Data Management Policy



		8

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Export Control Policy



		9

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Open Access Research Policy



		10

		I have completed the following appendices:

		1

		☐

		2

		☐

		3

		☐

		4

		☐



		

		

		5

		☐

		6

		☐

		7

		☐

		8

		☐







		

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.














[bookmark: APP_1]APPENDIX 1 – Grant or Contract Funding



		A1.1

		Has your research been awarded external funding?

		YES

		☐

		NO

		☐



		A1.2

		Have you applied for funding / awaiting decision?

		YES

		☐

		NO

		☐



		A1.3

		Are you intending to apply for funding?

		YES

		☐

		NO

		☐



		A1.4

		[bookmark: _Hlk152243903]Funding Body

		



		A1.5

		Lead institution (grant holder)

		



		A1.6

		If awarded, grant reference

		



		A1.7

		If awarded, grant value

		



		A1.8

		If awarded, start date and duration

		







		

		

		

		

		





		Return to the main form












[bookmark: APP_2]APPENDIX 2: External Collaborative Research Activity



		INSTITUTION 1                        



		[bookmark: _Hlk152247185]A2.1

		Name

		





		A2.2

		Researcher name and position 

		





		A2.3

		Role in project (e.g. co-investigator)

		





		A2.4

		Contact e-mail address

		





		A2.5

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		[bookmark: _Hlk152841402]

		

		









		INSTITUTION 2                      



		A2.6

		Name

		





		A2.7

		Researcher name and position 

		





		A2.8

		Role in project (e.g. co-investigator)

		





		A2.9

		Contact e-mail address

		





		A2.10

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		

		

		









		INSTITUTION 3                       



		A2.11

		Name

		





		A2.12

		Researcher name and position 

		





		A2.13

		Role in project (e.g. co-investigator)

		





		A2.14

		Contact e-mail address

		





		A2.15

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		

		

		









Add additional collaborators as needed



		

		

		

		

		





		Return to the main form





[bookmark: APP_3]




APPENDIX 3: Research Undertaken Outside of the UK



		A3.1

		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. Describe the measures you have taken to comply with these and provide evidence of approvals etc. If you live in the country where you will do the research then please state this. If you have a local research supervisor or research advisor then please give their contact details here.



		







(this box should expand as you type)



		A3.2

		Responsible Research and Innovation

If research is taking place overseas please refer to the UWTSD Trusted Research and Innovation Policy and complete the Trusted Research and Innovation Checklist and submit it with this form.



		A3.3

		Confirm that you have read the Trusted Research and Innovation Policy

		☐







		If you are a postgraduate research student working with a research supervisor or research advisor at your local university then you do not need to fill in any more sections of this appendix.

If you are working in a research collaboration with an overseas partner please complete the remaining sections of this appendix.

		Return to the main form





[bookmark: _Hlk160779412]

		Organisational Details



		A3.4

		Name of Organisation 



		



		A3.5

		Country where organisation is based:



		



		A3.6

		Registration number and name of registration body (examples of relevant registration bodies are government, tax, corporation, charity, educational authority):



		



(this box should expand as you type)



		A3.7

		What is the legal status of the organisation? (for example: public university, private university, charity, private company, non-profit making company, government research organisation, independent research organisation) Please include the date of foundation. Note: We may be required to ask for evidence of this at a later stage.



		



(this box should expand as you type)



		A3.8

		Is your organisation affiliated to any other organisation? (i.e. is the organisation legally part of a larger organisation or a group of larger organisations).



		



(this box should expand as you type)



		A3.9

		Name(s) of investigators in the organisation who will be responsible for the collaborative research and innovation 



		



(this box should expand as you type)









		About New Partners



		A3.10

		Why does a partner want to work with you?



		



(this box should expand as you type)



		A3.11

		What are they expecting in return for their financial support or involvement?



		



(this box should expand as you type)





		A3.12

		Is the organisation associated with a country which may be viewed as hostile to the UK or one which has different democratic and ethical values from our own? If you have ticked YES, please briefly describe below how you will maintain the UK’s democratic and ethical values within the research.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.13

		Has due diligence into the partner identified any involvement in research on behalf of the military or police with links to a hostile state? If you have ticked YES, please summarise below how you will prevent information from this research from being released to these organisations.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.14

		Set within the context of any information gained from due diligence, could your research be misused or have unintended applications which would be negative? If you have ticked YES, please summarise below how this might occur.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.15

		Are there any legal, regulatory or university policy constraints on undertaking your research with this partner? If you have ticked YES, please summarise these below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.16

		Having considered the answers to questions A3.10-A3.15, are there potential reputational or ethical risks to you or the university? If you have ticked YES, please summarise these risks below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)









		About Research Relationships

		YES

		NO



		A3.17

		Are the terms of any proposed Memorandum of Understanding (MoU) in keeping with the expectations of your department and university?

		☐

		☐



		A3.18

		Are you providing existing intellectual property (IP), research data, confidential or personally identifiable data to the project? If so, how is this going to be protected?

		☐

		☐





		





(this box should expand as you type)



		A3.19

		Who will own any IP that is generated?



		



(this box should expand as you type)



		A3.20

		What plans do you have in place for protecting the resulting IP?



		



(this box should expand as you type)



		A3.21

		What contractual requirements are you able to put in place to protect the interests of your academic institutions?



		



(this box should expand as you type)



		A3.22

		What access will the research partner have to your IT network? If they do have access, what broader visibility might this provide?



		



(this box should expand as you type)



		A3.23

		Is there any physical separation or protection required between research in similar fields?



		



(this box should expand as you type)









		About Existing Partners



		A3.24

		Would proceeding with the research raise potential conflicts of interest with existing research partners? If you have ticked YES, please explain these conflicts below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.25

		Have you spoken with your existing partners about any potential conflict of interest? If you have ticked YES, please briefly summarise their response(s) below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.26

		Does any non-disclosure agreement for this project include an expectation that you will need to provide visibility to existing partners? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.27

		Will this research breach any existing contractual agreements that you, your department or university already have? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☐





		





(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_4]APPENDIX 4: Research with Vulnerable People



		Will the research involve data processing involving the following data subjects:

		YES

		NO



		A4.1

		Children under 16

		☐

		☐



		A4.2

		Adults with learning disabilities

		☐

		☐



		A4.3

		Adults with other forms of mental incapacity or mental illness

		☐

		☐



		A4.4

		Adults in emergency situations

		☐

		☐



		A4.5

		Prisoners or young offenders

		☐

		☐



		A4.6

		Those who could be considered to have a particularly dependent relationship with the investigator, e.g. members of staff, students

		☐

		☐



		A4.7

		People who have not given their explicit consent to participate in the project

		☐

		☐



		A4.8

		People engaged in illegal activities

		☐

		☐



		A4.9

		Any other people who can be considered vulnerable in the context of this project

		☐

		☐



		Please justify the inclusion of the above people (if applicable), explaining why the research cannot be conducted on non-vulnerable people.



		A4.10

		







(this box should expand as you type)



		Please give details of extra steps taken to assure the protection of vulnerable people participating in the research.  You should describe any arrangements to be made for obtaining consent from a legal representative.



		A4.11

		







(this box should expand as you type)



		It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required and to obtain one if it is needed. Please confirm:



		A4.12

		DBS Check required? 

		YES

		NO



		

		

		☐

		☐



		A4.13

		DBS certificate obtained? 

		YES

		NO

		N/A



		

		

		☐

		☐

		☐







		

		

		

		

		





		Return to the main form










[bookmark: APP_5]APPENDIX 5: Research Involving Animals

		The use of animals in research is tightly governed and monitored by law and by the Home Office, specifically under the Animals (Scientific Procedures) Act 1986 and its accompanying codes of practice and processes. The Act regulates procedures that are carried out on protected animals for scientific or educational purposes that may cause pain, suffering, distress or lasting harm. Under the Act, a protected animal is ‘any living vertebrate, other than man, and any living cephalopod’. The University does not hold a Home Office issued Establishment Licence and therefore researchers must ensure that any proposed work involving animals is either exempt from the Act or falls outside of its scope. Exempted research, for example involving routine veterinary practice or clinical veterinary research, may still require external ethical approval from the Royal Society of Veterinary Surgeons. When undertaking collaborative research involving animals, the UWTSD Research Ethics Committee must be assured that the partner institution(s) conform to the appropriate regulatory framework or legislation, and have approval from their local Research Ethics Committee. Any such work must follow the guidance of the National Centre for the Replacement, Reduction and Refinement of Animals in Research, known as the 3Rs.  In all cases, advise must be sought from INSPIRE for any proposed research involving animals, either at UWTSD, or by research collaborators in partnership with UWTSD. This should be at the very early stages of research design, so that an appropriate due diligence exercise can be undertaken.



		Will the research involve any work with any of the following animals (including observation in their natural habitat)

		YES

		NO



		[bookmark: _Hlk156319509]A5.1

		Any living vertebrates, other than humans?

		☐

		☐



		A5.2

		Any living cephalopods?

		☐

		☐



		A5.3

		[bookmark: _Hlk156462984]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☐



		A5.4

		[bookmark: _Hlk156464303]Due diligence assessment appended to this application?

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		[bookmark: _Hlk156464347]A5.5

		



(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_6]APPENDIX 6: Research with Staff or Offenders in Prison Establishments and Probation Services 



		Research with staff and/or offenders in prison establishments, the Probation Service or within His Majesty’s Prison and Probation Services requires additional approvals.



		Will the research involve any of the following?

		YES

		NO



		A6.1

		Staff in prison establishments

		☐

		☐



		A6.2

		Offenders in prison establishments

		☐

		☐



		A6.3

		The Probation Service

		☐

		☐



		A6.4

		His Majesty’s Prison and Probation Services

		☐

		☐



		All researchers wanting to conduct research with staff and/or offenders in prison establishments, the Probation Service regions or within HM Prison and Probation Service (HMPPS) Headquarters are required to formally apply for research approval to the HMPPS National Research Committee (NRC). Before doing so, INSPIRE must undertake an initial due diligence exercise. If you have not contacted INSPIRE, please do so immediately. If YES to any of the above, please confirm:



		A6.5

		[bookmark: _Hlk156464314]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☐



		A6.6

		Have you applied to the HMPPS National Research Committee (NRC)?

		☐

		☐



		A6.7

		Has HMPPS National Research Committee approval been granted? If yes, please append to this application. 

		☐

		☐



		A6.8

		Due diligence assessment appended to this application?

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		A6.9

		









(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_7]APPENDIX 7:  Health and Social Care Research 

		All health and social care research must have a sponsor as defined by the Health Research Authority UK Policy Framework for Health & Social Care.  The University will under no circumstances act as the sponsor of health and social care research (i.e. that which requires approval by a NHS Research Ethics Committee). In all cases, therefore, an appropriate collaborating partner must lead the research.  Any health and social care research therefore requires an initial due diligence exercise, which will be undertaken by INSPIRE. The purpose of the due diligence exercise is to ensure that the University has the capability to undertake the research, either independently or in collaboration with research partners. This will include advice on suitable collaborative arrangements and the appropriate involvement of UWTSD researchers in the proposed research study.  This is likely to apply to the following areas:



		Will the data processing involve:

		YES

		NO



		A7.1

		Participants who have been recruited on the basis of medical and health conditions, life stage or other physical or mental attribute.

		☐

		☐



		A7.2

		Participants who will engage in physical exercise, activity or exertion of any kind, or who use exercise equipment, assistive devices or other apparatus for the purposes of the research study. This includes interventions that are minimally invasive.

		☐

		☐



		A7.3

		Patients and users of the NHS (including NHS patients treated in the private sector).

		☐

		☐



		A7.4

		Individuals identified as potential participants because of their status as relatives or carers of patients and users of the NHS.

		☐

		☐



		A7.5

		Patients who are cared for in private and voluntary sector nursing homes.

		☐

		☐



		A7.6

		Confidential patient information.

		☐

		☐



		A7.7

		Clinical trial of a medicinal product or medical device.

		☐

		☐



		A7.8

		Access to organs or other bodily material of past and present NHS patients, or any material consisting of or containing human cells.

		☐

		☐



		A7.9

		Use of human tissue (including non-NHS sources) where the collection is not covered by a Human Tissue Authority licence.

		☐

		☐



		A7.10

		Foetal material and IVF involving NHS patients.

		☐

		☐



		A7.11

		The recently deceased under NHS care.

		☐

		☐



		A7.12

		NHS staff or premises.

		☐

		☐



		A7.13

		Practising midwives conducting a clinical trial.

		☐

		☐



		A7.14

		Investigational medicinal product.

		☐

		☐



		A7.15

		Medical devices that are not CE-marked or CE-marked medical devices that have been modified or are being used for a new purpose.

		☐

		☐



		A7.16

		Exposure to ionising radiation.

		☐

		☐



		A7.17

		Other health and social care related research.

		☐



		☐





		Please specify 







(this box should expand as you type)

		

		



		Researchers proposing to work on projects involving health and social care research must check whether their study meets the HRA definition of research and whether it should undergo ethics review by a NHS Research Ethics Committee. If you have answered YES to any of questions A7.1-A7.17 then this is likely to be the case and sponsorship by a third party will be required. This can be checked via the Health Research Authority’s Decision Tool : https://www.hra-decisiontools.org.uk/research/  



		A7.18

		Does the research meet the HRA definition of research?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.19

		Is the Research being sponsored by a collaborating partner?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.20

		Has NHS ethics approval been granted?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.21

		Has INSPIRE undertaken an initial due diligence exercise?

		YES 

		NO



		

		

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. If you have not contacted INSPIRE, please do immediately. 



		A7.22

		









(this box should expand as you type)







		A7.23

		Have you been granted NHS ethical approval?

		YES

		Click to continue to Section R

		NO

		Return to the main form












[bookmark: APP_8]APPENDIX 8: Export Control for Research with Potential Military End Uses

		Export controls apply to the physical, electronic or oral transmission outside the UK of applied research, sensitive technology, software and equipment that could potentially be misused, either directly or indirectly, for military purposes. These legal controls are a serious obligation and UWTSD researchers must actively manage the risks of these being misused to fuel conflict, threaten national security, support terrorism and crime, violate human rights or proliferate Weapons of Mass Destruction.  UWTSD’s Export Control Policy provides a clear six step process to determine if your research is covered by export controls. Please complete the following screening to judge if you need to compete a full export control assessment. If you are in any doubt, then please contact INSPIRE. Any research in UWTSD involving the following high-risk areas must be screened.

Will the research involve:



		Defence

		YES

		NO



		A8.1

		Military equipment and munitions

		☐

		☐



		A8.2

		Defence equipment, including satellites

		☐

		☐



		A8.3

		Technical data, including some border and port information

		☐

		☐



		A8.4

		Dual use research

		☐

		☐



		Materials and Technologies

		YES

		NO



		A8.5

		Nuclear materials, facilities and equipment

		☐

		☐



		A8.6

		Chemicals, microorganisms and toxins

		☐

		☐



		A8.7

		Electronics design, development and production

		☐

		☐



		 A8.8

		Computers

		☐

		☐



		A8.9

		Telecommunications

		☐

		☐



		A8.10

		Sensors and lasers

		☐

		☐



		A8.11

		Navigation and avionics

		☐

		☐



		A8.12

		Marine technology

		☐

		☐



		A8.13

		Composite materials

		☐

		☐



		A8.14

		Aerospace and propulsion

		☐

		☐



		Sensitive Information

		YES

		NO



		A8.15

		Cryptology

		☐

		☐



		A8.16

		Counterterrorism

		☐

		☐



		A8.17

		Counternarcotics

		☐

		☐



		A8.18

		Cyber-related

		☐

		☐



		A8.19

		Non-proliferation

		☐

		☐



		A8.20

		Transnational criminal organisations

		☐

		☐










		Genetic Resources

		YES

		NO



		A8.21

		Genetic material of actual or potential value

		☐

		☐



		A8.22

		Organisms, or parts thereof

		☐

		☐



		A8.23

		Populations (or organisms)

		☐

		☐



		A8.24

		Other biotic components of ecosystems

		☐

		☐



		A8.25

		Domesticated or cultivated species in which the evolutionary process has been influenced by humans

		☐

		☐







		Will you be exporting military or dual-use technology, now or possibly in the future? This information may take many forms, including:

		YES

		NO



		A8.26

		Physical transfer of goods, technologies, material or equipment

		☐

		☐



		A8.27

		Blueprints

		☐

		☐



		A8.28

		Plans

		☐

		☐



		A8.29

		Diagrams

		☐

		☐



		A8.30

		Models

		☐

		☐



		A8.31

		Formulae

		☐

		☐



		A8.32

		Tables

		☐

		☐



		A8.33

		Engineering designs and specifications

		☐

		☐



		A8.34

		Manuals and instructions

		☐

		☐



		A8.35

		Software

		☐

		☐



		A8.36

		Know-how

		☐

		☐







		Will your project transfer technology using any of the following physical methods?

		YES

		NO



		A8.37

		USB flash drives

		☐

		☐



		A8.38

		Portable hard drives

		☐

		☐



		A8.39

		Laptops

		☐

		☐



		A8.40

		Tablets

		☐

		☐



		A8.41

		Intangible forms by using electronic media, such as email, phone storage and cloud file sharing

		☐

		☐



		A8.42

		Physical exports

		☐

		☐







		Will your project involve any of the following?

		YES

		NO



		A8.43

		Oral transfer by phone or videoconferencing or presentations

		☐

		☐



		A8.44

		Travelling overseas for any purpose, while unintendingly carrying any of the above.

		☐

		☐



		A8.45

		Will you be hosting foreign visitors?

		☐

		☐










		If you answer YES to any of questions A8,1-A8.45 then you should complete a full export control assessment and append that to this application. Before doing this please contact INSPIRE who will advise further.

		YES

		NO



		A8.46

		Full export control assessment required?

		☐



		☐





		A8.47

		Full export control assessment completed?

		☐



		☐





		A8.48

		Full export control assessment appended?

		☐



		☐









		

		

		

		

		





		Return to the main form
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Ahsanul_Data.xlsx
Form responses 1

		S2. Which of the following best describes your CURRENT frontline employment?		D1. What is your current employment contract type?		D2. How long have you been employed with your current organization?		TSTA1		TSTA2		TSTA3		CDO1		CDO2		CDO3		OST1		OST2		OST3		JS1		JS2		JS3		PJS1		PJS2		PJS3		EM1		EM2		EM3		EM4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		3		2		3		3		4		4		2		2		2		2		2		2		3		4		4		1		1		1		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		6 months to 1 year		4		4		4		4		4		3		3		3		3		3		3		3		1		2		2		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		6 months to 1 year		4		4		4		3		3		3		3		3		3		3		4		3		2		2		2		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		1 to 3 years		2		2		2		3		3		3		3		3		3		2		1		1		5		5		5		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		1 to 3 years		3		3		3		4		5		5		3		3		3		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		5		5		5		4		3		3		4		4		4		4		4		4		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		1		1		1		4		4		4		4		4		4		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		3		3		3		3		3		4		2		2		2		3		3		3		3		4		3		2		3		3		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		Less than 6 months		5		5		5		5		5		5		4		4		4		4		4		4		2		2		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		2		3		3		4		4		4		4		4		4		4		4		4		3		4		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		3		3		3		2		2		2		4		4		4		3		3		3		2		2		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		4		3		3		2		2		2		2		2		2		2		2		2		4		5		5		1		1		1		1

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		5		5		5		5		5		5		4		4		4		5		4		5		3		2		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		1 to 3 years		3		3		3		3		3		3		4		3		4		3		3		3		5		5		5		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		1 to 3 years		3		3		3		2		2		2		4		4		4		4		4		4		4		4		4		4		4		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		3		3		3		3		3		3		5		5		5		3		3		3		2		3		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		1 to 3 years		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		5		5		5		2		2		2		4		4		4		4		3		3		2		2		2		3		3		3		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		5		5		4		3		3		3		4		4		3		3		3		3		3		3		3		4		3		4		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		Less than 6 months		4		4		4		3		3		3		4		4		4		4		4		4		4		4		4		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		Less than 6 months		4		4		4		2		2		2		2		2		2		3		3		3		3		3		3		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		Less than 6 months		5		5		5		2		2		2		2		2		2		3		3		3		1		2		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		3		3		3		2		2		2		3		3		3		3		3		3		3		2		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		5		5		5		3		3		3		5		5		5		5		5		5		4		4		4		5		5		5		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		2		2		2		3		3		3		3		3		3		3		3		3		2		2		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		3		3		3		3		3		3		5		5		5		4		4		4		5		5		5		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		4		4		4		2		2		2		1		1		1		2		1		2		4		4		4		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		1 to 3 years		2		2		2		5		5		5		2		2		2		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		1 to 3 years		3		4		3		2		2		2		4		3		3		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		3		3		3		4		4		4		4		4		4		4		4		4		5		5		5		4		3		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		3		3		3		3		2		2		3		4		4		3		3		3		5		4		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		1		1		1		4		4		4		3		3		4		2		2		2		4		4		4		2		3		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		More than 3 years		2		2		2		4		5		5		3		3		3		4		4		4		2		2		2		4		4		3		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		3		3		3		2		3		2		2		2		2		1		1		1		5		5		5		1		1		1		1

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		1 to 3 years		4		5		4		2		2		1		5		5		4		3		4		4		5		5		5		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		3		3		4		4		4		4		3		3		3		3		3		3		3		3		3		3		3		2		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		More than 3 years		4		4		4		5		5		5		5		5		4		5		5		5		3		3		3		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		4		4		4		4		4		4		4		3		3		3		4		4		4		4		3		3		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		2		3		2		4		3		3		4		4		4		4		4		4		3		2		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		3		4		4		4		4		5		3		4		4		4		5		4		3		3		3		4		5		4		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		1 to 3 years		3		3		3		4		4		4		3		3		3		3		3		3		5		5		5		3		4		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		2		2		2		3		3		3		4		4		4		3		3		3		2		2		2		3		4		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		3		3		3		3		3		3		2		2		2		3		2		2		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		4		4		4		4		4		4		3		4		4		4		4		4		4		3		4		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		4		4		4		3		4		3		5		5		5		4		4		4		4		4		4		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		Less than 6 months		4		4		4		5		5		5		5		5		5		4		4		4		2		3		3		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		Less than 6 months		5		5		5		3		3		3		2		3		2		4		4		4		3		3		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		4		4		4		4		4		5		4		4		4		5		5		5		5		4		5		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		5		5		5		4		4		4		4		4		4		4		4		4		2		2		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		1 to 3 years		5		5		5		3		3		3		4		5		4		5		5		5		5		5		5		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		6 months to 1 year		2		2		2		5		5		5		4		4		4		4		4		3		3		3		3		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Zero-hour / Casual contract		Less than 6 months		3		3		3		4		4		4		3		3		3		4		4		4		5		5		5		4		4		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Zero-hour / Casual contract		6 months to 1 year		5		5		5		2		2		2		5		4		5		4		4		4		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		Less than 6 months		3		3		3		4		4		4		4		4		4		3		3		3		2		2		2		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Temporary / Fixed-term contract		Less than 6 months		3		4		4		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		Less than 6 months		5		5		4		3		3		4		4		4		4		4		4		4		3		3		4		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		6 months to 1 year		4		4		4		3		3		3		3		3		3		4		4		4		5		5		5		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		6 months to 1 year		5		5		5		3		3		3		4		3		3		4		4		4		4		5		5		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		1 to 3 years		5		5		5		3		4		3		5		5		5		5		5		5		4		3		4		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		More than 3 years		4		5		5		4		4		4		4		4		4		4		4		4		3		3		3		4		4		5		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		Less than 6 months		2		3		3		3		3		3		3		3		3		2		2		2		4		4		4		2		2		2		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Temporary / Fixed-term contract		Less than 6 months		4		5		4		2		3		3		3		2		2		3		3		3		4		4		4		3		2		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Temporary / Fixed-term contract		6 months to 1 year		4		4		4		3		3		3		4		4		4		4		4		4		3		3		3		3		4		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		Less than 6 months		2		2		2		2		2		2		4		4		4		2		2		2		5		4		5		2		2		2		1

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		1 to 3 years		5		5		5		4		4		4		3		3		3		4		4		4		3		3		3		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		1 to 3 years		4		4		4		4		3		3		4		4		4		4		4		4		3		3		3		4		4		3		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		6 months to 1 year		4		4		3		2		2		2		4		4		4		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		6 months to 1 year		3		3		3		3		3		3		2		2		2		2		2		2		4		4		4		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		6 months to 1 year		2		2		3		3		3		3		4		4		4		4		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Temporary / Fixed-term contract		More than 3 years		4		4		4		4		4		4		5		5		5		5		4		5		4		4		4		4		5		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		4		4		4		3		3		3		5		5		5		5		5		5		5		5		5		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		3		3		3		5		5		5		4		3		3		4		4		4		4		4		4		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		5		5		4		3		3		3		3		4		3		4		4		4		3		3		3		3		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		2		3		3		3		5		5		5		3		3		3		2		2		2		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		1		2		1		3		3		3		4		4		4		2		2		2		4		4		4		3		3		3		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		4		4		4		3		3		3		4		4		4		4		3		4		2		2		3		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		3		3		3		3		4		4		3		3		3		3		3		3		3		3		3		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		3		3		3		4		4		4		3		2		2		4		4		4		4		4		4		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		2		2		2		5		5		5		4		4		4		3		3		3		2		1		1		3		3		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		2		2		2		2		2		2		2		1		2		1		4		4		4		2		1		2		1

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		5		4		5		3		3		3		5		5		5		5		5		5		4		4		4		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		3		3		3		3		2		3		4		3		3		2		2		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		5		5		5		4		5		5		3		4		4		4		5		4		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		4		3		3		3		3		3		3		3		3		2		1		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		2		2		2		4		5		5		3		3		3		5		5		5		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		2		4		3		4		4		4		4		3		3		3		4		4		4		2		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		3		3		3		3		3		4		5		5		5		4		4		4		3		3		3		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		2		2		2		4		4		4		2		2		2		3		3		3		3		3		3		2		2		2		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		5		5		5		2		3		3		3		4		4		5		5		5		5		5		5		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		4		4		4		5		5		5		3		4		4		4		4		4		4		4		4		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		5		5		4		4		3		3		4		4		4		4		4		4		4		4		4		4		4		4		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		2		2		2		4		4		4		5		5		5		4		3		3		5		5		5		3		4		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		More than 3 years		4		4		4		3		3		2		4		4		4		4		4		4		3		3		4		4		4		3		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		5		5		5		3		3		3		2		2		2		4		4		4		2		2		2		3		4		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		2		2		2		4		4		4		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		4		5		4		3		3		3		3		3		3		3		3		4		5		5		5		4		5		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		2		3		3		3		3		2		3		2		3		2		4		4		3		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		2		3		5		5		5		4		5		5		4		4		4		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		1		1		1		3		3		3		2		2		2		5		5		5		2		2		2		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		3		3		3		3		3		3		3		3		3		2		2		2		5		4		5		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		3		3		3		3		4		3		4		4		4		3		4		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		2		4		4		4		4		4		4		4		3		3		3		3		3		3		4		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		4		4		4		3		3		3		4		4		4		3		3		3		2		2		2		3		3		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		5		5		5		4		4		4		3		3		3		4		4		4		2		2		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		1 to 3 years		3		3		3		3		3		3		3		3		3		3		3		3		3		3		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		4		3		3		4		4		4		2		2		2		4		4		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		5		5		5		3		3		3		4		5		5		5		5		5		4		4		4		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		2		2		3		3		3		3		3		2		1		2		4		4		4		1		1		1		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		4		4		4		3		3		4		4		4		4		2		1		1		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		2		2		2		3		4		4		5		5		5		4		4		3		5		5		5		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		3		3		3		1		1		1		3		3		3		2		3		3		4		4		4		3		3		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		5		5		5		3		3		3		3		3		3		5		5		5		4		4		5		4		5		5		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		5		5		5		1		1		1		2		3		2		4		5		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		4		4		4		4		4		4		4		5		5		4		4		4		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		2		2		3		2		2		2		2		2		2		5		4		4		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		4		4		4		3		3		3		3		3		3		4		4		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		2		2		2		3		3		3		4		4		4		4		3		3		2		3		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		4		4		4		1		2		1		3		3		2		4		4		4		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		5		5		5		4		4		4		4		4		4		5		5		5		5		5		5		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		2		2		2		2		4		4		4		3		3		2		4		3		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		3		3		3		4		4		4		5		5		5		5		5		5		4		4		4		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		3		3		3		2		2		3		2		2		2		4		4		4		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		4		3		4		2		2		2		3		3		3		2		2		2		5		5		5		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		2		3		2		5		5		5		4		4		4		3		3		3		3		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		5		5		5		3		3		3		4		3		4		4		4		3		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		1 to 3 years		4		3		4		4		4		4		3		3		2		3		3		3		4		4		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		1 to 3 years		4		4		4		3		3		3		3		3		3		4		4		4		4		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		4		4		4		4		5		4		2		3		3		4		4		4		1		1		1		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		4		4		4		3		3		3		3		3		3		3		3		3		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		3		3		3		3		3		3		4		4		5		3		4		3		4		4		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		3		5		4		5		4		4		4		4		4		4		3		3		3		5		5		5		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		3		5		5		5		3		2		2		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		3		3		3		4		3		3		3		4		3		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		3		3		4		3		3		3		3		3		3		3		3		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		4		4		4		2		2		2		4		4		4		3		4		3		2		3		3		3		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		3		3		3		3		3		4		4		4		3		3		3		3		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		3		3		3		3		3		3		4		4		4		3		3		3		3		3		3		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		5		5		5		4		4		4		4		3		3		5		5		5		4		4		5		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		5		5		5		4		4		3		1		1		1		2		2		2		5		5		5		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		More than 3 years		3		3		3		4		4		4		3		3		3		3		3		4		5		5		5		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		3		3		3		5		5		5		2		2		2		3		4		3		4		4		4		3		3		2		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		3		3		4		3		3		3		4		4		4		3		4		3		3		3		3		4		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		5		5		5		3		3		3		3		3		3		4		4		4		5		5		5		4		4		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		3		4		2		2		2		3		3		3		2		2		2		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		4		3		3		3		3		3		4		3		4		3		4		3		4		3		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		3		3		3		5		5		5		4		4		4		5		5		5		5		5		5		4		5		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		2		2		2		3		4		3		3		3		3		4		3		4		2		3		2		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		5		5		5		3		3		3		5		5		5		5		5		4		4		4		4		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		3		3		3		4		3		4		5		5		5		4		4		4		2		2		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		1 to 3 years		4		3		4		4		5		5		5		5		5		5		5		5		4		4		4		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		4		4		4		4		4		4		3		3		3		3		3		3		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		4		4		4		2		2		2		3		3		3		5		5		5		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		2		3		3		3		5		5		5		4		4		4		4		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		2		2		4		4		4		3		3		3		4		4		4		1		1		1		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		5		4		5		4		4		4		4		4		4		4		3		4		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		4		4		4		2		2		2		4		4		4		4		4		3		4		4		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		4		4		4		4		4		4		2		2		2		4		3		3		4		4		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		3		3		4		5		5		5		4		4		4		4		4		4		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		5		5		5		3		3		3		4		4		4		4		4		4		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		3		3		4		1		1		1		4		4		4		1		2		1		4		5		5		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		3		3		3		2		2		2		4		4		4		4		4		4		1		1		1		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		4		3		4		5		5		5		4		4		4		4		4		4		3		3		3		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		4		4		3		3		3		3		4		4		4		4		4		2		2		2		4		3		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		3		2		2		3		3		3		4		4		4		3		2		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		4		4		3		3		3		3		3		3		3		3		3		5		5		4		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		6 months to 1 year		3		3		3		3		2		3		4		4		4		2		2		2		4		4		4		2		2		2		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		5		5		5		4		4		4		4		4		4		4		4		4		3		3		3		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Part-time (Permanent)		Less than 6 months		2		3		2		5		5		5		4		5		4		4		4		4		5		5		5		5		4		4		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		4		3		4		3		3		3		3		4		4		4		4		3		4		4		4		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		4		3		4		3		3		3		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		2		3		3		3		3		2		2		2		2		2		2		2		3		3		3		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		5		5		5		4		3		3		4		4		4		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		Less than 6 months		3		3		3		4		4		4		3		3		3		3		4		4		4		4		4		4		3		4		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Part-time (Permanent)		6 months to 1 year		4		3		3		3		2		2		4		3		4		3		3		3		5		5		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		6 months to 1 year		4		4		4		4		5		5		2		2		2		4		4		4		4		4		4		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		5		5		5		5		5		5		5		5		5		3		3		3		2		2		1		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		4		5		5		4		4		4		4		4		4		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		2		2		2		2		3		3		2		1		2		4		4		4		1		1		2		1

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		6 months to 1 year		3		3		3		5		5		5		4		4		4		5		5		5		3		3		3		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		4		4		4		5		4		5		4		4		3		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		4		4		5		5		5		3		4		3		3		3		3		2		2		2		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		5		5		5		3		3		3		2		2		2		3		3		3		2		3		3		4		4		3		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		5		5		5		3		3		3		5		5		5		5		5		5		3		3		3		4		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		3		4		4		4		4		4		3		3		3		3		3		3		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		4		4		5		3		3		3		4		4		4		4		4		4		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		1		1		1		4		4		4		4		4		4		3		3		3		3		2		2		3		3		3		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		2		2		2		5		5		5		3		3		4		3		4		3		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		2		2		4		4		4		3		3		3		3		3		3		3		3		3		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		5		5		5		4		4		4		4		4		4		4		4		5		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		3		4		4		5		5		5		5		5		5		5		5		5		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		3		2		2		2		3		3		5		5		5		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		3		4		2		2		2		3		3		3		3		3		3		2		2		2		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		2		2		2		3		3		3		3		3		2		4		4		4		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		3		3		3		3		3		3		4		4		4		3		2		3		3		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		3		4		3		3		3		3		4		4		4		4		4		4		3		3		3		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		1		1		1		4		4		4		4		4		4		2		2		2		4		4		4		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		4		3		3		4		4		3		3		3		3		3		3		4		4		4		3		2		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		6 months to 1 year		3		3		3		5		5		5		3		3		3		4		4		4		4		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		4		3		3		4		4		4		4		4		4		5		5		5		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		3		3		5		5		5		3		4		4		4		4		5		4		4		4		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		3		3		4		4		4		4		4		4		4		3		3		3		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		5		5		5		4		4		4		4		4		4		4		4		4		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		5		5		5		1		1		1		4		4		4		4		4		5		4		4		5		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		3		3		3		3		2		3		2		3		3		4		4		4		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		5		5		5		3		3		3		4		4		4		3		3		4		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		4		4		3		5		5		5		3		3		3		2		2		2		3		3		3		3

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		3		3		5		5		5		4		4		4		4		4		3		2		2		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		2		3		4		4		4		4		4		4		3		4		3		4		3		4		4		4		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		4		5		4		5		4		4		4		4		3		3		2		2		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		4		4		4		5		5		4		4		4		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		3		3		3		4		4		4		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		4		4		4		3		3		3		4		4		4		2		2		2		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		2		2		3		4		5		4		4		4		4		3		3		3		2		2		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		4		4		3		1		1		1		2		2		2		3		3		3		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		5		5		5		3		3		3		4		4		4		5		5		5		5		5		4		4		5		4		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		3		3		3		3		3		3		3		3		3		5		5		5		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		3		3		3		4		4		4		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		1		1		1		3		3		3		2		1		2		4		4		4		1		2		1		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		6 months to 1 year		4		4		4		2		2		2		3		3		3		3		3		3		2		3		2		3		3		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		2		2		2		2		3		3		3		3		3		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		2		3		3		3		3		4		4		3		3		3		4		4		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		4		1		1		1		3		3		4		2		2		2		5		4		5		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		5		5		5		3		3		3		4		4		4		2		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		6 months to 1 year		4		5		5		4		4		4		3		3		3		4		5		5		4		4		4		5		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		2		2		2		5		5		5		5		5		5		3		4		3		2		2		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		4		5		4		4		4		4		4		4		4		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		2		2		2		4		5		5		4		5		4		4		4		4		2		2		3		3		3		4		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		2		2		2		5		5		5		3		3		2		3		3		3		3		2		3		3		2		2		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		6 months to 1 year		4		4		3		3		3		3		5		5		5		3		3		3		3		2		2		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		2		2		2		2		2		2		5		5		4		2		2		2		4		4		4		3		2		2		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		3		4		3		3		3		3		4		4		4		4		4		4		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		3		3		3		5		5		5		4		3		4		3		3		3		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		3		3		3		3		2		3		3		4		3		4		4		4		4		3		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		3		3		3		2		2		1		2		2		2		3		4		3		2		2		2		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		4		4		4		4		4		4		4		4		4		3		3		4		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		3		3		4		5		5		5		5		5		5		5		4		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		4		4		4		5		4		4		4		4		4		3		2		3		4		5		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		3		3		3		3		4		4		4		4		4		3		3		3		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		3		3		3		4		3		4		2		2		2		3		2		3		3		3		3		3		3		2		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		5		4		5		4		4		4		4		3		3		3		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		3		4		3		4		3		2		2		2		3		3		2		4		4		4		3		2		2		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		3		3		3		2		2		2		3		3		3		3		3		3		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		5		5		5		2		2		2		4		4		4		3		3		3		4		4		3		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		5		5		5		1		1		1		2		3		2		4		4		4		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		5		5		5		3		3		3		3		4		3		5		5		5		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		3		2		2		1		1		1		2		2		1		5		4		4		1		1		1		1

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		1		1		1		3		3		3		3		3		3		2		2		2		4		4		4		2		3		2		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		2		2		2		2		2		2		1		1		1		2		2		2		3		3		3		2		2		2		2

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		3		4		3		2		2		2		3		3		3		4		4		4		3		3		3		3

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		5		5		5		4		4		4		5		5		5		5		5		5		5		5		5		5		5		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		5		3		4		3		4		4		4		4		4		4		5		5		5		5		5		5		5

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		3		3		3		5		5		5		3		3		4		4		4		4		4		4		4		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		6 months to 1 year		2		2		2		3		3		3		2		2		2		2		2		2		3		3		3		2		2		2		2

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		3		2		3		3		3		3		3		3		4		3		3		3		3		4		3		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		3		4		4		4		4		3		4		4		4		4		4		4		4		4		4		4		4		4

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		2		2		2		3		4		4		4		4		4		4		4		3		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		4		4		4		4		4		3		4		4		4		4		4		2		2		2		4		4		4		4

		Option A: I work for a large corporate hotel chain (e.g., IHG, Whitbread, Marriott) located in London.		Full-time (Permanent)		Less than 6 months		4		3		3		4		4		4		5		5		5		5		5		5		4		4		4		5		4		5		5

		Option B: I work for an independent or mid-scale restaurant/hospitality group (e.g., Elite Bistros, Mission Mars, San Carlo) located in Manchester.		Full-time (Permanent)		Less than 6 months		5		5		5		4		4		4		3		3		3		5		5		4		4		4		4		5		5		5		5
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